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FOREWORD

~

Our last handbook on women workers was published in 1975. The current edition provides continuity of much of
that dataas they relate to worklife experiences of women and their economic and legal status, especially during the last
half of the 707s. In addition, historical data provide a perspective on trends in the labor force experiences of women
and the effects of legislation on women’s employment.

A handbook such as this necessarily includes information that is retrospective as well as prospective. In order to
indicate the status and experiences of a large and diverse female labor force, a periodic review is required. This
handbook offers such a review, characterizing the period of development as a “time of change.”

‘Recent changes in the U.S., labor force include the addition of more than a million women each year. In 1972, 33.5
million women were in the labor force; in 1982 there were 47.7 million. Women accounted for two-thirds of the total
labor force growth during that period. Other changes occurred in the nccupational distribution of women. Despiie
continued concentration in traditional occupations, they made notable gains in nontraditional professions, manage-
ment positions, and the skilled trades. The tempo of this labor market activity is reflected in this handbook.

Some of the issues addressed during the time of change—and some which remain to be addressed—include full
access to employment opportunities without discrimination by gender; training for jobs developing in new industries
and traditional occupations affected by technological change; equity in pay and other benefits; child care and family .

" support needs; tensions created by roie conflicts of employees who are also home care providers; élimination of sexual

Q

harassment; and increzsed opportunities for on-the-job training and advancement.

Within these and similar areas of concern are problems related to specific subgroups of women whose work-related
experiences are especially difficult. One such group consists of the large proportion of the poor who are womert-Many
poor women are maintaining families alone. Their economic requirements are great buttheir job options few. Another
group is comprised of older women entering or reentering the labor force with a need for skills training and perhaps
counseling. Teenage women, just out of school, face a different dilemma. Unarmed with work experience or
references, they confront a highly competitive job market. .

Itis encouraging to observe that various institutions and mechanisms in our society—both private and public—are
working to remove barriers to women’s full participation in the Nation’s worklife. While problems remain, women’s
earnings already have influenced the marketing of many consumer products and services, banking, investment, and
real estate, as well as credit practices. Because women often perform more than one major role in society, they have
influenced management’s views on flexible work hours, job sharing, and other creative approaches to efficient use of
time on the job. .

Time of Change documents, through statistical data and accounts of legal developments, changes in the role of
women in the labor force and thus in the Nation’s economy. It reflects results of studies by government and
nongovernment sources. Chapters in Part 1 focus on women’s labor market activity, the occupations and industries in
which they are employed, their income and earnings, educational attainment, and various kinds of job training. The
chapters in Part 2 identify Federal and State laws affecting women’s employment.

As we progress into the 80’s, prospects are that women will continue to move into high paving and nontraditional
occupations. Their presencein the workplace, which has already exerted an influence on our Nation’s economy, will be
felt to a greater degree. Time of Change illustrates that trend.

Lenora Cole Alexander
Director, Women’s Bureau
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HIGHLIGHTS - o

1
1

'LABOR FORCE AND EMPLOYMENT . \ :

-

Number (1982 annual averages)
Nearly 48 million women were m the labor forée; this was 53 percent of all women 16 years of agc and over.
Women accounted for 43 percent "of the civilian labor force. .
About 6.7 million women of minority races were in the labor force, or 54 percent ofall minority race women i the .

population.

Age (1982 annual averages) )

About three-fifths of the women 18 to 64 ycars of age were in thc labor force—63 percent,
The highest labor force participation rate among women \vas for those 20 to 24 ycars old—70 pcrccn't

Marital Status (March 1982)

- Married women (husband present) accounted for about 55 pcrucnt of all women wor}ccrs of all married women

(husband present), 51 percent were in the 1abor force.

Women Maintaining Families (March 1982)

Three-fifths (61 Lercent) of the 9.7 million wonen maintaining families wcrc m the labor force. About 1 out ofS
wom¢n workers maintained families. ¢

Working Mothers and Their Children (March 1982)

. About 18.7 million mothers with children under 18 years of agc were in the labor force, 7 4 mllhon of whom had:
chlldrcn under 6 years. .

The labor force participation rate of mothcrs (59 pcrccnt) was higher than that for all women.

Two-thirds of the mothers of children 6 to 17 years of agé (none.under 6) were in the labor forcc—66 pucc'\t 50
-percent of the mothers of chlldrcn under 6 were workers. ‘

Children of working mothers rumbered 32.0 million. Of these children, 23.5 milliun were 6 to 17 years of age and
8.5 milliongvere under the age of 6. Among the children of working mothers, 6.9 million had mothcrs who manmamcd
f'umhcs. 1.5 million of these chlldrcn were under the age of 6.

N

Unemployment (1982 annual averages) S

Unemployed women numbered about 4.5 million and accounted for 42 percent of all unemnployed persons.

The uncmployment rate of wonfcn was 9.4 percent, compared with 9.9 percent for men.

The unempioyment rate for all young women 16to 19 years of age was 21.9 percent, for minority women 16 to I9 it
was 43 8 percent. Women (16 and over) of minority races were unemployed at a rate of 16.4 percent, compared with
8.3 percent Tor white women. .

In March 1982, more than half a mllhon (654,000) unemployed women maintained families. Their rate of
unemployment was 9.9 percent, compared with 6.2 percent for men maintaining families. |

Employment Patterns (March 1982) @ - .

More than ”0 percent of women who worked during l982 had full- tlm. Jobs and worked .n average of 40 hours a
week.,
About | out of,.3 women worked part time in 1982. three-fourths did so by choncc
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Occupsations (1982)

Over 34 pereent of all cmployed women were in clerical jobs. They included almost 5 m|ll|on secretaries, stenogra-
phers, and typists.

Ncarly 20 percent were service workers, over 2 percent were private householo workers and the remainder were
service workers outside the home.

Nearly 18 percent, or 7.6 million women,. were professional and technical workers. They included more than 2
million cach of health workers and elementary and secondary school teachers.

About 9 percent were operatives chiefly in factories.

Earnings in 1981

The carnings differential between women and men did not close during the 1970’s.

The median carnings for all women were $7,222 in 1981, 48 percent of the $15,061 earnings of men. Women
employed the year round and full time had median earnings of $12,001, or 59 percent of the $20,260 received by men.
In 1956 fully employed women’s earnings were 63 percent of men's earnings; in 1970 they were 59 percent.

In 1981 the median wage or salary income of minotity race women who worked ycar round full time was $11,499, or
94 percent of the $12,287 income of white women. In 1969 the median inccme of minority race women was about 82
percent of that of white women.

Among all working-wife familics, the contribution of wives® earnings was more than one-fourth of family income.
When the wife was a year-round full-time worker, her contribution was nearly two-fifths—38 percent.

Among the 5.9 million families maintained by women workers, 23 percent had 1981 incomes below the poverty
level, for the 1.5 million black families maintained by women workers, the corresponding figure was 36 percent.

Education in 1981

School and College Enrollment
About 28.6 million girls and women 3 to 34 years of age were attending school in the fall of 1981.
The 5.4 nullion women (under age 35) enrolled in college were about 50 percent of all college students (under age 35).
The number of black women in college in October 1981 (628,000) was more than double the number in October 1970
(269,000).

Educational Attainment

In March 1982 more than four-fifths of all women workers were high school graduates or above. Almast 2 out of 5
women in the labor force had completed | or more years of college, and 1 out of 6 was a college gradvate.

A much higher proportion of women workers 20 to 34 years of age weie high school graduates or above (94 percent)
than were women workers 35 years and over (78 percent).

»
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Chapter I

THE LABOR MARKET ACTIVITY OF WOMEN

A unique period of substantial change in the role of
women in our Nation began with the decade of the
1970’s—a period whose momentum carried into the
1980’s. The extraordinary increase in women’s labor
force activity continued unabated until late 1979 when
the Nation’s economy began to slow down. More than
12.6 million more women were in the labor force in 1979
than in 1970. These women accounted for close to 60
oercent of the labor force expansion of more than 22
million workers over the decade.

A number of factors contributed to the increased labor
force participation of women during the 1970’s. These
include the trend toward later marriages and smaller
rnumbers of children in families, and a change in the
pattern of spacing children. The dramatic increase in
marital disruption accompanied an unprecedented rise in
the number of women who have the sole responsibility
for the economic support and welfare of their familics
and the increase in the life expectancy of women. Other
major factors are the continued rapid growth of white-
collar jobs in which the majority of women are em-
ployed, and the increase in part-time and part-year em-
ployment opportunities. These factors have been
accompanicd by a changing attitude toward careers for
women outside the home. The most striking change in
the labor market activity over the decade was the entry of
young married women with children, particularly
women of ages 25 to 34 years (“baby boom” population
group), into the labor force.” This fact underlines, and
was the impetus for, the unprecedented growth in the
women’s segment of the labor force during the 1970s.

Subsequently, the risc in working mothers and single
parent families increased the need for child care services
and skill training programs directed at the needs of
women,

In addition to the rise in female single parents with
young chiidren, marital disruptions found many older
women, who had been homemakers fcr many years,

* Chuldren burn Junng the pust World War I era, generally accepted as from
about 1944-1964; the peak year was 1957,

|

faced with the prospect of “n.aking a living” in tpc paid
labor market,

Despite a decade of rapid change which resulted in
more women employed as doctors, lawyers, engineers,
bus and truck drivers, construction workers, and mem-
bers of the Armed Forces, more than half of all working-
age women remain concentrated in the so-called “typical
women’s occupations” (see chapter I1).

At the same time, old problems continued to need
attention, Young women, particularly minority teenage
women, continue to have the most persistent labor mar-
ket difficultics. Moreover, minolity women, who have
historically participated in labor force activities, con-
tinue to be less well off than the general population,
despite improvements in their health, education, and
welfare. Although earnings of black and white women
now approach parity, the earnings of both population
groups lag behind those of men and lag substantially
behind those of white men. As a result, the black family
income continues to be below that of the general popula-
tion group.

This chapter cxamines changes in the labor market
experience of women, particularly over the decade of the
1970’s, fe.using on the most recent data available—1980
or 1981.2

Employment Status of Women

The labor force status of the population refers to the
classification of women and men 16 years and older~—the
working-age population—according to their major ac-
tivity. They are either in the labor force (employed or
unemployed) or out of the labor force—neither working
for pay nor looking for paid work but keeping house,
retired, going to school, unable to work, ctc. The civilian

? Unless otherwise stated, data for this Jhapier are derived from the Current
Population Survey (CPS) and its monthly supplement. The CPS is a sciemifically
selected sample of about 65,000 households, designed to represent the civilian
noninstilutional population 16 years of age and over. The survey is conducted
monthly by the Bureau of the Census for the Bureau of Labor Statistics, which
analyzes and publhishes the data monthly in Employment and Earnings, the
Monthly Labor Review, andin other periodic BLS publications and news releases.
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population and labor force excludes people either in
mnstitations or in military service.

The civilian population advanced sharply over the dec-
ade, reaching more than 170 million 1n 1981 or 24 percent
more than in 1970 (sce table I-1). The civilian labor
force, however, increased at a faster pace than the popu-
lation, reaching 109 million in 1981, up 26 million or

Table!-1

Employment status of women and men, annual
averages, 1981

1981
. {numbers in
Employment status thousands)
Wo men, fé ;/-éva-r-s__a"a?ouv_er
Total noninstitutional population 89,796

Armed Forces 178

_ Cwilian noninsticutional population 89,618
Cwihan labor force 46,696
Participation rate 52.1
Employed 43,000
Employment-population ratio’ 48.0
Unemployed 3,696
Unemployment rate 7.9
Total notin labor force 42,922
Do not want a job now 39,003
Wantajobnow 3,919
Reason not looking:
School attendance Y778
Il health, disability 409
Home responsibilities 1,280
Think cannot getjob 704
Otherreasons 748
Men, 16 years and over
Total noninstitutional population 82,476
Armed Forces 1,965
Civilian noninstitutional population 80,511
Cwvilianlabor force 61,974
Participation rate 710
Employed 57,397
Employment-population ratio’ 69.6
Unemployed 4,577
Unemployment rate 74
Total not 1n 1abor force . 18,537
Do not want a job now 16,620
Want a job now 1,916
Reason not looking:
School attendance 780
Il health, disability 360
Think cannot get job 399

Other reasons' 377

* jncludes a small number of persons not tocking for work because of home
responsibililies
Soutce Employmeni and Earnings March 1982.U S Oepartment ot Labor Bureauof
Labor Statisics
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neaily 32 percent from 1970. As » result, the overall
civihan labor force participation rate rose from 61 to 64
percent of the population.

Wonien accounted for more than half of both the gain
in the working-age population and in the civilian labor
force. Their participation rate rose considerably —from
43 percent in 1970 to 52 percent in 1981, compared with
the gradual long-term decline in labor force activity
among men—81 to 78 percent over the period.

Although men remain more likely to be in the labor
force than women, the expansion of the female labor
force between 1970 and 1981 was greater than that of
their male counterpart. More than half of all working-
age women in the populationin 1981—47 million—were
in the labor force, up 47 percent from the 32 million in
1970. In contrast, nearly 8 out of 10 men were in the

_ work force in 1981, but their labor force gains from 11

years earlier—51 to 62 million—reflected only a 22-per-
cent increase.

An average of well over a million women a year were
added to the work force during the 1970’s, except for the
1970-71 period. A record number of ncarly 2 million
women entered or reentered the labor force in 1978
alone. Women, who accounted for over 38 percent of the
civilian labor force in 1970, accounted for more than 43
percent of the labor force by 1981.

Most of the record gains in women’s labor force activi-
ties in the 19'{0’5 occurred among younger women, par-
ticularly those 25 to 34 ycars. By the late 1960’s, the large
cohort of post-World War 11 children were of working
age and began entering the labog force. They entered
during a period of rapid cconomic growth and social
change.

Why did so many of these women work? Labor econo-
mists Janet Norwood and Elizabeth Waldman found
that a significant group of women worked because they
or their families were dependent on their carnings.’ In
addition, they reported that some analysts pointed to the
women’s liberation movement, which took hold in the
1960°s and continued through the decade of the 1970’s,
as having increased women's awareness of opportunities
in the world of work. Others maintain that the new labor
force role of women may itself have stimulated a strong
reaction to existing or perceived incquities.

Discussion of these and many other issues took place
in Houston in 1977 at the first national women’s confer-
ence in the U.S. in over 100 years.* (The first Women’s
Rights Convention was held in Seneca Falls, New York,
July 19-20, 1848, to discuss “the social, civil, and reli-
gious conditions and rights of women.”) Other dialogues

Swomen 1n the Labor Force, Some New Data Series, Janet 1.. Norwood and
Elzabeth Waldman. Report 575, 1979, U.S. Department of Labor, Bureau of
Labor Statistics.

¢ The Spirit of Houston, Report of the Fist National Women's Conference,
National Commussion on the Observance of International Women's Year, March
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continue, Inturnational vonferences also have focused
o women's issucs, particularly conferences held in 1980
by the Orgamization for Economic Cooperation and De-
velopment (OECD) and the United Nations.

Long-Term Trends in Labor Force
Participation

Prior to World War 11 therc had been a gradual change
in the size and composition of the female work force.
During the first 40 years of this century, the labor force
participation rate of women rose from about 19 percent
to just over 25 percent.® Before the war most women 1n
the labor force were most lkely to be cither single,
middle-class, white-collar workers who held their jobs
until they married, or they were poor, either single or
married, women working in factories or in domestic
service. After World War I, the labor force entrants
were increasingly married, middle-class women.

The series of technological and business innovations
that began early in the century provided less costly sub-
stitutes for the manual work performed by women in the
home. There also were important changes in the child-
related aspects of a woman's life. For example, in 1910
married women 45 to 59 years old had borne an average
of five children, by 1950the number of children born had
dechined about half that figure, and has continued to
edge down since then. Notable among the factors con-
tributing to this decrease was the decline in infant and
Juld mortality, which meant that fewer births were
needed to aclueve a desired family size. Although limited
inthe carly years, the spread of birth control information
also had an important impact, particularly since thecarly
1960°s. The span of years during which women could
work continuously was lengthened by declines in their
own mortality combined with the completion of thechild
beartng period at an carlier age. Greater urbanization.
added to the pull from home to the marketplace.

The full impact that these factnis might have had on
the labor foree activity of women was dampened in the
1930°s by the depressed econornic conditions. However,
the coming of World War 11, with its greatly expanded
need for labor, provided the impetus for rapid growth in
the labor force of women. Following the war, continued
prosperity and the swift growth in the service sector of
the economy meant a substantial incrcase in women’s
employment. The year 1956 marked the switch from a
predominantly blue-collar to a white-collar economy in
which there were greater opportunitics for women.

The unprecendented increase of women moving into
the labor force characterized the late 1960°s and all of the
1970's. The number of women in the labor force moved
from 31.5 million in 1970 to 46.7 million in 1981. The

U Hstonical Stasti s oof the U nued Swates, Colonal Times 1o 1970, Bicentennial
t disun, Pare L, Table Series 1 11 25, ULS. Deparument of Commeree, Buteau vl
the Census

356-407 0 - 84 - 2

accompanying rise in the labor force participation rate
was from 43 percent in 1970 to more than 52 percent in
1981 (see table 1-2). It should be noted that the labor
force participation rate—the percentage of the civilian
population that is employed and unemployed—pr ovides
the clearest picture of labor force movements for specific
population groups; for example, women. These rates
account for changes in population levels as well as abso-
lute labor force changes.*

Sex —During the past quarter century, changes in so-
cial attitudes, lifestyles, marital and family patterns, and
cmployment-retirement experiences have contributed to
the sharp increase in the labor force participation rates
for women, and a much slower but, nonetheless, steady
decline for men (sec table 1-3). Despite the overall de-
cline in the labor force participation_rate of men, it
remains substantially above that for women (see chart
1-1). However, the gap has narrowed considerably.

Since the mid-1960’s, the greatest labor force in-

creases for women have occurred among those under age
45.” Currently, more than two-thirds of the women in
their twenties, and slightly less—about 65 percent— of
those in their thirties and forties, are in the labor force.
Among women over 55, there were small declines in the
1970’s (from a peak of 25 percent in 1970) indicating
that some women may have worked long enough to
choose retirement. In recent years, their labor force par-
ticipation rate has fluctuated around 23 percent, posting
22.7 percentin 1981.

The biggest changes among men have occurred in the
older age groups, and have been attributed primarily to
earlier retirement. For example, morge than two-fifths of
men over age 65 were in the labor force in 1950, com-
pared with one-fifth in 1981. Among men 55 to 64 ycars
of age, that rate dropped from 87 to 72 percent over the
1950-1980 period. ‘

Age—Since 1950 the proponion of women engagedin
or secking paid employment climbed from about one-
third to more than one-half. While the overall surge has
been generally steady, noticeable differences occurredin
the timing for different age groups (see chart 1-1). Prior
1o World War 11 the highest rates of female participation
were among the young, because most women left the
paid labor force upon marriage. In the postwar era the
pattern changed. There was a sizable jump in the partici-
pation of women ages 45 to 59, the group which had
largely completed the time-consuming portion of their
childbearing responsibilities. There were also rapid in-
creases in their employment in those occupations and

“Employment and Unemployment During 1979: An Analysis,” Carol Boyd
Leon and Philip L. Rones, Monihly Labor Review, February 1980, p, 9., U.S.
Dépanment of Labor, Bureau of Labor Statistics.

? “Labor Force Trends: A Synthesis and Analysis,” Robert W. Bednarzik and
Deborah P. Klein, Monthly Labor Review, October 1977, pp. 3-12, U.S. Depant.
inent of Labor, Buriau of Labor Statstics Also see, “Recent Trends an Labor
Foree Partiupation Rates. A Chartbook,” Report 609, September 1980, U'S,
Department of Labor, Bureau of Labor Statistics.

;
16




O

ERIC

Aruitoxt provided by Eic:

Chant I-1.

The gap between the participation rates of :wvomen and men Is still consldarable, despite strong
labor force gains of women. .

Civilian labor force participation rates, by sex and age, annuz! averages, selected years, 1950-81,
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Table -2 &

Employment status of the noninstitutional population 16 years and over, by sex, 1947-81.

(Numbers.in thousands) *

[

¢ N Total labor force . Civilian labor torce

Total ) Employed Unemployed
noninsti: Percent Nonagrl- Percent
tutional of Agri- cultural . of

Year  population ~ Number population  Total Total culture industries Number labor force

Notin

labor force

Females

1947 52,450 16,682 16,664 ) 14,797
1948 53,088 17,351 17,335 15,346
1949 53,689 17,806 17,788 15,409
1950 54,293 18,412 . 18,389 . 16,181
1951 54,933 19,054 19,016 16,988
1952 55,575 19,314 19,269 17,458
1953* 56,353 19,429 19,382 17,743
1954 56,965 19,718 . 19,678 17.486
1955 57,610 20;584 . 20,548 18,366
1956 58,264 21,495 21,461 19,175
1957 58,983 21,765 . 21,732 19,591
1958 59,723 22,149 22,118 19,623
1959 60,569 22,516 22,483 20,131
1960' * 61,615 23,272 . 23,240 20,887
1961 62,517 23,838 23,806 21,187

- 1962' 63,355 24,047 24,014 21,651

1963 64,527 24,736 24,704 22,227
1964 65,668 25,443 . 25,412 23,000
1965 66,763 26,232 . 26,200 ', 23,934
1966 67,829 27,333 . 27,299 \25.240
1967 69,003 28,395 28,360 26,212
1968 70,217 29,242 29,204 27,147
1969 71,476 30,551 30,513 28,441
1970 72,822 31,583 31,543 29,087
1971 74,315 32,243 32,202 : 29,377
1972* 76,333 33,622 33,479 30,622
1973' 77,855 34,855 34,804 32,093
1974 79,379 36,278 . 36,211 - 33,173
1975 80,949 37,565 37,475 33,404
1976 82,496 39,089 38,983 35,027
1977 83,955 40,728 . 40,613 36,677
1978' 85,459 42,755 42,631 38,900
1979 86,983 44,375 R 44,235 ° 40,556
1980 88,507 45,646 45,487 41,461

. 1981 89,796 46,873 46,696 42,333

Males

1947 50,968 44,258 42,686 " 34,352
1948 51,439 44,729 . 43,286 35,367
1949 51,922 45,097 . 43,498 34,583
1950 52,352 45,446 . 43,819 35,576
1951 52,788 46,063 . 43,001 36,246
1952 53,248 46,416 42,869 36,293
1953’ 54,248 47,131 R 43,633 37,177
1954 54,706 47,275 . 43,965 36,418
1955 55,122 47,488 . 44,475 37,356
1056 55,547 47,914 . 45,001 38,339
1957 56,082 47,964 . 45,197 38,032
1958 56,640 48,126 . 45,521 37,827
1959 57,312 48,405 45,888 38,934

35.767
35,737
35,883
35,881
35,879
36,261
36,924
37,247
37,026
36,769
37,218
37,574
38,053
38,343
38,679
39,308
39,791
40,225
40,531
40,49
40,608
40,976
40,924
41,239
42,072
42,811
43,000
43,101
43,386
43,406
43,227
42,703
42,608
42,861
42,922

6.710
6,710
6,825
6,906
6,725
6,832

“
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7.431
7,634
7,633
8,118
8,514
8,907




Table 1-2—Continued

fc;tlrlabor force

Civilianlabor force

Total Employed Unemployed

noninsii. Percent Nonagii: ., Percent

tutional of Agrl- cultural of Notin
Year population Number popuiation  Total Total culture industries Number labor force labor force
1960’ 58,144 48,870 84.0 46,388 43,904 4,472 39,431 2,486 5.4 9,274
1961 58,826 49,193 83.6 46,653 43,656 4,298 39,359 2,997 6.4 9,633
1962 59,626 49,395 82.8 46,600 44,177 4,069 40,108 2,423 5.2 10,231
1963 60,627 49,835 82.2 47,129 44,657 3,809 40,849 2,472 52 ° 10,792
1964 61,556 50,387 81.9 47,679 45,474 3,691 41,782 2,205 4.6 11,169
1965 62,473 50,946 81.5 48,255 46,340 3,547 42,792 1,914 4.0 11,527
1966 63,351 51,560 81.4 48,471 46,919 3,243 43,675 1,551 3.2 11,792
1967 64,316 52,398 81.5 48987 47,479 3,164 44,315 1508 3.4 11,919
1968 65,345 *53,030 812 49,533 48,114 3,157 44,957 1,419 29 12,315
1969 66,365 53,688 80.9 50,221 48,818 2,963 45,855 1,403 2.8 1\2,677
1970 67,452 54,376 80.6 51,228 48,990 2,862 46,128 2,238 4.4 13,076
1971 68.718 54,956 80.0 52,180 49,390 2,795 46,595 2,789 5.3 13,762
1972’ 70.241 55,961 79.7 53,555 50,896 2,849 48,047 2,659 5.0 14,280
1973 71,567 56,900 79.5 54,624 52,349 2,847 49,502 2,275 4,2 14,667
1974 . 72971 57,902 79.3 55,739 53,024 2,919 50,105 2,714 4.9 15,069
1975 74,383 58,390 78.5 56,299 51,857 2,824 49,032 4,442 7.9 15,993
1976 75,798 59,212 78.1 57,174 53,138 2,744 50,394 4,036 7.1 16,585
1977 77,211 60,414 78.2 58,396 54,728 2,671 52,057 3,667 6.3 16,797
1978' 78,569 61,613 78.4 59,620 56,479 22,718 53,761 3,142 5.3 16,956
1979 79,968 62,676 78.4 60,726 57,607 2,686 54,921 3,120 5.1 17,293
1980 81,341 - 63,396 779 61,453 57,186 2,709 54,477 4,267 6.9 17,945
1981 82.476 63,939 775 61,974 57,397 2700 54,697 4,577 7.4 18,537

B oy cotTidt U e Al Jakd bor PLOE yedts Fol aa 2apiatatiun 5ee Histuhe LoMpatabinty  undel Househuid Data 52cuun of Expranatuty Nutes in ¢ mproyment and

Farrimgs + 5

Souren US Department of Lapot Bureau of Labor Statistics

industries where women had traditionally found
cmployment—education, medical care, and other per-
sonal services.

Over the past decade-and a-half, women under age 45,
particularly thosé 20 to 34 years, have had the highest
rates of labor foree participation (sec table 1-4). Cur-
rently, two-thirds of the women between 20 and 45 years
old are 1n the labor foree (sce table 1-5). In 1981, nearly
70 percent of all women 20 to 24 years of age, closely
fullowed by 68 percent of those 25 to 29 and 66 percent of
thuse 30 to 34 years, were working or looking for work..
About 59 percent Of the mothers in this age group had to
juggle the responsibilities of home and child care with
thuse of a job. Furthermore, changes in fertility rates
and <hild spacing patterns during the 1960’s are associ-
ated with the increased likelihood that women in their
twenties would work.

Changes ubserved in labor foree participation, along
wuth population growth, are reflectad in marked changes
in the median age or the point at which half of all female
wouthers are abuve and half are below the median age. In
1900, when the labor foree participation of women was
vo1y low, generally only young women worked, and the
median age among working women was 26 years. Subse-
yuently, older wumcen began to enter and reenter the
labur foree, espedially after the prime childbearing ages

{25-34 years), and the median age increased toa high of a
little over 40 years in the 1960's.

By the late 1960’s and carly 1970’s, the median was on
its way down, as young women, by this time wives in
their prime childbearing years, entered the labor force.
The median age then dropped from nearly 38 yeais in
1970 to 34 years by the end of the decade (sec table I-5).
Table 1-5 also shows the increasing proportion of the
labor force attributable to young women 20-34 years
through the decade of the 1970's and the present as well
as the accompanying reduction in the median age of
working women.

Marital Status.—Married persons continue to domi-
nate the work force in numbers, but their share of the
labor force has been declining steadily. From March
1970 to March 1981, the proportion of the labor force
composed of married persons living with their spouses
fell from 69 to 60 percent, while the labor force share of
never-married and divorced persons rose fromn 24 to 33
percent (sce table [-6). -

The gradual transformation of the marital composi
tion of the labor force reflects major demographic and
sodial Jhanges that have occurred during the 1970’s,
particularly the surge of young women into the labor
force. Young women and men (25 to 34 years) accounted
for half of the total expansion of the labor force between

Q
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Table!-3

Labor force participation rates of women and men,
annual averages, 1950-81

Table }-4

Labor force participation rates of women by age, :
annual averages, seiected years, 1950-81

Participation rate * _
(Percent of population in labor force)

Year Women Men
1950 33.9 86.4
1951 34.6 86.5
1952 34.7 86.3
1953 34.4 ' 860
1954 34.6 85.5
1955 35.7 85.3
1956 36.9 85.5
1957 . 36.9 84.8
1958 - i 371 84.2
1959 371 83.7
1960 377 83.3
1961 38.1 829
1962 379 82.0
1963 38.3 81.4
1964 38.7 81.0
1965 . 393 80.7
1966 40.3 80.4
1967 41.1 80.4
1968 41.6 80.1
1969 427 79.8
1970 433 79.7
1971 434 79.1
1972 43.9 78.9
1973 44.7 78.8
1974 45,7 78.7
1975 46.3 77.9
1976 & 47.3 77.5
1977 48.4 77.7
1978 50.0 77.9
1979 50.9 77.8
1980 515 77.4
1981 52.1 77.0

*At the same time, the sharp upward trend in labor force

So;uce U S Department of Labor Bureau of Labor Statistics

1970 and 1981. Young women were in the forefront of
the age group, accounting for 55 percent of the labor
force gain {see table I1-7). Many of these young workers,
born during the post-World War 11 “baby boom,” either
postponed marriage or did not marry. Those who did
marry were more than twice as likely to become divorced
as were workers of a similaragein 1970. The resultis that
only 64 percent of workers 25-34 years old were married
and living with their spouses in 1981, down from 79
percent a decade earlier.*

Nonetheless, husband-wife married couples remain
the single largest labor force group classified by marital

* “Marutal and Family Characteristics of Workers, March 1980, News Re
fease, USDL 80-767, and 1981 marital and family tabulations, U.S. Department
of Labor, Bureau of Labor Staustics.

I3

Participation rate
(Percent of population in laber force)

Age . 1950 1960 1970 1980 1981
Total, 16yearsandover 339 37.7 4373 515 521

16 and 17 30.1 29,1 34y 43.6 425
18 and 19 513 509 535 619 609
20t0 24 46.0 46.1 57.7 68.9 69.6
2510 34 34.0 36.0 45.0 655 66.7
35%0 44 39.1 43.4 51.1 65.5 66.8
4510 54 ‘ 379 49.8 54.4 59.9 61.1

55 to 64 270 37.2 430 413 414
65 and over 90 108 9.7 81 80
Source: U S, Degartment of Labor, 8 of Labor Stauist

status. Married women living with their husbands posted
unprecedented labor force gains that were matched only
by the labor force expansion of never-married males (see
table I-6). Nonetheless, the labor force participation rate
of married women is the lowest of any marital status
group, except widowed, while the rates for divorced and
never-married women are considerably higher than mar- -
ried women.

The fact that married women continue to have the
lowest participation rate in the work force may be ex-
plained in part by the presence of young children and the -
specialization of labor within a great many married
households. While the pattern is undergoing considera-
ble change, it is still such that society accords husbands a
greater amount of responsibility in providing income,
although the wife may be a full-time or part-time worker.

activity among married women bodes some changes in
the management of children and home responsibilitiesin ~
the future. .

The number of married women (living with their hus-
bands) in the labor force has more than tripled over the
last few decades, from nearly 8 million in 1950 to more
than 25 million in March 1981 (see table 1-8). Between
1970 and 1981, the number of wives working or looking
for work increased by 39 percent or 7 million. Wives in
the 25-to-34-year-old age group accousnted for more
than half of the labor force gain among women, The
rate of labor force participation for all married women
jumped 10 percentage points over the decade—from 41
percent in March 1970 to 51 percent in March 1981. The
rate was only 22 percent in 1950,

In contrast, the participation rate of husbands (wife
present) has been in a long-time decline. At about 81
percent in March 1981, the rate for husbands had
dropped by 6 percentage points since 1970—a reductipn

' 20



Table I-5

Women in the labor force, by age, annual averages, selected years, 1950-81

Age 1950 1955 1960 . 1965 1970 1975 1980 1981
Total: Number (in thousands) 18,389 20,545 23,240 26,200 31,543 37,475 45,487 46,696
Percent 100.0 { 1000 100.0 100.0 100.0 100.0 100.0 100.0
16and 17 .33 3.1 35 36 4.2 45 39 36
18and 19 6.0 5.3 5.4 6.0 6.1 6.5 5.9 5.4
20to 24 145 19 1.1 12.8 15.5 16.4 15.9 16.0
25t0 34 223 20.7 17.8 16.5 18.1 22.9 26.6 27.7
35t0 44 226 23.4 228 21.8 18.9 17.5 19.3 19.4
451054 18.1 20.2 227 218 20.7 18.0 15.6 15.2
5510 64 10.0 116 12.8 13.7 13.2 1.5 10.3 10.3
65 and over ‘ 3.2 38 39 3.7 3.4 28 26 2.5

36.7 389 40.1 37.8 34.9 34.1 34.2

Median age (years)

Source U'S Department of Labor. Bureau ot Labor Stalist'cs

Talle i-6

404

Changes in civilian labor force, by sex and marital status, March 1970, 1980, and 1981

~

March Ma: ‘ch March Change from March 1970 to 1981
Sex and marital status 1970 1980 1981 Number Percent
Both seves, total (number in thousands) 82,058 105,449 107,721 24,866 100.0
Percent 100.0 100.0 100.0 - -
Woinen, total 38.3 426 431 15,181 61.1
Never married 8.5 10.7 10.8 4,663 18.8
Married, husband present 22.6 236 23.6 7,083 285
Married, husband absent 1.8 1.8 1.9 843 3.4
‘Widowed 3.1 23 2.3 - 126 -0.5
Divorced 23 4.2 45 2,908 1.7
Men, total 61.7 57.4 56.9 9,685 < 389
Mever married 14 14.8 14.7 6,254 25.2
Married, wife present 46.8 376 36.8 536 2.2
Married, wife absent 1.3 15 16 712 29
Widowed 0.8 0.5 05 -129 -05
Divorced 1.4 29 33 2,332 9.4

Source US Depariment of Labor, Bureay ol Labor Statistics

greater than that recorded during the preceding two
decades—and continued to decline in 1980.” Although
outnumbering marricd women at 40 million, married
men posted a smaller tabor force gain—1.5 million since
1970, when their labor force participation rate was
nearly 87 percent,

In recent years, more and more women have been
postponing marriage, and marital breakups have be-

come more widespread. Consequently, the-number of  the proportion.of young.adults.who_either delay mar- __

* Marital and Family Characteristics of the Labor Force, March 1979, Bev-
erly L. Johnson, Specisl Labor Force Report 237, p. 48, January 1981, and
Monthiy Labor Review, April 1980, and March 1981 mantal and family tabula
tions, U.S. Department of Labor, Bureau of Labor Statistics. Also see, “Marital
and Family Patterns of Workers: An Update.” Monthly Labor Review, May
1982, pp. 53-56, U.S. Department of Labor, Bureau of Labor Statistics.
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never-married and divorced women in the labor force
has risen rapidly. The number of never-married wemen
increased from close to 7 niillion in 1970 to nearly 12
million in March 1981, up by about 67 percent over the
period. The number of divorced women working or
looking for, work more.than doubled, from nearly 2
million to 6 million.

Major demographic shifts, particularly the increase in

riage or remain single, have been responsible for much of
the striking upward trend in labor force participation
among single women. Single, never-married women,
many of whom are still in school, have a rate of partici-
pation about midway between that of divorced (75 per-
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Table -7

Labor force participation of women and men 25-34 years old, by maritai status, March 1970 and March 1981

L.

1970 1981
Labor force Labor force Labor force Laborforce
Number Percent participation Number Percent participation
Sex and marital status rate rate

Both sexes, total 25-34 17,394 100.0 70.0 30,257 100.0 80.7
(number in thousands)

Women, total 5,789 33.3 45,7 12,940 42.8 67.4
Never married 877 5.0 ..80.8 2,593 8.6 82.6
Married, husband present 4,104 "23.6 39.7 7,955 26.3 61.6
Married, husband absent 327 1.9 53.6 713 24 66.9
Widowed 28 0.2 ® N 85 0.3 64.6
Divorced 458 26 79.7 1,600 5.3 82.1

Men, total 11,605 66.7 95.2 17,312 57.2 94.7
Never married 1,546 8.9 86.4 4,155 13.7 88.3
Married, wife present 9,565 55.0 98.3 11,342 37.5 97.5
Married, wife absent 226 1.3 66.9 578 1.9 92.5
Widowed 11 U] Y] 14 " (o]
Divorced 257 1.5 82.1 1,223 4.0 94.2

'Less than 005 percent
’Rate nOt shown where base 13 fess than 75,000

Soutce US Department of Labor, Bureau of Labor Statistics

-

cent) and married (husband present, 51 percent) women.

Like married women, never-married women posted a

Q
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substantial increase in labor force activity over the de-
cade, unlike the more stable rates for divorced and wid-
owed women.

The labor force participation rate of never-married
women was 62 percent in 1981, up from 53 percent in
1970. Slightly below the rate for never-married women is
the 61 percent labor force rate for the relatively small
number (population 3 million) of women who are sepa-
rated or whose husbands are absent in the Armed Forces.
This rate was up substantially from 52 percent in March
1970. The labor force participation of widowed women
was not too different between 1981 and 1970—22 and 26
percent, respectively. Among widowed, divorced, and
separated women, as among never-married women, the
absence of a husband tends to lower women’s income
and makework for pay a necessity. Among the widowed,
however, the fact that many are in the retirement age
bracket tends to lower their labor force participation
rate.

The financial need in the absence of a husband can be
inferred from the high degree of labor force activity
among divorced women, who, by far, have the highest
participation rate of any group of women classified by
marital status. Their participation rate rose only moder-
ately from 72 percent in 1960 and 1970 te 75 percent in

1981, reflecting the fact that, if divorced, women may -

have little option about working or not working. An-
other factor in the high participation rate of divorced

X

13

women may be that they are less likely to have young
children with them at hoine than are married women.
More than half of all divorced women had no children
under 18 years of age, and less than 5 percent had very
young children—under 3 years of age-—in March 1981
(see table 1-9).

The rates of labor force participation for each marital
status group did not reveal the age variations that exist
within each group (see table I-10). Among never-
married women, the rate rises with increasing age to a
peak of 83 percent for those 25 to 34 years, while the
sharp dropoff begins for those 55 years and over. For
married women, the rate was essentially about 62 percent
for each of the age groups between 20 and 44 years of
age; while the sharp decline is similar to that of single
women. ) '

Generally, divorced women have higher labor force
participation rates than women in other marital groups,
except for never-married vvomen of ages 25 to 34, who
posted 83 percent—essentially the same as that of di-
vorced women (82 percent). For teenagers 16 to 19 years
old, *he rate was 46 percent, compared with 49 percent
for never-married women. In March 1981 the rates of
divorged women ranged between a high of 84 percent for
workers 30 to 44 years and a low of about 64 percent for
those of ages 55 to 64. Even divorced women 65 and over
had the h%icst rate (21 percent) for that age group.

There is a particularly large difference in labor force
participation rates of never-married and married women
(husband preseat) in the 25~to-34-year-old age group,

s 1
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Table 1-8

Labor fqrce and marital status of women, selected years, 1950-81

Aprit March March March March
Item - 1950 1960 1970 1980 1981
LY
Population . ) :
Number (i thousands)
Total, 16 years and over 54,988 61,911 73,261 87,939 89,259
Never married 9,305 9,603 13,141 18,273 18,674
Married, husband present . 35,574 40,176 45,055 49,699 49,883
Married, husband absent 2,001 2,362 2,730 3,243 3,412
Divorced . ~ 1373 1,707 2,695 5,966 6,445
Widowed T 6,735 8,063 9,640 10,758 10,845
Percent distribution - .
Total . . 100.0 100.0 100.0 - 100.0 100.0
Never married "\ 169 15.5 179 208 209
Married, husband present ' 647 64.9 61.5 56.5 55.9
Matried, hiisband absent \ . 36 3.8 3.7 37 3.8
Divorced 2.5 2.8 a7 6.8 7.2
Widowed 12.2 ~ 7 13.0 13.2 12.2 12.2
Labor Force
Number (in thousands)
Total 15560 -, 21,329 31,233 44,934 46,414
Never married 4,304 4,233 6,965 11,242 11,628
Married, husband present 7,682 12,244 18,377 24,900 25,460
‘Married, husband ubsent 933 1,224 1,422 1,928 2,076
Divorced *2641 1,222 1,927 . 4,443 4,835
Widowed ’ 2,406 . 2,542 To2,421 2,416
Perceni distribution
Total ’ 100.0 . 100.0 100.0 100.0 100.0
Never married 21.7 19.8 22.3 25.0 25.1
Married, husband present 49.4 57.4 58.8 55.4 54.9
Married, husband absent 6.0 5.7 46 4.3 4.5
Divorced *17.0 5.7 6.2 9.9 10.4
Widowed 11.3 8.1 54 5.2
Labor Force Participation Rate .
Total 28.3 34.5 426 51.1 52.0
Never married 46.3 44.1 53.0 61.5 62.3
Married, husband present 21.6 30.5 40.8 50.1 51.0
Married, husband absent 46.6 51.8 521 59.4 60.8
Divorcer: *32.6 7.6 7.5 74.5 75.0
Widowed 29.8 26.4 22.5 22.3

e

*Cuta tordivorced and widowed not avalable separately

.

.Lourc@ Perspecnves on Working Women A Datebook Buiiatin 2080. 1980. data tor March 1980 and 1981, U'S Department of Labor, Bureau of Labor Stalistics,

-

when women are most likely to have children. This gap is

narrowing as young married women with children enter

the labor force. During the '1970’s, the rate for single

women 25 to 34 years remained in the 81-82 percent

range, posting 83 percent inMarch 1981. The labor force

participation rate of married women in that age group,

however, jumped from 39 to.62 percent over the same
period.

MC | PR 14
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<amily Status of Women Workers

The labor force status of womnien varies considerably
by their family status; for example, wives continually
have partjcipated in the work force at a lower rate than
women who maintain familigs on their own. In recent
years, however, both groups have gained public atten-
tion for different reasons. On the one hand, the increas-

23
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Table -9

Labor force status of women 16 years and over, by marital status and presence and age of youngest child,

March 1981

(Numbers in thousands)

4

With gljildren under 18 yearsw

__ 81017 yaars only

Undor 6 years

-

No . . -
v children 141017 3to5
under 18 Years,none 61013 years, none Under3
Marital and labor force status ___ Total  years Total  Total  younger years  Tolal = younger  years
Women, 16 years and over, total 89,259 57,531 31,728 17,548 5,584 11,964 14,181 5,535 8,646
In labor force 46,414 27,992 18,422 11,490 3,672 7,817 6,933 | 3,107 3,826
Labor force participation rate 52.0 48.7 58.1 65.5 65.8 65.3 48.9 56.1 44.3
Unemployment rate 7.6 74 8.0 6.7 51 7.4 10.2 84 1.7
Never married 18,674 17,567 1,107 389 75 315 717 245 472
inlabor force 11,628 11.048 579 252 47 204 328 134 193
Labor {orce participation rate 62.3 62.9 52.3 64.6 Y] 64.9 45.7 54.7 41.0
Unemployment rate 11.5 10.7 26.8 21.8 " 22,2 30.7 26.3 33.8
Married, husband present 49,883 24,666 25,217 13,492 4,274 9,217 11,725 4,351 7,374
Inlabor force 25,460 11,426 14,035 8,432 2,704 5,728 5,603 2,383 3,219
Labor force participation rate 51.0 46.3 55.7 62.5 63.3 62.1 47.8 54.8 43.7
Unemployment rate 5.8 4.9 6.5 5.3 4.2 5.9 8.2 6.7 9.4
Married, husband absent 3,412 1,601 1,811 1,016 313 702 795 355 440
Inlabor {orce 2,076 959 1,116 711 220 491 406 19t 214
Labor force participation rate 60.8 59.9 61.7 70.0 70.1 69.9 51.0 53.9 48.7
Unemployment rate 12,5 8.0 16.4 14.2 8.6 16.7 20.2 175 22,6
Widowed 10,845 10,196 649 565 287 278 85 56 28
In labor force 2,416 2,024 392 356 185 170 36 30 6
Labor force participationrate 22,3 19.9 60.3 63.0 64.7 61.3 42.2 " ()
"~ Unemployment rate 5.8 49 10.2 10.2 9.8 10.5 " (" "
Divorced g . 6,445 3,500 2,945 2,086 635 1,451 858 527 331
In labor force .4,835 2,535 2,300 . 1,740 516 1,223 561 368 192
Labor force participation rate 75.0 724 78.1 83.4 81.2 84.3 65.4 69.9 58.1
Unemployment rate 6.8 5.8 7.9 * 74 55 7.8 8.0 14.7

10,3

 Rate not shown whete base s tess than 75 000
Note Due o tounding, sums of individual ilems may not equal totals
Source US Nepartment o Labos. B ot Labor Stat

»

g labor force participation of wives has made the mul-

ticarner family a more common phenomenon and has .

increased awareness of the contribution of wives’ earn-
ngs toward improved economic status of the family. On
the other hand, marital disruption has seen the number
of women who maintain families grow steadily, thus
placing more single-earner, female family heads at an
even greater economic disadvantage than in the past,

In 1981 there were 60.7 million familics in the United
States, up from 51.2 million in 1970. Of the total, 49.3
million were familics in which husband and wife were
present. Since 1970, married-couple families increased at
a much slower pace (11 percent) than families main-
tained by cithera woman alone (69 percent) or by a man

alone (59 percent). Families maintained by women ac-
counted for 9.4 million or nearly 16 percent of all
tamilies—more than § times the nearly 2 million families  *
maintained by men Without a wife present (sec table
I-11). The growth among women who mairtain families

is due mainly to the rise indivorce."

Between 1970 and"f980, the ratio of the number of
currently divorced persons, per 1,000 persons who were
married and living with their spouse, rose by 113 percent.
The ratio rose from 47 divorced persons per 1,000 hus-
bands and wives in intact marriages in 1970 to 100 per

' Maritaland Family Characteristics of the Labor Force, March 1979, op. cit.,
p. 51; and unpublished 1981 maritaland family tabulations, U.S. Department of
Labor, Bureau of Labor Statistics.

-
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Table 1-10 *

E

Labor force participation rates of women, by age and marital status, March 1981

Participation rate

(Percent of population In labor force)

Married, Married,
n ‘ All Naver husband husband
Age women married present absent Divorced Widowed
Total, 16 years and over 50.2 62.3 51.0 7 60.8 75.0 223
. L]
161019 . 48.6 , 488 459 T 520 " )
20t0 24 ' 68.2 731 61.6 61.3 78.1 "
251034 67.4 82.6 61.6 66.9 . 8241 64.6
3510 44 665 79. 62.5 709 T 845 65.6
451054 “61.7 . 743 58.0 65.4 779 67.6
55064 . 421" 56.5 36.5° 48.9 709 468 .,
. 65 and over 8.5 13.6 7.3 123 205 7.9
' Rate not Shown where base is (833 than 75.000 -
Source U S Departmont of Labor, Bureau ol Labor Statistics v
Table1-11 i
*
Families, by type, selected years, 1940-81
{Numbersin thousands) . _
= L Other families?
Married-. -Maintained by women
All } couple Maintained As percent
Year' families ___familles’ ~_ bymen? \ Total of all families
1940 32.166 y 26971 1,579 3,616 1.2
1947 35,794 31,211 1,186 3,397 9.5
1950 39,303 34,440 1,184 3,679 9.4
1955 41,951 36,378 1339 - 4,234 10.1
1960 45,062 39,293 1,275 4,494 10.0
1965 47,836 41,649 1,181 5,006 10.5
1970 51,227 44,415 1,239 5,573 10.9
1971 51,947 44,735 1,262 5,950 1.5
1972 53,280 45,743 1,353 6,184 ) 11.6
1973 54,361 46,308 1,453 6,600 12.1
1974 55,041 46,810 1,433 6,798 12.4
1975 56,699 47,069 1,400 7,230 13.0
1976 56,244 47,318 1,444 7,482 \ 13.3
1977 56,709 47,497 1,499 .13 Q \ 13.6
1978 57,215 47,692 1,594 8,236 = 14.4
1979 57.804 47,385 1,654 8,458 14.6
1980 59,910 49,132 1,769 9,009 15.0°
1981 h 60,702 49,316 1,969 15.5

9.416

,
* Datawerd canactadin Apti ol 1940 1947 and 1955 and March of ail otneryears
M aeludos menn Ammad Forces iving ol post of with thait lamities on post
' Nevat matnndg widowed dworced of separated gersons .
A

ource 14 S Dopadment of Labor Bursau of Labor Statistics

1,000, 1n 1980. Women had higher ratios (120) than men
(79), blacks had higlier ratios (203) than whites (92), and
persons aged 30 to 44 years old had higher ratios than
other age groups, in 1980. The highest ratio overall with
regard to r§ce, sex, or age, was for black women: 257

O
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divorced per 1,000 married and living with their hus-
bands."

" population Profile of the United States: 1980, p. 14, Curtent Population
Reports, Senes P-20, No. 363, U.S. Department of Commerse, Bureau of the
Ceneus,
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Rise in Multiearner Familivs

The-rising number of multicarner familics has been
one of the most important sociocconomic developments
of the 1970’s. In March 1981, a record 3 out of every 5
married-couple famlies reported having had at least two
members who were earners during the previous year (sce
table 1-12). Since 1970 the number of such families has
increased by more than 4 million, reaching 29.5 million
in 1981. Almost exclusively responsible for the rising
number of multicarner families has been the sharp in-
crease in the number and proportion of working wives.

The impact of wives’ earnings on family income is
clearly shown by the income differential between one-
carner and multicarner families. In 1980 the average
arnual income in multiearner married-couple families
~as $28,025, compared with $19,368 in similar single-
sarner families. Married-couple families with children
under 18 were far more likely to have two or more
carners than were married-couple families with, no
<hildren—68 percent compared with 51 percent in March
1978."2 This reflects the greater economic pressure on
young families with children (who are also gencrelly
younger and have not"reached carning peaks) and the
«omparatively high'concentration of older, often retired,
husbands and wives ambng families with no children.

Tabjg 1-12 shows the relative economic advantage of
married couples and men who maintain families, cum-
pared with women who maintain families. Average (me-
dian) annual income of marrigd-couple families in 1980

(323,263) surpassed that of families maintained by maie |

householders ($17;743), and was more than twice as high

N . oY . . *
as annual income of famifics inaintained by female

houscholders ($10,233). The higher median income of
married-couple families is due, in large part, to the pres-
ence of more than one carner, More than 60 percent of
the married couples had two or more carners—usually
«he husband and wife. Only about 28 percent of families
maintained by womea, compared with 42 percent of
thuse maintained by men, were multiearner families.
See chapter 111 for details on.the income and earnings

“of women workers, .o

Contribution of Wives

Working wives continue td make substantial contribu-
tions to their families’ economic welfare. In 1980 they
contributed about 27 percemt to family income, a pre-
portion that varied considerably by the extent of their
work experience (table 1-13). The overall proportion of
earmings that wives contnbuted to family earnings was 38
pereent w hen wives worked full time year round(50to 52

‘*-Marial and Family Characteristics of the Labor Force, March 1979, op. cit.,
pp. 48-49, 1981 mantal and family tabulations, ibid,, and “Marutel und Farmly
Patterns of Workers: An Update,” op, cil.

weeks). The, contribution was much smaller—12
percent—if wives worked full time part of the year or
part time. , oo

Among wives who wofhed 50 td 52 weeks a year, their
antribution was even greater as family income de
creased. Among marricd couples whose annual income
was less-than $10,000 in 1980, wives contsibuted 69 per
cent of that income; where the annual income was
$25,000 or more, their contribution dropped to about 35
percent. In additior, wives’ éarnings accounted for a
somewhat larger proportion of family income where
husbands were under 25 (31 percent) and decreased with
the increasing age of husbands. Table 1-14 contains data
on the income contribution by women who maintain
their own familieS. Although many of the work experi-
ence relationships discussed above concerning married
couples hold true for sole female householders, earnings
and income averages at every level are much less for
families maintained by women. These women’s carn-
‘ings, however, represent a larger proportion of total
family income than the carnings of wives, reflecting the
lack of second-carners.

These patterns of family income contributed by
women have remained relatively unchanged throughout
the 1970°s. One factor accounting for this is that there

?\as been very little change in the occupational distribu-
tion of wives. Many women and wives are not employed
in the high skill, high paying jobs. Itis largely because of
this that the basic ratio of women's to men'searnings has
not changed much for decades. (Sce chapter 111 for more
detail on the income and carnings of women workers.)

Working Mothers *

Between 1950 and 1981 the labor force participation
rate of mg\lhcrs in the United States more than tripled,
probably reflecting the most significant labor force de-
velopment the country experienced during that period
(see table 1-15). The sharpest ircrease during the forties
and fifties was among mothers of school-age children.
However, this pattern has reversed itself since the carly
1960’s, with the sharpest increase ogccurring among
young mothers of preschool-age children (see chart 1-2).

In March~1§70 thé labor force participation rate of
mothers (marricd with husbands present) was oply a litgle
lower than that for all women—40 percent and 41 per-
cent, respectively. In 1981, the rate for these mothers was
56 percent—ahead of the 52 percent rate for all women
and not too different from that of all mothers (58 per-
cent). Even more striking was the increase in the iabor
force activity of married mothers with children under 6
years of age (preschool). The participation rate of these
mothers increased from 30 percent in 1970 to 48 percent
in 1981—a greater rate of labor force increase than
mothers with school-age children, whose participation
rose from 49 to 63 percent. Of course, the number of
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Table 1-12

1981 °

Number of earners in families, relationship, and median family income in 1980, by type of family, March

Median family

.. Number of earners, relations:hlp, Ntmber Percent income in
and l_yge_o_f family o (in thousands) distribution 1980
Total 60,702 100.0 $21,003

No earners 8,363 13.8 8,434

1 earner 19,403 32.0 16,603

2 or more earners - 32,937 54.3 27,115

Husband-wife families, total & 49,316 100.0 23,263

No earners Tow 5,903 12.0 10,187

1 earner 13,900 28.2 19,368

Husband only 11,621 23.6 20,472

Wife only . 1,707 3.5 13,612

* Other relative only 573 1.2 16,148

2 or more earners 29,513 59.8 28,025

Husband and wife 25,557 51.8 27,745

Husband and other, not wife 3,380 6.9 31,031

Husband nonearner 576 - . 1.2 22,684
Other families, total 11,385 100.0 NIA L

Maintalned by women; total e 9,416 100.0 10,233

$ No earners - 2,216 23.54 4,494

1 earner 4,612,/ . 49,0 10,350

3! 2 or mdre earners . ’ e ., 2589 27.5 € 18,673

. . ! . s

Maintained by men,’ total . 1389 100.0 . 17,743

No earners 244 ‘ < 124 . . 7,790

1 earner 891 45.3 .-+ . 15577

2 or more earners 835 . 42.4 - 23,785

'Divorced. separated. widowed of never-maraied persons.
Note Dua to counding, sums of individual iItems may ot equal totals .
Source US Department 01 Labor, Bureau of Labor Statistics

v

smaller (5.5 million) than those with school-age children
(11.4 million). However, the numbers are up substan-
nally from 1970—3.9 and 5.3 million, respectively. The
growing labor force activity of married mothers (who
live with their husbands) speaks not orly to rising eco-
nomu needs and aspirations but also to changing family
and child care arrangements.

All women with children contributed strongly to the
tremendous surge of women into the labor force from
1970 to 1981. These mothers accounted for 40 percent, o1
6 million, of the 15 million expansion in the ferale

. segment of the labor force over the period. By March
1981, more than 18 million, or about 58 percent, of the
women with children under 18 years were working or
looking for work (see table 1-9). This compares with 12
million or 42 percent in 1970, and 8 million or 30 percent
in 1960."

" Maruatand Family C haracteristucs of the Labor Force, March 1979, up, .,
p. 49and 1981 mantal and family tadulations, ibid.
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working mothers with preschool children in 1981 was

Although most working mothers were married (14
million) and living with their husbands in March 1981,
more than 4 million, or 1 out of 4, was single—divorced
(2 million), separated (I million), never married
(600,000), and widowed (400,000). Except for never-
married mothers, the participation rate for single moth-
ers was higher than that for married mothers. Divorced
mothers were the most likely to be in the labor force—78
percent—while never-married mothers were the least
likely—52 percent. The low level bf labor force partici-
pation amone never-married mothers reflects the greater
presence of .ery young children. About 57 percent of
these mothers had childrenunder 6 years of age, substan-
tially greater than any other single or married group (see
table 1-9). Labor force participation is generally highest
among women with school-age children and lowest for

~women with young children under 3 years, regardless of
marital status.

Many working mothers are also the principal support
of their own families. In March 1981 more than 4 million
mothers with children under 18 years (22 percent of the

18
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Table I-13

Earnings of married women, husband present, as percent of family income in 1980, by selected char-
acteristics of married-couple families, white, black, and Hispanic origin, March 1981

Median percent Median percent
of family of family
income income

Numberof accounted for Number of ©  accounted for
wives by earnings \ wives by samings
Characteristic (in thousands) of wife Characteristic {in thousands) of wife
Total, wives with earnings 27,697 26.7 Black .
Total, wives with earnings 2,141 ¢ 34.3
Age of husband Wife worked 50 to 52 weeks ,
Under 25 years 2,050 30.6 full time 1,104 42.2
25 to 44 years 14,720 21.5 Family income:
45 years and over 10,927 25.1 Under $10,000 51 ("
 $10,000 t0 $14,999 87 52.6
Wife worked 50 to 52 weeks $15,000 to $19,999 157 46.3
full time 12,325 38.3 ..-$20,000 to $24,999 171 45.2
$25,000 and over 637 < 380
Family income: ! Median family income $27,527 -
Under $10,000 293 69.0 Wife worked 27 to 49 weeks
$10,000 to $14,999 701 56.0 full time 286 33.0
$15,000 to $19,999 1,283 46.6 Median family income $23,003 -
$20,000 to $24,999 1,807 42,6 Wife worked 1 to 26 weeks
$25,000 and over 8,241 35.0 full time or 1 to 52 weeks
Median family income $30,608 —_ part time 751 18.0
Wite worked 27 to 49 weeks Median family income $15,799 -
full time 3,494 29.9
Median family income $25,061 -
Wife worked 1 to 26 weeks Hispanic Origin
full time or 1 to 52 weeks Total, wives with earnings 1,245 29.5
part time 11,878 1.9 Wife worked 50 to 52 weeks ’
Median family income $23,102 - full time 539 39.7
2 ) Family income: .
White . Under $10,000 17 "
Total, wives with earnings 24,919 25.9 $10,000 to $14,999 48 "
Wife worked 50 to 52 weeks $15,000 to $19,999 85 423
full time 10,895 38.0 $20,000 to $24,999 117 41.4
Family income: $25,000 and over 272 35.4
Under $10,000 38 68.1
$10,000 to $14,999 L83 56.4 Median famlly income $25,145 -
$15,000 to $19,999 1,088 46.5 Wife worked 27 to 49 weeks
$20,000 to $24,999 1,594 42.4 full time 193 31.6 ,
$25,000 and over 7,391 34.8 Median family income $21,173 —
Median family income $30,914 - Wite worked 1 to 26 weeks
Wife worked 27 to 49 weeks full time or 1to 52 weeks
full time 3,104 29.5 part time 513 142 7
Median family income $25,425 - Median family income $16,588 -
Wife worked 1 to 26 weeks
full time or 1 to 52 weeks
part time . 10,920 15 * Median not Shown where base 18 less than 75.000
Median family income $23,626 ~ Sourco: U.S. Depar'ment of Labor, Bureau of Labor Statistics.
mothers in the labor force) were maintaining their own  two-parent familics (56 percent) in March 1981. Even
families, up from 1 of every 10 mothers, or nearly 2 when children under 6 were present, 54 percent of the

million, 10 years carlier (sce table I-16). These mothers ~ mothers maintaining their own families were in the labor
represented 70 percent of the women who maintain fami- force, compared with 48 percent of wives with children
lies in thé labor force and more than 43 percent of all  the same ages.

women (with and without children) maintaining fami- The strength of the labor force commitment of women
lics. Mothers in one-parent families had a much higher  and mothers in the 1970's reflects the sharp decline in
labor force participation rate (68 percent) than those in  birth rates. Women typically gave birth to one or two

19
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Tablei-14

Earnings of women maintaining families as
percent of family income in 1380, by selected
characteristics, March 1981

Table I-15

Labor force participation rates of married women,
husband present, by presence and age of own chil-
dren, 1950-81

Median percent

of family
income
Number of accounted for
women by earnings of
Characteristic {in thousands) women
Total, women with earnings
maintaining families 5,886 <703
Age of householder’
Under 25 years 519 70.8
2510 44 years 3,467 78.2
45 years and over 1,901 51.4
Householder' worked 50 to
52 weeks full ime 3,334 78.5
Family income;
Under $5,000 49 78.3
$5,000 to $3,999 561 84.5
$10,000 t0 $14,999 921 83.3
$15,000 and over 1,804 69.0
Median family income $15,940 -
Householder' worked 27 to
49 weeks full time 794 75.0
Median family income $10,379 —_
Householder' worked 1 to
_26 weeks fulltimeor 1 to
52 weeks part time 1,758 368 e
Median family income $ 6,795 -

* Householder celers 1o the woman maintaining the family
*Source. U S. Department of Labor, Bureau of Labor Stalistics.

children on the average, rather than two or three, the
norm during the 1960’s. The estimated total fertility rate
in 1980 was 1,875 children per 1,000 women, reflecting
an average of 1.9 children. The annual total fertility rate
declined steadily after the height of the postwar baby
boom and reached an historical low point in 1976. Since

“a

then, the rate has fluctuated from year to year, with the |

recent trend being slightly upward. The increases in the
annual number of births that have occurred in the past
few years are principally the result of large increases in
the female population of reproduction age (15 to 44
years) and very small increases in the rate of child bear-
ing." >
Thus, while the total number of chiidren in families
dropped from 65.8 million to 59.1 million over the
1970-81 period, the number of children whose mother
worked or looked for work rose considerably (see tables

Y Population Profile of the United States; 1980, op. cit., p. 13.

Q
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Participation rate
(percent of population in labor force)

Withchlldren under 18 years

With no 6to 17

children years,

under 18 none Under
Year’ Total years Total younger 6 years
1950 238 30.3 18.4 28.3 11.9
1951 25.2 31.0 20.5 30.3 14.0
1952 25.3 30.9 20.7 311 13.9
1983 26.3 31.2 22.4 32.2 15.5
1954 26.6 31.6 22.7 33.2 14.9
1955 ° 2.7 32.7 24.0 347 16.2
1956 29.0 35.3 24,5 36.4 15.9
1957 29.6 35.6 253 36.6 17.0
1958 30.2 35.4 26.5 37.6 18.2
1959 309 35.2 27.9 39.8 18.7
1960 30.5 34.7 27.6 39.0 18.6
1961 32.7 37.3 29.6 M7 20.0
1962 327 36.1 30.3 418 21.3
1963 33.7 37.4 31.2 415 22,5
1964 34.4 37.8 32.0 43.0 227
1965 34.7 38.3 322 427 23.3
1966 35.4 38.4 33.2 43.7 24.2
1967 36.8 38.9 35.3 45.0 26.5
1968 38.3 40.1 36.9 46.9 27.6
1969 39.6 41.0 38.6 48.6 28.5
1970 40.8 42.2 39.7 49.2 30.3
1971 40.8 421 39.7 49.4 29.6
1972 41.5 42.7 40.5 50.2 30.1
1973 42.2 42.8 417 50.1 32.7
1974 43.0 43.0 431 51.2 34.4
1975 44.4 43.9 449 523 36.6
1976 45.0 43.8 46.1 53.7 37.4
1977 46.6 44.9 48.2 55.6 39.3
1978 47.6 44.7 50.2 §7.2 41,6
1979 49.4 46.7 51.9 59.1 43.2
1980 51.1 48.1 56.6 643 468
1981 52.0 48.7 58.1 65.5 48.9

' Data were cotiected in Apnii of 1951-55 and March of ali other years

Note Childten are defined as “own™ children of the women and include never
marsed suus and daughtess. stepchidren, and adopted chitdren Exuiudea ae other
ielated chiidren such as granduhildren. nieces. nephaws, and Lousins, and unreiated
children

Source. US Department of Labor. B of Labor Statist

[-16 and 1-17)."® The drop in the number of children
reflects a decrease in the number of children in husband-
wife families, The number of children in single-parent

"! For adetailed discussion on working mothers during the 1970, see “Work-
ing Mothers in the 1970's: A Look at the Statistics,” Elizabeth Waldman and
others, Monthly Labor Review, October 1979, pp. 39-49,
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Chart 1:2,

Mothers are more llkely to work than ever before. Mothers of school age children were the most
likely to be in the labor force in 1981.

Civilian labor force participation rates of married women, by age of children, 1850~1981,

Percent
és in the labor force

60 ~

55 /
%07 Working mothers T
45 with children 6-17 years ot age only -~

40 P

35 e
30 ..~

26 -
20
15

Working mothers
with children under 6 years of age (may also have older children)

-
5 -

0

1950 1952 1956 1960 1964 1968 1972 1976

tData cover March of aach year except for Aprll 1952,
Source: U.S. Department of Labor, Bureau of Labor Statistics.

1981

Table |-16

Labor force status of divorced, separated, widowed, or never-married women and men maintaining

families, by presence and age of own children under 18, March 1970 and March 1981

{Numbers in thousands)

March 1970 ' ‘ March 1981 :
Labor force Labor force
' Popu. Labor participation - Popu. Labor participation
Presence and age of children’ lation force rate lation ‘force rate
Women maintaining families 5,573 2,950 52.9 9,416 5,743 61.0
. With chiidren under 18 years ' 2,924 1,736 59.4 5,935 4,030 67.9
With children 6-17 years 1,813 1,215 67.0 3,823 2,888 75.5
With children under 6 years 1,111 521 46.9 2,112 | 1,143 54.1
'With no children under 18 2,649 1,214 45.8 3,482 1,713 49,2
Men? malntaining familles 1,239 893 721 1,969 1,507 76,5
Wlth children under 18 years 333 304 91.3 692 602 87.0
" With children 6-17 years 262 237 90.5 513 450 83.4
' With children under 6 years n 67 ¢ 179 152 84.9
With no children under 18 906 589 65.0 1,278 808 703
! Cm‘ldun are defined as ‘own’ chitdren of the family. included are never married sons, daughters, stepchiidren, end adopted child Excludod are other retated children such

as grandchildren, nleces, neph ins. and unrelated children.

? Incfudes a few male members of the Armed Forces living off post or with their famitias on post.
* Parcent not shown where base 13 1ess than 75,000.

Note Due to rounding. sums of individual items may not equal totats.

Soutce: US. Departmant of Labor. Buraau of Labor Statistics.
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Table I-17

Number of own children under 18 years old, by age, type of family, and labor force status of mother,

March 1970 and March 1981

(Numbers in thousands)

Total children

-

under 18 Children6 to 17 Chlldren under 6
Type of family and labor force March March March March March March
status of mother 1970 1981 1970 1981 1970 1981
Yotal children! 65,755 59,148 46,149 40,842 19,606 18,306
Motherin labor force 25,544 31,785 19,954 23,569 5,590 8,216
Mother not in labor force 39,550 26,269 25,627 16,398 13,923 9,871
Husband-wife families 58,399 47,542 40,779 32,111 17,920 15,431
Mother in labor force 21,982 25,178 17,035 18,307 4,947 6,871
Mother notin labor force 36,417 22,364 23,444 13,804 12,973 8,560
Families maintained by women? 6,695 10,513 5,102 7,857 1,593 2,656
Motherin labor force 3,562 6,607 2,919 5,262 643 -+ 1,345
Mother not in labor force 3,133 3,906 2,183 2,595 950 1,311
F_amilies maintained by men? 661 1,094 568 875 93 219

Chudrenare detined as own chitdren of the family.included are never married sons, daughters, stepchitdren, and adopted children. Exciuded are othei related chiidren Such

as grandchildren, niec es, nephews, cousins, and unrelated children.

t Includes only divorced, separated. widowed, or never-married persons
Note Due torounding, sums of individual items may not equal totais.
Source U S. Department of Labor. Bureau of Labar Stalistics.

families—maintained largely by mothers—rose over the
decade. However, the average number of children per
single female family was down from 2.26 in 1970 to 1.87
in 1980. The average number of children per family was
slightly higher for minority families.'*

Despite low birth rates, the number of children with
working mothers is at the highest level ever. In March
1981, nearly 32 million children under 18, or 54 percent
of all chuldren, had mothers in the labor force. This
compares with 25.5 million, or 39 percent, who had
working mothers 1n 1970. In addition, 45 percent of all
children below age 6 had mothers in the labor force,
compared with 29 percent at the outset of 1970. In fami-
lies maintained by women, somewhat less than 7 million
children under 18 years, or about 63 percent of all such
children, had working mothers.

Child Care

Child care services have been increasing steadily as
more and more mot hers enter the labor market. Accord-
ing to data from the Bureau of the Census in October
1980, there were 891,000 more children enrolled in nur-
sery schoolsthanin 1970—2.0 million compared with 1.1
million—an increase of more than 80 percent. This in-
crease occurred despite the fact that there was a 15 per-
cent drop in the number of eligible 3-and-4-year-olds.

" Families Maintained by Female Householders, 1970-79, Cutrent Population
Reports, Special Studies Series P-23, No. 107, October 1980, p. 21, U.S. Depart
ment of Lommerce, Burcau of the Census. Also 1981 marital and famly tabula:
nons, op. cit. .
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Over the same period, the number of kindergarten en-
rollees was substantially unchanged at 3.2 million."’
Recent studies conclude that the most important care-
takers of children under 14 years of age continue to be
nuclear families and public schools, supplemented by a
diverse array of extended family, community, and
purchase-for-care arrangements. Nonetheless, the dra-
matic rise in working mothers has caused some changes
in the management of child-care arrangements. Accord-
ing to a Bureau of the Census report, by 1977 a marked
change had occurred in child care arrangements utilized
by American women who were employed full time be-
tween 1958 and 1977 (most recent data). Only 29 percent
of these preschool-age children whose mothers worked
full time were cared for in their own home, while 47
percent were cared for in someone else’s home, but usu-
ally by a nonrelative of the child. The use of the group
day care services increased threefold to 15 percent, and
care by both mother and father fell from a combined
total of 26 percent in 1958 to 19 percent in 1977."*
Despite the risc of mothers who reported using child
care centers and related commiunity and other market-
place facilities, there is strong concern for parental and
home environment, particularly for young (preschoal)

.
h

*7 “Nursery School and Kindergarten Enroliment of Children and Labor Force
Status of Their Mothers: October 1967 to 1976.” Current Population Reports,
Series P-20, No. 318, and Advanced Report, Series P-20, No, 362; U.S. Depart-
ment of Commerce, Burcau of the Census.

' »Trends 1n Child Care Arrangements of Working Mothers.” July 1982,
Current Population Reports, Series P 23, No. 117, US Depaniment of Com-
merce, Burcau of the Census.
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children. The Working Family Project, a study of lower-
middle 1ncome dudl earner couples with preschool chil-
dren i the Boston area, found that about one-third of
the respondent families staggered working hours to
cover their family and child care needs. These parents
were reluctant to use day care centers alone to allow them
tu wourk normal or simultancous hours, cven though
their chituren would attend hild care centers outside the
home for part of the day. For short stays, these parents
viewed child care centers as part of the socialization of
children. In other instances, mothers became paid day
ware providers while their children were preschoolers in
order to remain in the home."

On the other hand, group day care or child care centers
allowed women who wanted to work, and who otherwise
would be unable, an opportunity to do so. A study of
13,000 children .. publicly subsigized day care (con-
ducted by the Massachusetts Department of Social Serv-
ices) indicated that 70 percent of the welfare families
enrolling their childrenin day care do so in order to work
ortoseck work. Thestudy found that 800 of the families
with children enrolled in subsidized day care qualified
for welfare payments but chose not to accept assistance.
The study tended to disprove the stereotype that recipi-
ents were unwilling to work and underlined the role of
subsidized day care centers in helping families to get off
welfare.2®

Historally, the Federal Government has supported
various programs .n child care. In fiscal year 1980, the
Federal Government spent $2.0 billion on child care
subsidies. Approximately onc-half of this amount was
spent through Federal tax incentives. These incentives
are available to all individual taxpayers, primarily
through the Child Care Tax Credit, whereby expenses
murred for the care of dependents may be claimed if the
expenditure enables parents to work or go to school. In
1976, taxpayers claimed dependent care credits costing
the Federal Government approximately $500 million,
mdrating a sigmficant increase in the use of this type of
subsidy by 1980.

The Economic Recovery Tax Act (ERTA) of 1981
inureases to 30 pereent the tax credit for child and depen-
dent ware expenses related to employment for taxpayers
carning $10,000 or less, beginning with income earned
after December 31, 1981. The former law allowed a
oredit of 20 pervent of such expenses incurred to enable
the taxpayer to be gainfully employed. The credit is
available to all ehigible taxpayers regardless of the gross
income of the tamily, whether or not they itemize deduc-
tions, and whichever tax form they file. The new law
provides a sliding scale allowing low-income taxpayers to
take a tax credit for a higher percentage of their depen-

* Chad-C are Atrangements ul Wurking Parents,” Mary Jo Banc and others,
Monan Labor Review, Ucober 1979, pp. $0-56, U.S, Department of Labor,
Burcau of Labor Statistics

1 = luldscare Study L hallenges Stereotype on Wellare,” The New York Times,

January 20, 1981,
Q
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dent care expenses. The new law also increases the
amount of expenses cligible for computing the credit
from $2,000 to 32,400 for one dependent and from
$4.,000 to $4,800 for two or more dependents.?’

As with the earlier law, the expenses must be for serv-
1ces 1in the employee’s home, except for out-of-home care
for a dependent under age 15. Child care payments to
relatives, including those living in the same household
still qualify for credit, provided the relative is not the
employee’s dependent or child under the ageof 19 at the
close’of the taxable year.

The new law also provides that the cost of employer-
provided child care will rot be included in the employee’s
gross income. That is, if the employer provides day ca.e
as a fringe benefit, the cost to the employer will not be
taxable income for the employee. Employers reccived
added incentives in the act to provide services through
provisions for depreciation and other, business expenses
for tax write-offs. '

Today, there is a growing awareness that quality child
care in of f-site group centérs needs the support and inter-
est of community and market place organizations. As a
result, labor organizations, private business enterprises,
public and private schools, colleges and universities,
churches, and civic organizations are beginning to de-
velop child care options for working mothers. The Na-

" tional Academy of Sciences’ Panel on Work, Family and
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Community, which is a part of the National Research
Council, conducted a study on the impact of changing
patterns of labor force participation on the role of the
workplace, community, and family in the socialization
of children.

In 1978 the National Comniission on Working Women
orgenized a series of regional dialogues that eclicited
women’s concerns about child care. Seeing the relation-
ship between productivity and child care, NCWW joined
forces with the National Manpower* Institute (now the
National Institute for Work and Learning) and the
Women’s Bureau in 1979 to hold a conference on com-
munity solutions to the problem. At the conference,
persons representing a wide variety of child care
arrangements—sponsors, funders, and supporters—
were brought together with child care providers, brokers
serving as catalysts in the community, business, labor,
representatives of governmental agencics, congressional
committees, foundations, media, advocacy organiza-
tions, consultation and rescarch firms, and universities.
It was found that, across the country, peopleare looking
to their own communities to provide solutions in rural,
urban, and suburban settings.*?

1 AMaximum credits range frum $720 for taose with one dependent to $1,440
for two or more children, based on an adjusted gross income of $10,000 o less.
The subsidy decreases with lugher incomes to a range of 3430 for one and $960 for
two or more dependents, based on invomes of $28,000 and over

" Communuty Solutions for Child Care, teport of a conference sponsored by
the Women’s Bureau and the Nauonal Manpower Institute with cooperation of
the Nauwnal Cummission on Working Women, August 1979, U S Department of
Labor, Women's Bureau.
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NCWW also conducted a national survey of working
women with the cooperation of national magazines and
union publications which brought 150,000 responses. It
highlighted the child care problems that 60 percent of
women seeking employment anticipated.

Where community child care centers do not provide
services that match the needs of parents, employers have
sponsored or offered alternatives. In most cases employ-
ers and labor groups have supported centcrs that serve
workers of one employer and allowed only limited en-
rollment of children from the community or children of
employeesin nearby industries. In some instances, labor
groups or employers have cooperated by organizing a
consortium to support a center for their employees.?

Women Who Maintain Families

Among the most striking changes that occurred during

the 1970’s was the sharp.rise in the number of women
who had the principal responsibility for the maintenance
and welfare of their own families (see table I-16). The
number of these families rose from 5.6 millionin 1970 to
9.4 million in March 1981, up nearly 70 percent over the
decade; 5.9 million had children under 18 years. The
overall rise of women maintaining families—more than
3.8 million—was greater than that posted during the
preceding two decades, 1950-70. These women are di-
vorced (37 percent), and widowed (26 percent), followed
by women separated from their husbands (20 percent),

1 Employers and Child Care. Establishing Services Through the Workplace,
Pamphlet 23, January 1981, U.S. Department of Labor, Women's Bureau,

Table l-18

and those who have never been married (17 percent) (see
table 1-18).

The rise in the number of families maintained by
women reflects both the rising incidence of marital
breakup and the increasing numbers of never-married
women assuming principal economic responsibility for
their own families—usually their own young children.
Over the decade, the number of divorced and never-
married women maintaining families each more than
doubled—divorced from 1.3 to 3.5 million, never mar-
ried from 600,000 to 1.6 million. The increase in these
groups is attributed largely to young women under 35
years of age, who accounted for more than half of the
increase of female householders. Contributing to this
growth also is the fact that mor: young women in the
1970°s than in the past delayed marriage even if preg-
nant, or after childbirth they kept their babies rather
than place them for adoption,?

The financial need in the absence of a husband or
second earner in families maintained by women is re-
flected by therelatively high rate of labor force participa-
tion of these women, More than 5 million (61 percent) of
the women maintaining families were working or look-
ing for work in March 1981, compared with more than 50
percent of married women living with their husbands.
Although female householders had the highest rates of
labor force participation, the rate of growthin participa-
tion was greatest for married women with children, who

1 abor Force Patterns of Single ¥omen. Allyson Sherman Grossman. Spe-

" cial Labor Force Report 228, and Monthly Labor Review, August 1979, pp.

46-49, U.S. Department of Labor, Bureau of Labor Statistics, Also see *Single.
Parent Families,” Sandra Stencel, Editonal Research Reports, Vol, 11, p. 666,
September 10, 1976.

Women maintaining families, by age and marital status, March 1960, 1970, and 1981

Number (in thousands)

Pearcent distribution

Age and marital status 1960 1970 1981 1960 1970 1961

Age

Total, 16 years and over 4,494 5,573 9,416 100.0 100.0 100.0
Under 25 180 . 437 858 4.0 78 9.1
2510 34 620 919 2,565 138 16.5 27.2
3510 44 o9 1,075 2,135 20.5 193 227
45t054 948 1,115 1,537 211 200 16.3
5510 64 782 917 1,079 17.4 16.4 11.5
65 and over 1,043 1,115 1,240 23.2 20.0 13.2
Median age 50.5 48.2 410 —_ — -

. Marital Status

Total, women maintaining families . 4,494 5573 9,416 100.0 100.0 100.0
Never married 521 610 1,558 1.6 109 16.5
Married, husband absent 980 1,324 1,920 21.8 23.7 20.4
Divorced 750 1,258 3,462 16.7 225 36.7
Widowed 2,243 2,389 2,477 49.9 428 26.3

-

Soutce: U S. Department 0f Labor. Bureau of Labor Statistics.




niade the most striking movement 1nto the labor foree
during the 1970%.

Women who have principal responsibility for main
taining their own families are generglly poor. They are
more likely than other families to have only one carner,
and to have preschool children that restrict labor force
activity. They are less likely than other householders to
have vompleted high school, and thus less able to meet
the increasing skill demands of the modern workplace.
Low educational levels are associated with low labor
force participation, high unemployment, and low pay.
Yet, more than onc-half of all these women are em-
ployed; however, they are overrepresented in occupa-
- tions associated with higher unemployment rates. At 8.3
percerit in 1979, their unemployment rate remained well
above that for all women (6.8 percent). With recession
and high inflation buffeting the economy in late 1979
ihrough 1981 their unemployment rate rose to 9.9 per-
cent in March 1981.

The higher unemployment rataassociated with women
who maintain familics without the help of a second
carner also underlines their greater than average inci-
dence of poverty. Morcover, their carnings and income
provide a vivid illustration of the earnings gap between
men and women. The data in table I-12 show that, even
in onc earner families, women who maintain families
carned considerably less than so-situated men. As a
result, these women and their families continue to have a
higher poverty rate than that of other families and male
houscholders. In March 1981 about 35 percent of fami-
lies maintained by women with no husband present were
poor compared with 11 percent among their male coun-
terparts and only 6 percent of married-couple families.?*

Although the number of children in female house-
holder families is increasing, the number of children per
family was most likely to bc one or two. More than 4 out
of 5 women maintaining 'families had one or two chil-
dren, while less than one-fifth had threc or more children
under age 18 living at home. The number of children in
such families increased from 6.7 million in 1970 to 10.5
million in March 1981. Womenin these one-parent fami-
lies were far more likely to be in the labor force than the
women houscholders without any children under 18 liv-
ing at home (sce table 1-17). About two-thirds of the
latter group were widows living with one or more rela-
tives aged 18 and over in March 1979.2¢

Although more likely to work, the women with chil-
tren under 18 had a considerably lower family income
than women with no children at home Nearly 45 percent
of the female gne-parent families with children under 18

-

" Money Incume and Poserty Status vf ramaies and Persuns in the United
States. {981, tAdvane Reputy) Lunent Pupulauun Reputts, Cunsumer Invume,
Series P 60, No. 134, wables 15 and 18, pp. 22 28. U.S. Department of Cum-
merce, Bureau of the Census.

** Mantal and Fauly Paueins. An Lpdaie,” op. «it., and unpublished 1981
marital and family tabulauons, op. cut.

-

ERIC

Aruitoxt provided by Eic:

years old had incomes below the poverty level in March
1981. A large proportion—45 percent—of thes. one-
parent families with children were maintained by black
women, their families included about 48 percent of all
children living in poor families maintained by women,
Where there were no children under 18 in families main-
tained by all women, about 13 percent of the total, but 24
perecnt of the black female householder families, lived
below the poverty level.

Sec also the section on Women in Poverty, in chapter
111, for more detail on the economic status of women
who maintain families.

Studies show that childrenliving in single-parent fami-
lies often experience enduring socioeconomic effects
such as tendencies toward future marital breakups, less
formal education, and greater likelihood of juvenile de-
linquency. There is no consensus in this area, however.?’
Lack of longitudinal data sets, inadequate models of
child development, and inadequate mecasures of the
amount and quality of parent-child interactions all re-
strict the conclusions that can be drawn from these stud-
ies. Despite these problems, researchers agree that it is
the low income of single-parent families that affects the
eventual-socioeconomic status of the children.?® Yet, a
new study exploring the association between having a
first birth as a tecnager and later maintaining a family
found that early childbearing, whether the teenage
mother is marricd or unmarried, is a good prediction of a
woman later kecoming “the head of her family.”*

Displaced Homemakers

The number of women who could be classified as
displaced homemakers was estimated at more than 4
million, or 7 out of every 160 women 22 to 64 years of age
as defined 1n the Comprehensive Employmentand Train-
ing Act (CETA). The estimate is based on special tabula-
tions from the March 1976 supplement to the Current
Population Survey designed and funded by the Women’s
Burcau.

The displaced,homemakers were mostly divorced, sep-
arated, or widowed women who were currently not in the
work force and either had never worked or had last
worked over 5 years before the survey. On the average,
they were mature women. More than 80 percent were 40
years of age or more and S0 percent were 55 years and
over. After many years of working in the home, these
women are suddenly faced with the necessity of making a
living in the paid labor market. (Also see the related

1 «Single-Parent Families,” Beverly L. Johnson, U.S. Dgpanmzm of Labor,
Buteau of Labor Statistics. Paper presented at *he Agricultural Outlook Confer-
ence in November 1979, Family Economics Review, Summer/Fall, 1980, pp.
22 22, U.S. Department of Agriculture, Family Economic Research Group.

" Time of Transutton. The Grewth af Families Headed by Women, Heather L.

* Russ and Isabel V. Sawhill, 1978, The Urban Institute, Washington, D.C.

25

M Teenage Motherhood, Soctal and Economic Consequence—An Urban Instis
tute Paper af Wamen and Family Policy, Knsun A. Moore and others, 1979, The
Urban Institute, Washington, D.C.
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discussion on families maintained by women in the pre-
ceding section of this chapter.)

According to a Bureau of Labor Statistics publication,
these women have completed fewer years of formal
schooling than other women. Statistics for 1979 show
that nearly half of the women who either never worked
or who last looked for work 5 years ago were not high
school graduates. Thus, a substantial number of dis-
placed homemakers lack both current work experience
and the educational requirements for today’s job mar-
ket.?® As such, they are more, likely to be poor. An
unpublished survey of displaced homemaker programs,
conducted by Displaced Homemakers Network, Inc., in
1979, found that 75 percent of these women earned less
than $5,000 that year.?!

The term displaced homemaker was first coined by
Tish Sommers in 1975 when the National Alliance for
Displaced Homemakers was founded in Oakland, Cali-
fornia. This was the first national organization to focus
on the speuial needs of the displaced homemaker. Som-
mers, a California based organizer and an advocate of
older women, first described the displaced homemaker
as a middle-aged woman “forcibly exiled” from her role
as wife and mother and struggling to find a place in the
current job market. )

A mutual help group called Jobs for Older Women
Action Project in Oakland, California, had much to do
with the “displaced homemaker” programs that have
changed public policy. Recognizing the need for na-
tional advocacy for enactment of legislation to address
the problems of displaced homemakers, the group
formed the Alliance for Displaced Homemakers. By the
end of 1978, 28 States had passed some form of displaced
homemake ision, and the term had been incorpo-
rated intoth nology of the Department of Labor,
the Department calth, Education, and Welfare (now
Health and Human Secrvices), and the Administration on
Aging. That year, the revised Comprehensive Employ-
ment and Training Act (CETA) included special pro-
grams for displaced homemakers.??

In order to continue the nongovernmental initiative
and to insure that these new programs are as effective as
possible, a Displaced Homemakers Network, Inc., was
organized, representing all the newly cmerging programs
for this constituency. The Network sponsored a national
training conference in January 1980. -

There are several hundred programs operated by
women’s groups and others in connection with resource
centers, educational institutions, and employment agen-

»* Employment in Perspective: Working Women, Fourth Quarter 1979, Report
$84, U.S. Department of Labor, Bureau of Labor Statistics.

3 bowes fur Women, 1980 Report of the President’s Advisory Commuitee for
W omen, pp, 92-95, U.S, Government Pninting Office.

" Employment Goals of the World Plan of Action. Developments and Issues in
the Unuted States, op. cit., pp. 45-46.
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cies to prepare the displaced homemaker for work. A few
examples are: v

« Women in Transition, Philadelphia, Pa., provides
a counseling service under a CETA grant for dis-
placed homemakers, including instruction in sur-
vival skills and a referral service.

e Baltimore New Directions for Women, Inc.
(BNDW) since 1972 has served as a resource center
by offering free counseling for the unemployed and
economically disadvantaged to help the women
prepare for the labor market. Under contract to
BNDW, the Center for Displaced Homemakers
opened in 1976 specifically as a job readiness, peer
support, and training facility for those qualifying
as displaced homemakers who are forced to enter
or-reenter the job market.

o |n New York City, a consortium of programs spon-
sored by several organizations serves displaced
homemakers of various ethnic backgrounds. The
organizations include the YWCA, National Coun-
cil of Negro Women, Agudath Israel, and Sisters of
the Good Shepherd.

Some of the problems that the Displaced Homemakers

Network, Inc., copes with are:®

o Difficulties in adjusting to new status, including
personal concept of self-worth, singleness, and re-
duction in income, which surface in feelings of
inadequacy and strain displaced homemakers’ ca-
pacity for coping. .

e Changing lifestyle and need to identify and accept
available public and private services.

» Economic problems which generally arise because,
nationally, less than 14 percent of divorced women
are awarded alimony, but fewer than 7 percent
collect 1t regularly. In addition, about 46 percent of
divorced mothers are awarded child support, but
less than half of them receive it on a regular basis,
regardless of State and Federal mandates.

* Finding a job, including new skill training in areas
outside the home, Earlier skills are outdated and
prospects of employment are at the minimum wage
level or less, Many displaced homemakers are un-
aware of the job training options available to them.
These options in 1980 included: The Comprehen-
sive Employment and Training Act (CETA); State
Department of Vocational Education; vocational-
technical schools and community colleges; Federal
Work Incentive- Programs; union apprenticeship
program; nonunion skills training or apprentice-
ships; private vocational schools; and Title XX

3 “Displaced Homemakers: Critical Needs and Trends,” Cynthia E. Marano
and others, An article condensed from a paper presented at the Agricultural
Outlook Conference in November 1979, Famuly Economic Review, Summer/Fall,
1980, pp. 17-21, U.S. Department of Agriculture. Family Economics Research
Group.
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sponsored senior citizen employment training pro-
grams. v

¢ Problems of rural displaced homema&kers, who al-
though younger than their urban counterparts,
have even more severe sccial than economic hard-
ships. This arises because of the social stigma at-
tached to divorced and separated women in rural
areas.

Older Women—Labor Force Participation
and Unemployment

The labor force participation and unemployment rates
of women 40 years of age and over reflect three groups
with differing labor force attachments. The Age Dis-
crinunation in Employment Act covers workers 40 years
and over, while the Older Americans Act covers those 55

- years and over. *

About 7.7 million women in their forties were working
or looking for work in 1981; another 3.5 million were 50
to 54 years of age. Together they accounted for nearly
onc-quarter (24 percent) of all women in the civilian
labor force, and a disproportionately smal! share of fe-
male unemployment (15 percent). Their labor force par-
ticipation rates were considerably higher than the aver-
age (52.2 percent) for women in 1981, ranging from a
high of 67 percent to a low of 58 percent. Unemployment
among these women decreased with age, in part, reflect-
ing amovementto “notin the labor force” stztus, None-
theless, unemployment rates among these workers were
significantly lower than those of younger women, and
substantially lower than the average female jobless rate
of 7.9 percent in 1981, ranging froma high of 5.4 percent
and a low of 4.2 percent. The unemployment rates for
women between 20 and 39 years ranged from 11.2 per-
cent to 5.9 percent.

At 55 to 64 years, about 5.0 million women were
working or looking for work—I1.8 million of these
women were 60 to 64 years of age in 1981. i hese women
make up about 10 percent of all women in the civilian
labor force, a slightly sinaller praportion than for simi-
lar}y aged men. Their labor force participation rates
dropped sharply, from 49.3 percent to 32.6 percent for
each succeeding age group, 55 to 59 years and 60 to 64
years, respectively. Similarly, comparable jobless rates
were 4,0 and 3.6 percent, respectively, Only 8.0 percent
ot woinen 65 years and over were n the labor force; thenr
unemployment rate was 3.6 percent.

Race and Ethnic Origin of Women Workers

The social and cultural diversity among the various
tavial and ethnic groups is mirrored in the labor market
expericnce of women. Historically, black women have
been more likely to work than whites. However, during
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the 1970’s the labor force participation rate for white
women grew much more rapidly than for minority?
women, and by the close of the decade there was little
difference between their overall participation rates
(about 54 and 52 percent, respectively, for minority and
white women in 1981). The comparable rates at the onset
of the decade were 50 percent for black and 43 percent
for white women.

Among other ethnic groups, the lower labor force
participation of Hispanic women more probably reflects
their younger age distribution and thus lower educa-
tional attainment than the general population, rather
than their traditional family roles. Among American
Indians an even greater proportion of women are young,
which is reflected in higher fertility rates than the general
population. Similarly, these women have lower educa-
tional attainment, lower labor force participation, and
are more likely.to be unemployed than the general popu-
lation. Asian Americanwomen, asa group, tend to-have
higher educational attainment, higher labor force partic-
ipation, and a lower incidence of poverty than the gen-
eral population, )

,_/\
Black Women

Rlack women made improvements in most socioeco-
nomic arcas during the 1970, but they still are not as
well off as their white counterparts. Black women are
more likely than white women to be unemployed, to be
overrepresented in low-paying jobs, to increasingly as-
sume the role of maintaining a family with children to
support, and to account for a larger proportion of the
poor.** ’

In 1981 the population of black women reached 14.0
million, up 2.1 million or about 19 percent from 1970.
About three-quarters of all black women resided in met-
ropolitan areas, and more than half lived in central cities
withirmmetropolitan areas; only about 1in 5 women lived
in the suburbs of the metropolitan areas. In addition,
black women were, on an average, younger than white
women—26.2 years compared with 32.6 ycars in 1978.
Moreover, only 9 percent of black women were over 65
years compared with 14 percent of white women. How-
ever, the proportion of clderly black women grew faster
than that of white women—40 percent conpared with 28
percent between 1970 and 1981 reflecting, ift part,
greater reductions in age-specific mortality rates,**

3 Black, American Indian, Japanese, Chinese, Filipino, Korean, and other
persons except white, Accotding to the 1970 Decennial Census, 89 percent of the
group was identified ps black.

" A Stanstical Portrait of Womenin the United States: 1978, Curtent Popula.
uun Repuits, Spevial Studies, Series P 23, No. 100, U S Department of Com
merce, Bureau of the Census.

» Provisionary data from the U.S. Depattment of Commierce, Bureau of the
Census, Population Division.
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The life expectancy differential bgtween black and
white women also has narrowed since 1970, although
black women still have a lower life expectancy than white
women—72.6 years compared with 77.3 years in 1976.
The life expectancy differential between black and white
women narrowed by 1.5 years since 1970.

Black women of working age (16 years and over) num-
bered 10.1 million in 1981, up from 7.8 million at the
outset of the decade. The continued movement of
working-age black women into the labor force during the
decade was in large part due to the continued upward
trend in the overall labor force participation rate of adult
black women. There has been only a small gain in labor
force participation:by teenage black women. Because of
the sharp rise in working white women during the dec-
ade, the overall labor force participation rate of white

Tablei-19

*women ha. just about caught up with that of black

women.

Black women did not share in the tremendous employ-
ment growth over the decade to the same degree as the
general population or other women who identified them-
selves as “othér than white.” This largely reflects the
declining laboi force position of young women, particu-
larly teenagers (16-19 years old). This has been particu-
larly evident since the 1973-1975 recession. The level of
employment for all black and other nonwhite women
workers reached 5.6 million in 1981, up ncarly 1.3 mil-
lion since 1976. However, although black women ac-
counted for the overwhelming majority of women in the
“other than white” group—89 percent—they accounted
for proportionally less—about 59 percent—of the over-
all employment increase posted by “other than white”
women since 1976 (see Table I-19).

Employment status of women, by race, ethnic group, 1976, 1980, 9“"‘12?1

{(Numbers in thousands)

{(Numbers in thdusands)

1981 1980 1976 1981 1980 1976
Women, 16 years and over: Labor force participation rate 48.5 478 44.3
Civilian labor torce 46,696 45,487 38,983
Employed 43,000 42,117 35615  All Hispanic women, 20 years
Unemployed 3,696 3,370 3,369 and over:
.. Unemployment rate 79 74 8.6 Civillan labor force 2,106 1,973 1,454
Labar force participationrate 52.1 515 47.3 Employed 1,906 1,792 " 1,288
Unemployed 200 181 166
White women, 16 years and over: Unemployment rate 9.5 9.2 1.4
Civilian labor force 40,157 39,127 33,735  Labor force participation rate 49.9 48.9 44.6
Employed 37,394 36,537 31,078
Unemployed 2,762 2,540 2,656  Mexican wome 1, 20 years and
Unemployed rate 6.9 6.5 7.9 over:
Labor force participationrate 51.9 61.2 46.9 Civillan labor force 1,223 1,126 784
Employed 1,102 1,017 691
Black women, 16 years and over: - Unemployed 120 108 92
. Civilian labor torce 5,401 5253 4,460 Unemployment rate 9.8 9.6 1.7
Employed 4,561 4,515 3823  Labor force participation rate 50.1 49.1 45.4
Unemployed 840 738 637
Unemployment rata 15.6 14.1 14.3 Puerto Rican wamen, 20 years
Labcr force participation rate 63.5 53.2 49.9 and over: . .
Civilian labor force 208 207 165
Black and other minority women, Employed 186 181 145
16 years and over: Unemployed 21 26 19
Civilian labor force 6,539 6,359 5,250 Unemployment rate 10.2 12.6 12.2
Employed 5,606 5529 4,536 Labor force participation rate 36.9 37.2, 321
Unemployed 933 330 713
Unemployment rate 14.3 13.1 13.6 Cuban women, 20 years and
Labor force participation rate 53.6 53.6 50.2 over:
Civilian labor force 186 170 153
All Hispanic women, 16 years Employed 172 160 139
+ and over: Unemployed 15 11 15
Civilian labor force 2,328 2,298 1,625 Unemployment rate 8.0 6.5 10.2
Employed 2,076 1972 1,417 Labor torce participation rate 53.9 54.0 50.5
Unemployed . 252 236 207
Unemployment rate 10.8 10.7 127 source:U'S. Oepartment of Labor. Bureau of Labor Statistics
28 )
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Nevertheless, with nearly 4.6 million black women
employed and 840,000 unemployed and seeking work in
1981, the black female labor force edged up to 5.4 mil-
lion, up by move than 700,000 from 1976. o

Significantly, even the relatively small additions to the
labor forec among black womgn have largely resulted in
additions to unemployment. At 15.6 percent in 1981,
their unemploymer:t rate was up from the 14.2 percent
posted in 1976, reflecting the 1980-81 downturn in eco-
nomic activity, Morcover, their unemployment was con-
siderably higher than that for all women (7.9 percent)
and minorities other than black (8.2 percent). In addi-
tion, to worsen economic conditions, the jobless rates
for black women reflect the extremely high unemploy-
ment among black teenagers 16 to 19 years. The unem-
ploy ment rate of young black teenage womenwas several
times that of their white counterparts, 42.2 versus 14.0
pereent at the end of 1981. For women 20 to 24 years old,
the jobless rates were 26.4 percent among young black
women compared with 9.1 percent among white women.
Despite the obstacles to finding work, the number of
teenage black women looking for work has been growing
about three times faste: than their population, which has
been edging down in recent years. (Also see section on
“Unemployed Women” in this chapter.) ’

Despite the unemployment situation of black women
compared with white women, and for young black
women particularly, there has been some improvement
in the Ou.upauonal situation of those who were em-
ployed, rcflu.tmg their strong and continued labor force
experience and increasing educational attainment.

The proportion of black women in white-collar work
increased sharply between 1972 and 1981 (from 38 to 51
pereent), as many of the younger, better-educated
women found jobs in derical as well as professional and
technical uecupations. Over the same period, the propor-
tion of black women in service occupations dropped
from 48 to 31 percent, largely because of the dramatic
drop of women in private household occupations —an
area where many black women have historically found
cmployment., These trends reflect the fact that younger,
better educated black women looked for and found
higher-paying jobs.

Durning the 1970', the median income of black women
who worked year round full time approached income
parity sith their white counterparts, The annual income
for year-round full-time (50 to 52 weeks) employed black
women rose from $7,079 in 1970 to $11,438 in 1981;
sinular mcome for wlute women was $8,640 to $12,665
over the sume period. However, both black and white
woimen carn considerably less than men, and black men
carn considerably less than white men. As a result, de-
spite black women’s near parity of income with white
women, black family income ($13,267) in 1981 was con-
siderably less than that of white families ($23,517).
Morcover, although the carnings of black women ac-
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count for a Iur{;cr share of family income than the earn-
ings of white wonten do of family income, black men
working full time year round in 1981 carned ($14,984)
substantially less than white ment ($21,178). (Also see
chapter I1I on income and ecarnings.)

The incidence of poverty is greater among black fami-
lies than white families—about 31 percent compared
with 9 percent in 1981. The sharp rise in families mam-
tained by women with no husband present iy at the root
of the rise in poverty. Families maintained by women
have become an increasing proportion of both black and
white families in poverty; however, these families have
become an overwhelming majority only among poor
black families. At the beginning of the decade, 56 per-
cent of all poor black families were muintained by
women, by 1981 the proportion had grown to 70 percent.
For the comparable group of white families, the propor-
tions were 30 percent in 1970 and 39 percent in 1981.°7

Of all black families (6.4 million) in 1981, women
maintained 2.6 million families or 41 percent of all black
familics and accounted for 28 percent of all families
maintained by women. Of all poor families maintained
by women (3.3 million), black women maintained 1.4
million families or 42 percent of these famulies, in 1981.

Hispanic Women

Women of Hispanic origin numbered 6.6 million in
March 1980. The largest specific Hispanic group was of
Mexican origin (3.9 million) followed by women of
Puerto Rican origin (985,000); the next largest group was
of Central and South American origin (561,000); the
smallest group was of Cuban origin (417,000), and the
remaining 829,000 females were not classified as to na-
tional origin.”® The socioeconomic positions of these
women differ among themselves, and substantially from
that of all other women, particularly in their cducational
attainment. According to the 1970 census, 96 percent of
the Hispanic population was racially classified as white.

In 1981 about 750,000 families, or 23 percent of all
Hispanic familics, were maintained by women with no
husband present. More than half of these families had
incomes in 1980 below the poverty level, compared with
about one-third of all familics maintained by women.

"Most of the Hispanic families lived in metropolitan
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arcas —48 percent in central cities and 35 percent outside.
About 17 percent lived in nonmetropolitan areasin 1980.
The proportion living in central cities was greatest
among Puerto Rican families, about 75 percent, and

.

¥ Ibid.p. 95 and Money Income and Poverty Status of Farmilies and Persons in
the United States 981 (Advance Report), op. cit.

¥ persons of Spanish Ongin in the United States: March 1980 (Advance Re-
port). Current Population Reports. Series P 20, No, 361, May 1981, U.S. Depart-
ment of Commerce Burcau of the Census. (These statistics have not been ben
chmarked to the 1980 decennial census data, which reported an estimate of 7.3
million women of Spanish origin.)
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lowest among Cuban families, 40 percent, reflécting
both the geographic concentrauon of these w omcﬂ and
thebetter economic situation of women of Cubanp{igin.
Hispanic women (as a group) lag behind women not of
Hispanie ongin in years of school comnpleted, although
younger Hispanic women are narrowing the gap. 1n 1980
abou. 44 percent of the women over 25 years of age had
<ompleted high school, compared with 70 percent of
their white and 51 percent of their black counterparts.
For cach population group, the proportions were greater
for the baby boom generation—those 25 to 34 years
old.” In addution to differgnces by age, there are differ-
*enees by ethnieity, Women of Cuban, and Central and
South American origin completed more than 12 years of
school compared with 9.7 and 9.6 years completed by
women of Puerto Rican and Mexican origin. Non-
Hispanic women completed more than 12.5 years of
tormal schooling, somewhat higher than that completed
by Cuban origin women. Consequently, labor force par-
tiupation (wlich s associated with educational attain-
nicnt) was lower and unemploy ment was higher among
Hispanic women than among women not of Hispani
origin,
Although the 1981 carnings of Hispapj(: woimnen were
lower (810,917) than those of white women ($12,665)

who also were employed at year round full time jobs, _

Hispanic women in professional (;CC}npations had me-
dian ecarnings not significantly different from other
women—somewhat over $14,000 in 1979, the most re-
cent year for y[nparablc data by occupation. Hispanic
workers in these jobs were more likely to be of Cuban
origin. These women had the highest educational attain-
ment among Hispanics, and thus more Jlosely reser  led
women in the general population in their socioeconomic

characteristics. . ,

Women of Hlspani:{dngﬁl shared in the employment
gains made by all ponten between 1976 and 1981, years
for which comparable data are available (sce table 1-19).
Adult women (20 years of age and over) of Mexiwan
vrigin accounted for the largest number of adult His
panic women workhing in 1981 (1.2 million), followed by
women of Puerto Riwan origin (208,000), and those of
Cuban vnigin (186,000). Therefore, the overall employ -
ment situation for Hispanic \\orzcn largely reflects that
ol women of Meaitcan origin. [n addition to differences
in the size of their temale laRor force, considerable varia-
tion among the major ethnivXoups exists tn virtually all
employment related characterstics.

Among all adult women of Hispanic origin (20 years
and vver), pearly 50 percent participated in work activi
tics 1n 1981 — somew hat lower than'the rate for all adult
somen (52 pereent). The overall rate obscures differ
ences in participationamong the various Hispanic ethnic
groups, and maiiily reflects the rate for women of Mexi-
can origin, when compared with the others. At 37 per-
cent, women of Puerto Rican origin had the lowest labor

force participation rate in 1981, compared with a high of
54 percent among women of Cuban origin, and 50 per-
cent for women of Mexican origin. Probably of more
significance than traditional family roles are the diver
gent agedistributions which have a strong effect onlabor
force participation. Women of Puerto Rican origin are
younger when compatéd With women of Cuban origin.
Becausc of their yfiig't‘h‘thcy are more likely tohave young
children that prevent them from participating in the la
bor force.

Unemployment for Hispanic women moved down
from 1975 recession highs but was still higher than that
for all women and somewhat lower than that for non.
white (largely black) women workers.

At 9.5 percent in 1981, joblessniess among adult His-

. panic women workers edged up from the pre-recession

low of 8.9 percent in 1979,

Women of Hispanic origin were employed in blue-
collar occupations to a greater extent than other women.
Regardless of ethnicity, employed Hispanics were more
concentrated in low paid, semiskilled occupations than
the overall work force. Although the large percentageof
Hispanic women employed in clerical positions is similar
to the situationamong all women, their heavy concentra-
tion in operative jobs—dressmakers, assemblers, ma-
chine operators and similar cquipinent—is strikingly
unlike other women,

Minority Working Wives and Mothers—Blask and
Hispanic

The lgbor force participation rate for black married
women, at about 60 percent in 1981, was up considera-
bly since the m’ 1-1970%s, and was substantially above the
comparable rate for white wives (50 percent). Reflecting
the higher labor force participation rate of black wives,
the proportion of black families with two carners or
more during 1980 was higher than that for wlite or
Hispanic families. Sixty-three percent of black married-
vouple families, compared with over 59 percent of wlnte
and Hispanic families, had more than one carner. Black
married-couple families.accounted for 53 perceat of all
black familics, compared with 85 percent for white and
72 percent for Hispanic families in 1981. The proportion
of black marricd-couple families is down sharply from
61 pereent in 1975, a greater decline than among both
white and Hispanic married-coupie families.*?

Marricd-couple families with multiple earners have a
low incidence of poverty. For black husband wife fami.
lies with two earners, median family income was $22,375
1n 1980 and $29,625 if there were three earners, highe
than that of families with only one carner ($12,632).

» population Profile of the United States. 1980, op. cit.
" Maestai and Family Characterstics of the Labor § vrce, March 1979, op. .
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Hispanic multiearner families had an average annual
income 0£.$19,788 and $28,580 for husband-wife fami-
lies with twe arrd three carners, respectively, 59 percent
higher than husband-wife families with only one earner
(812,924). Thus, fér black and Hispanic multicarner
families, 4 percent were living below the poverty level

compared with | percent of similar white families. How-

ever, as with the white population, the poverty rate was 4
times higher for families with only one earner and 8 10 9
times higher for those married couples with no carnerin
the home. .

Black mothers are still more likely than white or His-
panic mothers to be in the labor force. However, the
sharpest increase in participatiory daring the 1970’s was
registered by white mothers. Asaresult, thedifference in
labor force participation rates between these groups has
narrowed. From March 1975 to 1981, the rate for black
mothers ros¢ from 56 to 64 percent, compared with 46 to
57 percent of white mothers, and 40 to 47 percent among
Hispanic niothers.

In married-couple families, a larger proportion of
black children (62 percent) than white children (43 per-
cent) had working mothers. However, when there wasno
father in the home, a higher proportion of white children
(56 percent) than black children (57 percent) had mothers
participating in labor force activitics. Among Hispanic
children, 42 percent of those in two-parent families had
mothers in the labor force compared with 39 percent of
those in families maintained by Hispanic womenalone.

The presence of young children is associated with
lower labor force participation for all women, regardless
of their marital or family status. The lower rates of labor

. force activity in families where minority women provide
the principal economic support reflects the greater than
average presence of very young children (under 3 years of
age) in their families. In addition, aPproxxmately 34 per-
cent of the black families compared with 21 percent of
the white families maintained by women had no carners
in 1981.*’ Similar families of male houscholders, regard-
less of race-cthnic status, had a much smaller proportion
of no carners (about 12 percent for both black and white
men).*? It may well be that male housceholders are not as
likely to be maintaining a family with very young chil-
dren.

Thus, the situation among female householders points
not only to the higher incidence of poverty among minor-
ity (and nonminority) families, but also to differences by
sex. In 1981 black and Hispanic families maintained by
women with related children under 18 had a poverty rate
of nearly 68 percent, compared with.about 43 percent of
similarly maintaiged white families.*?

** Monrey Incune and Poverty Status of Families and Persons 1n the United
States. 1931 {Advance Report), op. cit., table 18,

“? Unpublished 1981 mantat and family tabulatons.

* Muney Incume and Poserty Status of Families and Persons 1n the United
States, op.cut., table 15, p. 2.
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Table 1-20

White, black, and Hispanic families, by type,
March 1975-1881 .
(Numbers in thousands) )

-

« Other families?

6 Maintalned by
Aace, women ‘
Hispanic r.
and Married- As percent
origin, All couple Maintained of all
year families familles’ bymen'  Total farillies _
Whita
1975 49,440 43,050 4,182 5,208 10.5
1976 49,873 43311 '1,182 5,380 108
1977 50,083 43,397 1,219 5,467 10.9
1978 50,529 43,423 1,278 5,828 115
1981 53,038 44,878 1,611 6,550 12.4
Black
1975 5,491 3,357 200 1,934 3§2
1976 5,585 3,352 229 2,004 35.9
1977 5,804 3,407 246 2,151 371
1978 5,806 3,260 269 2,277 39.2
1981 6,371 3,400 297 2,673 42.0 ©
Hispanic
1975 - 2,475 1,926 87 462 18.7
1976 2,499 1,896 81 522 209
1977 2,583 1,978 88 517 20.0
1978 2,764 2,104 99 561 20.3
1981 3,263 2,363 173 727 223

-

includes men in Armed FOrces iving 41t post vt weth thear {amiies un pust
’ Maintained by novec marned, widowed. divetced, ot separated persens

Soutce® U S. Dopartment of Labor. Bureau of Labor Statistics
Amcrican Indian, Aleut, 2nd Eskimo Women

According to the 1970 census, the American Indian
population numbered 763,594, including 16,080 Alaskan
Indians.** By adding to this figure 34,525 Aleuts and
Eskimos of Alaska, the total American Indian popula-
tion numbered 798,119.4* Of this number, 405,107 were
women, compared with 393,012 men. Population re-
ports, from the 1980 census found 1,418,195 persons for

** The sources of data used for the information on black and Spanish origin
women inthework force do not include similar information on American Indlan
women. The information here 15 based on the 1970 census as reported in the
following sources, U.S. Department of Commerce, Burcauol‘lthcmus.Subjecl
Report *American Indians™ 1970 Census of Population, PC(2)—1F; Supplemen.
tary Report, “Native Population of Alaska by Race, 1970, PC(51)-64,and U.S.
Department of Health, Education. and Welfare, “A Study of Selected Socioeco-
nomic Charactetistics of Ethnic Minorities Based on the 1970 Census,” Vol. IlI;
American Indians, HEW Pub. No. (05} 75-122.

* Federal Indian Law, U.S. Department of the Intenor, 1966, “The tetm

*Native of Alaska® has been defined to include members of the aboriginal races
inhabiting Alaska at the time of its annexation to the United States, and their
descendants of the whole or mixed blood. Impostant native groups are comprised
of the Eskimos. which are distinct from but related to the American Indians, the
kindred Aleuts. and the Indians.™ These theee groups receive Federal services the
same as all other American Indians, Because of the diffeeentiation in the census
between Amenican Indians, Aleuts, and Eskimos, the same terms are used in this
section,
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the group—701,007 men and 717,188 women. Publica-
tions by the Bureau of the Census contain detailed
national summary data.

The social and economic position of American Indian
women in the United States presents a pictire considera-
bly different from that of women in the overall popula-
tion. The status of American Indian women in most
areas is significantly below that of all women. For exam-
ple, in 1970, Indian women had less education, were
more likely to be unemployed, and had lower incomes
than women in the total population.

According to 1970 Decennial Census data, the total
number of American Indian women enumerated in the
United States was 388,000. The sex ratio (number of
males per 100 females) was 96.7, a figure slightly higher
than the national ratio of 94.8. The majority of Ameri-
can Indian woinen (55 percent) resided in rural areas of
the United States; 28 percent lived on identified reserva-
tions.

The median age of American Indian women was 20.9
years in 1970, younger than other 1970 census tabulated
race-cthnic groups; the median age for all women was
29.3 years. The younger age is reflected in high fertility
rates and a higher proportion of never-married women
compared with the total population. Mbreovcr, about
one-third more children were born to American Indian
women than to all women in the population.

American Indian women.were more likely to bé sepa-
rated or divorced (9 percent compared with 6 perc
but less likely to be widowed (10 percent ¢ with
12 percent) than all women. Eighteen percent of Ameri-
can Indian families in 1970 were mamtamcd by women
without husbands, compared with 11 percent of all fami-
lies. About 66 percent of these families had children
under the age of 18, of which about one-third were of
prcschool age—under 6 years. Fifty-six percent of Amer-
ican Indian familics maintained by women were in pov-
erty in 1969, higher than the one-third of all such fami.
hes. Although carnings of all women were low, the
median earnings in 1969 for all American Indian women
were $3,198 compared with $4,962 for women of all
races. y

In 1970, among l(American Indian women 16 years
of age and over, /35 percent had graduated from high
school. The median school years completed was 10.5.
However, in the age group 25 to 34 years, 45 percent had
completed high school; the median years of school com-
pleted was 11.5,

Between 1960 and 1970 the proportion of high school
graduates increased from 13 to 23 percent among all
rural American Indian women 14 years of age and over.
Among urban American Indians, the increase went from
28 to 42 percent.

Among Eskimo and Alcut women 25 to 34 years of
age, the median school years completed were 8.0and 9.4,
respectively. Of this age group, 19.7 percent of the Es-

€
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kimo and 28.1 percent of the Aleut women were high
school graduates. The proportions in this age group with
8 years of schooling or less were 68.1 percent of Eskimo
and 46.3 percent of Aleut women.

Among all American Indians 14 to 17 years of age, 86
percent of the women and 88 percent of the men were
enrolled in school. But in the age group 18 to 24, 21 and
26 percent, respectively, were in school. Only 4.4 percent
of all American Indians (women an@en) 25 to 34 years
were enrolled in school.

The median income for all American Indian families
was $5,332 in 1969. Twenty-two percent had incomes of
$10,000 or more. Fifteen percent of the rural and 31
percent of the urban families were in this category. At the
other end of thespectrum, | out of 6 urban families (11.5
percent) and 1 out of 3 rural families had incomes below
$3,000.

Among all American Indian wo men heads of families,
6 percent received incomes of $10, 000 or more—4 per-
cent of the rural and.8 percent of the urban groups. The
median income for women family heads was $3,198.

v

. The family income of the Aleuts and Eskimos was 1.3

times that of rural American Indians nationally in 1969.
The median income for Eskimo families was $4,809 and

“ for Aleut families, $8,116. The average poverty thresh-
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old for an Alaskan nonfarm family of four was $3,743 in
1969. Thirty-six percent of the Aleut and Eskimo fami-
lies had incomes under $4,000.

Of the 4,087 individual American Indians earning
$15,000 or more, only 517 were women. With a median
income of $1,697, American Indian women had the low-
est income of any group in this country. The rural
women had a 1969 median income of $1,356; urban
women, $2,023. :

Of the 233,266 American Indian women 16 years of
age and over, 82,394, or 35.3 percent, were in the labor
force. Within the 40-ycar period between 1930 and 1970,
urbanization of American Indians increased from 10 to
45 percent. The socioeconomic characteristics of the ru-
ral and urban American Indian populations vary mark-
edly. For example, the labor force participation rate of
29 percent for rural American Indian women in 1970 (56
percent for rural (ndian men) was far lower than that of
any other group in this country. On the other hand, the
labor force participation rate of 42 percent for urban
Indian women (72 percent for Indian men) was about the
same as the national level of 41 percent for women (77
percent for men). Among Aleut and Eskimo women, it
has been estimated that only 29 percent were in the labor
force in 1670.

Among American Indian, Aleut, and Eskimo women,
there was a heavy concentration of employed women in
service work outside the home in 1970—26 percent for
American Indian women and 34 percent for Aleut and
Eskimo women. The sccond largest occupation group
for these women was clerical work, with 25 percent of
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American Indian and 26 percent of Aleut and Eskimo
women so employed. In contrast, among all employed
women in the United States, 35 percent were clerical
workers and 17 percent were service workers outside the
home in 1970. The third largest group of employed
American Indian, Aleut, and Eskimo women worked as

“operatives, including transport— 19 perce.at of American

Q

Indian women and 11 percent of Aleut and Eskimo
women. Among all women in the United States, 14 per-
cent were in this occupation group.

Smaller proportions of American Indian women than
all women were in professional and technical work—
American Indian, 11 percent; Aleut and Eskimo, 9 per-
went. Only 2.4 percent of American Indian women were
managers and administrators but morc than § percent of
Aleut and Eskimo women were so employed, exceeding
the percentage of all U.S. women in this group—s.6
percent in 1970.

Asian and Pacific Island Women

Immigration has been, and continues to be, a major
factor affecting the demographic characteristics of the
Asian population. Detailed data by nativity, year of
immigration, age, and other characteristics are necessary
for a complete statistical portrait of Asian women. Such
data are limited, and there is almost no information
reflecting the characteristics of immigrants since the
1970 Decennial Census. In addition to the census data,
the publication, Beyond Stercotypes and Statistics:
Emergence of Asian and Pacific American Women,**
provides some valuable insight and data from the 1975
Survey of Income and Education and from annual re-
ports of the U.S. Immigration and Naturalization Sery -
ice.

Since 1970 Asian women have accounted for the ma-
jority of Asian and Pacific Island immigrants to the
United States. As a group, they are urban dwellers, tend
to have higher educational attainment, higher labor
foree participation, a smaller proportion of familics
maintained by women with no husband, and a lower
incidence of poverty than the U.S. population.

The three largest groups of Asian women identified in
the 1970 census include. Japanese (317,000), Chinese
(205,000), and Filipino*” (154,000).

The sex ratio (number of males per 100 females) for
each of these groups differs—ranging from 85.7 for Jap-
anesc to 110.7 for Chinese and 119.3 for Filipinos, com-
pared to a national ratio of 94.8.4® The ratios reflect the
Jfact that Asian i ..agrants to the United States.in the
1900’s were largely male laborers and, except for Japa-
nese, Asian men generally were not allowed to bring in
their wives. As a result men outnumbered women in
every census until 1960. At that time, Japanese women
outnumbered men, largely reflecting the number of Jap-
anese women who married Americans during the occu-
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pation of Yapanafter World War I1. The War Bride’s Act
of 1946 increased immigration of Chinese women, and
more recently the 1965 Immigration Act markedly in-
creased the proportion of Asian women, but men still
outnumbered women in the Chinese and Filipino popu-
lations.

While Asian and Pacific Americans have been estab-
lished in the United States for several generations, most
of the population consists of relatively recent arrivals. In
1976, 60 percent of the women in these communities had
arrived since 1970, according to the publication Beyond
Stereotypes, cited earlier. Besides a relaxation of exclu-
sionary immigration laws since 1965, the marriage of
Pan Asian women to American servicemenis the second,
major causc of incrcased immigration: The National
Committee Concerned with Asian Wives of U.S. Service-
men estimates that 200,000 Asian-born wives of U.S.
servicemen reside in the United States.

The 1970 census provided other demographic data on
women of Asian origin. Median age varied with immi-
gration history. Japanese women had the oldest median
age in 1970—34.3 years compared with 25.8 years for
Chinese women and 24.5 years for Filipino women. The
two latter groups had a greater share of the younger and
more recent immigrants. Moreover, Filipino women
were more likely to have young children. According to
Beyond Stereotypes, 60 percent of all Korcan and Fili-
pino, and over 50 percent of all Chinese immigrants were
women who entered the United States since 1970.

The 1970 census found that Asian women were more
likely tolivein urban areas than were other women in the
population. About 97 percent of Chinesc women, 89
percent of Japanese women, and 88 percent of Filipino
women live in urban areas, compared with 74 percent of
all women.

Marital and family characteristics also differ among
Asian women. Chinese and Filipino women were more
likely to be never-married than women in the general
population—31 percent compared with 23 percent; Jap-
anesc women, however, reflected the general popula-
tion. Japanese and Chinese women had fewer children
than Filipino women, who had a higher rate of children
than the national average in the age groups of 15 to 24
and 35 to 44. A relatively smaller proportion of Asian
women than the general population maintained families
with no husband present, particularly Chinese (6.7 per-
cent) and Filipino (8.6 percent) women. Moreover, Chi-
nese women who were the prime support of families were
less likely to have children under 18 years of age.

* Beyond Stereoiypes and Statsins. Emergence of Asian and Pacfu Ariert
can Women, Juanita Tamayo Lott and Canta Pian, Organization of Pan Asian
American Women, 1979,

** The contempurary spelling for a person of Philippine anvestiy 1s Prlipino.
Thereis no F sound or letter in the language.

“* A Staustical Portrait of Women tn the United Statess 1978, op. cil., pp.

119-122. :
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Asian women were more likely to graduate from high
school and college than were other women. The propor-
tions range from 55 percent of Chinese women to 64
percent of Filipino and 67 percent of Japanese women,
compared with 53 percent of all U.S. women. The pro-
portion of Asian women completing 4 years or more of
college ranged from 11 percent for Japanese to 31 per-
cent for Filipino women; only § percent of all women
were in this category in 1970. However, among Pan-
Asian subpopulation groups, for example, wives of U.S.
servicemen and Indo-Chinese refugees, the median edu-
cational level was up to only the eighth grade in 1975,
according to Beyond Stereotypes.

There is a direct correlation between higher educa-
tional attainment and higher labor force participation,
regardless of scx, age, and marital status. Asian women
reflect this correlation, which is aided by thestrong work
cthic that is part of their cultural background. Labor
force participation is highest zmong adult Pan-Asian
women, reaching €4 percent corhpared with45 percent_of
white women and 51 percent of black women in 1975,
Beyond Stereotypes cites that about one-quarter of the
employed Asianand Pacific women work inprofessional
occupations, another one-third work in clerical and sales
occupations, while the remainder work in semi- and low-
skilled operative and service occupations, waitresses,
maids, and sewing machine operator jobs.

Like other women, the median income of Asian
women lags behind that of men, ranging from $2,640 for
Chinese women to $3,480 for Filipino women in 1970.
The proportions with income over $10,000 were about §
percent for each of the three major groups. The income
disparity between Asian women and men was the small-
est for Filipino women and the greatest for Japanese
women. Data for 1970 show that the gap between the
income of women and men gets larger with higher educa-
tional attainment. Beyond Stereotypes found that in
1970 the median income of college-educated white men
was approximately $12,000, Pan-Asian women with sim-
ilar education earned a median of only $5,50.

Work Patterns of Women

Work Experience

More than 117 million persons were employed at some
time during 1981, over 27 million more thanin 1968; over
16 million of this increase occurred among year-round
workers. Women accounted for about 58 percent of the
total increase and for about 67 percent of the increase
among year-round workers (sec table 1-21).

In March of each year, the Bureau of Labor Statistics
and the Bureau of the Census, through supplementary
questions in the Current Population Survey, obtain in-
formation on work experience for the previous calendar
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year. Many persons, particularly women, work only part
of the year and may not be working during the survey
week of some or all of the monthly CPS surveys. In the
annual work experience survey, information is reported
on the cumulative number of weeks these women and
men were employed and/or unemployed over the entire
year. The work experience count is, therefore, larger.
than both the monthly count (which represents the sur-
vey week) and an average of the 12 monthly counts of the
population (uscd elsewhere in this Handbook) because
the count is over the entire year rather than just the
survey week. The data, therefore, include more part-year
intermittent workers as well as disproportionately more
new labor force entrants, retirees, and other labor force
“leavers” who have been in and out of the labor force
part of the year.

The work experience count of women who worked
sometimein [981 was 52.0 million, 9.0 million more than
the annual average count of employed women for that
year. The differcnce between the two measures for men,
most of whom work year round, was somewhat
smaller—7.3 million.

It has become increasingly clear that working women
are not casual labor market participants. Considering
the fact that the majority have household and child care
responsibilities, their job continuity during the year—
work experience—is impressive. More than twe-thirds of
all working women were employed at least 40 weeks in
1981, and the proportion who worked all year (50 to 52
weeks) at full time jobs steadily rose to a record high of
45 percent. Similarly, among women employed part time
the proportion working §0 to 52 wecks showed the great-
est gains, while those wquing part year declined (sce
table [-22). The expansion in ycar-round employment
was greatest among women of ages 25 to 34 years (the
“baby boom” cohort); these women have established a
new pattern of labor force participation for their age
group. Today they are marrying later, often after several
years in the labor market, and returning to work follow-
ing the birth of children much sooner than did their
mothers.

In contrastto the upward trend in year-round employ-
ment among women, the proportion of men with such
steady work declined b§'4 percentage points (73 to 69
percent) and dropped sharply among white and black
men 25 to 34 ycars old between 1968 and 1981. Given
that men in this age group have traditionally had higher
labor force participation rates, the declines in year-
round employment may indicate some gencrational
crowding with respect to theso-called “good” jobs which
offer steady employment.

Comparisons between the work experience of minor-
ity and white workers indicate the following. Since the
carly 1970, black women have in gencral been more
likely to work all year full time than white women. How-

ever, black women under age 25 have consistently been
o
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Table I-21

Persons who worked during the year and who worked full time and part time 50 to 52 weeks, by sex, age,
and occupation, 1968 and 1981

(Persons 16 years of age and over)

i

{Numbers in thousands)

Women Men
Worked 50 to 52 weeks Worked 50 to 52 weeks
Worked during Percentof total  Worked during Percent of total
the year Number who worked the year Number whQ worked
Category 1968 1981 1968 1981 1968 1981 1968 1981 1968 1981 1968 1981
Total 36,819 52,025 18803 29,673 50.9 57.0 53,312 64,769 39,251 . 44,752 73.6 69.1

Age

16 to 19 years 4,177 4,567 765 1,034 18.3 226 5,221 5259 1,413 1,343 271 25.5
20to 24 years 5,791 8,312 2,398 3,866 41.4 4.5 5698 9084 2,954 4,419 51.8 48.7
2510 34 years 6,710 14,386 3,221 8,551 48.0 59.4 10,962 17,681 9,076 13,003 82.8 73.6
3510 44 years 6,860 10,121 3,918 6,427 57.1 635 10,704 12573 9,287 10,281 86.8 81.8
4510 54 years 7,127 1625 4639 5253 65.1 689 10,463 9,821 8927 8,165 85.3 83.1
55 to 64 years 4,762 5445 3,115 3,750 65.4 689 7,461 7808 5945 6,148 | 79.7 78.7
65 years and

over 1,491 1,569 747 794 50.1 506 2,803 2,543 1,649 1,392 58.8 54.8

Occupation
Professional,

technical,

and

kindred .

workers 4,845 8,376 2,770 4,721 57.2 56.4 7,024 9917 5,844 7,736 83.2 78.0
Managers and :

administrators )

(except farm) 1,424 3,507 1,062 2,359 74.6 67.3 6,759 8,761 6,092 7.474 90.1 85.3
Sales workers 2,696 3,714 1,116 1,111 414 29.9 2,868 3,853 2,219 2,684 77.4 69.7
Clerical

and kindred

workers 12,104 17,443 6,966 8,903 57.6 51.0 3,780 4,044 2,847 2,622 75.3 64.8
Crait and

kindred

workers 382 948 242 506 63.4 534 10,529 13,378 7,981 8,785 75.8 65.7
Operatives

(except

transport) 5,366 5214 2,583 2,375 48.1 456 8,103 7,004 5,530 4,038 68.2 57.7
Transport

equipment

operatives 100 368 26 106 26.0 28.8 2,671 3,577 1,985 2,177 743 60.9
Laborers

(except farm) 206 709 85 262 413 37.0 4,314 5,330 1,955 1,965 . 453 36.9

Private house:

hotd workers 2,365 1,340 929 175 393 13.1 65 40 33 10 ) (")
Service workers

except private '

household 6,246 9,768 2,536 2,822 40.6 289 3,871 6315 2,439 2,845 63.0 451
Farmers and

Farm managers 1,184 638 408 146 34.5 229 3,328 2,548 2,326 1,471 69.9 57.7

* Base less than 75 000
Soutce US Oepartment of Labor Bureau of Labor Statistics
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Table 122

Work expetience of women and men, 1960, 1970, and 1981

. - Women Men
Work expsrience . 1960’ 1870 1981 1960’ 1970 1981
Total: Number (in thousands) 65,176 73,657 90,436 59,208 65,296 81,231
Petcent - 100.0 100.0 100.0 100.0 100.0 100.0
Worked during the year 46.9 52.5 57.5 84.5 84.1 79.7
Did not work during the year 53.1 47.5 425 15.5 15.9 20.3

Worked during the year:

Number 30,585 38,704 52,025 50,033 54,919 64,769
Percent 100.0 100.0 100.0 1000 100.0 100.0
Worked i full-time jobs? 67.6 67.8 67.0 86.9 87.6 86.2
40to w2 weeks 44.6 47.3. 515 73.5 74.0 722
50 to 52 weeks 36.9 40,7 45.1 63.9 66.1 64.5
27to 39 weeks 6.9 6.2 5.3 5.6 5.2 5.1
110 26 weeks 16.0 14.3 10.2 7.7 8.4 8.8
Worked at part-time jobs? 32.4 32.1 33.0 13.1 124 13.8
40to 52 weeks 13.2 135 16.2 57 5.6 6.1
;5010 52 weeks 10.0 10.0 119 A5 4.4 4.5
27t0 39 weeks .- 3.4 4.0 4.4 1.3 1.4 1.6
1to 26 weeks 15.8 14,6 124 6.1 5.3 6.1

'Datainciude 14- and 15-year-olds
? Usually worked 35 houts of more a week ina ma,onty of weehs wotked
* Usually worked tess than 35 houts a week in a majority of weeks worked

Source. U S Department ot Labor. Bureau of Labor Statistics.

less likely to work all year than white women in that age
group, and the difference in proportions increased sub-
stantially over the decade.*?

One reason for this trend is that more black than white
teenagers left school before graduating, and therefore
lacked a high school diploma, a minimum qualification
for mauy steady year-round jobs. Also, among young
women in the labor force, a higher percentage of blacks
than whites had children under age 6. By ages 25 to 34,
the proportions of both white and black women with
young children were about the same. Similarly, the ag-
gregate statistics obscure the sharp decline in year-round
work among black men under age 25, in contrast to little
change among young white men.

Reasons for the deteriorationin the employment situa-
tion of young blacks have been explored in other reports
with reference to their higher school dropout rate, their
lack of vocational training, the scarcity of jobs in the
inner city, and a range of socioeconomic factors which
influence behavior in the labor markst.*® During the past

 Work Experience of the Population in 1978, Anne McDougall Young, Spe
aial Labor Force Report 236 and Monthly Labor Review, March 1980 pp. 43-46,
U S Depariment of Labor, Burcau of Labor Statistics, Also see “Onean Five
Persuns in Labor Forve Lxpenienced Some Unemployment in 1981," USDL.
82 258 (News release), July 20, 1982, U S, Department of Labor, Bureau of
Labor Statsucs.

18 ork Experience of the Population in 1978, up. cit., p. 45, Also see “Young
and Marginal. An Overview of Youth Employment,” Norman Bowers, Monthly
Labor Review, Qcinber 1979, pp. 4-18, U.S. Department of Labor, Bureau of
L.abor Statistics; “Background and Training Needs of Persistently Unemployed
Negroes.” llerbert C Beacham, Journal of Industrial Teacher Education, Winter
1971, pp. 4-11; “Hardcore Personality and Industrial lliness and Accidents,”
Industrial Medicine, Vol. 39, No. 4, April 1970, pp. 33-37, “Young, Black and
Unemployed.” The New York Times, March 11-14, 1979,
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25 years, the employment situation of young blacks has
continued to deteriorate even in times of general eco-
nomic improvements.®’

Full-Time and Fart-Time Workers

In addition to measuring work activity during the
year, the Bureau of Labor Statistics also publishes
monthly data which refer to the number of hours worke
by persons who are employed in nonagricultural indus(x
tries and who work one or more paid hours during the
reference week. The workers are classified as to their
full-time or part-time status. Part-time workers are de-
fined as those who work less than 35 hours a week, either
on voluntary part time or part time for economic rea-
sons, The latter group includes slack work, material
shortages, repairs to plant or equipment, start or termi-
nation ofa job during the week, and inability to find full
time work. ’

Today, as in the past, most working women are on
full-time work schedules. Among the 39.5 million
women at work in nonagricultural industries in 1981,
30.7 million were on full-time schedules (including per-
sons who usually work full-time but did not during the
survey week due to noneconomic reasons); 8.8 million
women worked part time for voluntary reasons; and 2.4
million worked part time for economic reasons, Thus,

" For more detail see, “The Labor-Market Experience of Black Youth,
1954-78," Morris J. Newman, Monthly Labor Review, October 1979, pp. 19-27.
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more than 7 out of {0 employed women worked full
time. Those who worked part time largely Jdid so
voluntarily—80 percent of all women who worked part
time. The remaining 20 percent who worked part time,
did so for economic reasons or involuntarily.

Of all women at work in 1981, 6 percent were on part
time schedules for economic reasons, compared with 4
percent of men. The proportion of women on voluntary
part time (22 percent) was 3 times as great as the propor-
tion of men(7 percent). The work doneby young women
in their teens, particularly those under 18, usually must
be donearound their school schedules, and is much more
likely to be voluntary part time (77 percent for those 16
and 17 years) than the work of other women (see table
[-23). Only among older women, 65 years of age and
over, did the proportion of those on voluntary part time
work (55 percent) approximate the high part time rate of
teenagers.

Consistent with the age data, youngef single women
workers were more likely to work,ofi a voluntary part-
time basis (26 percent) than older\married women with
husbands present (24 percent). Married women were,
however, substantially morelikely thanthe “other” mar-
ital group of women—widowed, divorced, and sepa-
rated (13 percent)—to work part time voluntarily.

Except for married women, there has been some edg-
ing down in the proportion of women wanting voluntary
part-time work since 1970. This trend reflects the move-
ment of younger women, particularly teenagers, out of

>

Table 1-23

voluntary part-time work. The somewhat older “baby
boom” generation posted anincrease in full-time work,
although an increasing proportion had to settle for invol-
untary part time (part time for economic reasons). The
strong increase in involuntary part-time work reflects the
job squeeze on the highly populated 25-34 age group—
prime “baby boom™ cohort. Moreover, since 1970 there
have been virtually no changes in the overall proportion
of women working full time (7 out of 10).

Opportunities for part-time work continue to expand
as firms increasingly use part-time employeces. Of course,
businesses with peak work periods-—either certain hours
each day or certain days each week—have long hired
part-time workers to perform functions such as selling
clothes and serving meals. Alternative work plans in-
clude night shifts, “mother’s hours,” unpaid time off,
job sharing, temporary work, and flexible self-
employment schedules. Moreover, many women work at
jobs where a normal “full-time” work week is less than
35 hours.3?

Wornen who work part time by choice embody many
diverse personal characteristics. A general profile would
likely reveal women who are married to a full-time
worker, have children who are at least of school age, are

$? For a detailed discussionsee * A Profileof Women on Part Time Schedules,”
Carol Leon and Robert W, Bednaruik. AMonthly Labor Review, October 1978, pp.
3-12, U.S. Department of Labor, Bureau of Labor Statistics.

P

Women at work in nonagricultural industries, by full- and part-time' status and selected characteristics,

annual averages, 1981
(Women 16 years of age and over)

Percent distribution of women at work

Part {ime
Number of for
women (in Voluntary economic
" thousands) Total * Full time parttime reasons?
Total 39,525 100.0 71.6 22.3 6.1
Age:
16 and 17 years 1,260 100.0 13.8 765 9.7
18 and 19 years 1,968 100.0 50.4 36.9 12.7
20to 24 years i~ 6,238 100.0 748 176 7.6
25to 44 years Ty 18,797 100.0 76.6 18.2 5.2
45 to 64 years 10,264 100.0 746 20.1 5.4
65 years and over 998 100.0 40.4 54.7 4.9
Marital status: .
Married (husband present) , 21,631 100.0 708 240 5.2
Single (never married) / 10,075 100.0 66.6 256 7.8
Other’ 7,819 100.0 80.0 135 6.5

Working 35 hours ot mnore a week and ot wotking t o 34 hours for noneconomic teasons and usually working fult ime N
inudes siauk wotk mateval shuritages repars tu egquipment. slart or termination uf work duning the week. and snabihty to hnd tuii ime work

P Widowed divorced or separated

Sourte Employment and Earnings, March 1982, table 35, p 151, US Depattment of Labor. Bureau of Labor Statistics
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high school graduates, and are employed in a white-
collar dueupation - probably performing clerial duties
or selling.

Flexitime and Part-Time Work Schedules

Alternative work patterns—part-time work, flexible
work schedules, and shared jobs—are important to
many women who have both work and home responsibil-
ies such as child care. These alternatives to the regular
workday ot job structure alsoare valued by certain hand-
wapped persons, older workers, and students. As yet the
use of alternative work schedules is not wide-spread,*
although a number of major U.S. firms have adopted or
are experimenting with some aspect of these different
approaches. A 1979 survey for the U.S. Department of
Health, Education, and Welfare showed that 17 percent
of the responding firms, which employed 212,256 work-
ers, had adopted part-time options policies.®® A 1977
American Management Association survey estimated
that 12.8 percent of all private sector organizations na-
tionwide use flexitime.

Multiple Jobholders

The most important change in the multiple jobholding
work foree during the 1970’s was the growing proportion
and number of women who entered its ranks. Among
men the rate of “moonlighting” declined over the decade
although the number remained essentially unchanged.
Despite some fluctuations, the number of dual jobhold-
crs grew at about the same rate as the total work force
over the period. Thus, there was a dramatic increase in
the nuniber of women holding a second job. Morecver,
the increase for women who are the primary or principal
support of their own families was especially noteworthy.

About 1.5 million women were employed at two or
more jobs in May 1980. These dual jobholders repre-
sented 3.8 percent of all employed women and accounted
for one-third of all “moonlighters™ which is double their
share in 1969. The number of “moonlighting” men was
3.2 million, about unchanged over the decade, represent-
ing 5.8 percent of all employed men in May 1980, com-
pared with 6.9 percent in 1969. In recent years, the de-
cline in the proportion of men working dual jobs has
remained about unchanged. These changes are consist-
ent with the increased proportion of women in the total
work force. Further, the growth in the number of mul-
uearner families may have diminished the economic in-
centive for some husbands to hold more than one job. In
addition, while total hours by dual jobholding women
have been rising for several years, half of all women

» “Alternative Work Polictes tn Pavate Fums,” Lois F. Copperman, The
Personnel Admunstrator, October 1979,

working two jobs continue to hold two part-time jobs.**

Dual jobholding varied with age and by marital status
(sec table I-24). The rate of dual;ibbholding for women
was highest among wornen 25 to 34 ycars old (4,1 per-
cent) followed by those 20 to 24 years (4.1 percent) and
those 35 t0 44 years (3.9 percent) in 1980, With incrzasing
age, multiple jobholding declines and drops significantly
among female workers 55 years of age or more.

Marital status, historically, has been a factor in the
decision to moonlight. The highest rates were exhibited
by married men, especially those with two or more chil-
dren, and the lowest among married women. Although
that general relationship Lontmpes theyrates for married
men dec)ined and those for'married women increased
betwieen May 1969 and 1980, Among employed women
the dual jobholding rate was lower for married women
living with their husbands (3.4 percent) than for single
never-married women (3.9 percent) or other marital sta-
tus women—separated, divorced, or widowed—4.6 per-
cent. These data reflect the rise in the number of women
who are the sole support of themselyes and/or their own
families.

While the reported incidence of multiple jobholding
has been lower for black than for white workers, the
difference has grown considerably in recent years. Dual
jobholding among black women remained virtually un-
changed over the decade, while that of white women
increased sharply. However, between 1979 and 1980,
there was a sharp increase in multiple jobholding by
black women—2.0 to 2.6 percent. Nonctheless, ‘black
women were generally less likely than white women to
hold more than one job, and they werc more likely to
work full-time on at least one job. Among men, the dual
jobholding rate for black men declined more rapidly
than for white men.**

This distribution of reasons for working more than
onc job has shown few ycar-to-year changes since 1974,
the first period for which comparable data are available.
About 34 percent of the women, compared with 29 per-
cent of the men, stated “meeting regular expenses” as the
main reason for holding two or more jobs during the
survey week in 1979. In 1974 the proportions were re-
versed, 33 percent of the men and 30 percent of the
women reported inceting regular expenses as the reason
for moonlighting.

Black workers, especially women, were more likely
than white workers to report economic reasons as their
prime motivation for working more than one job. Al-
most three-fifths of the black women and one-half of the

" Woumen s Share vl Mounlighting Nearly Doubles Duiing 1969 79, Edward
S. Sekscenski, Special Labor Force Report 239 end Monthly Labor Rewew, May
1980, pp. 36-39. U.S. Department of Labor, Bureau of Labor Statisties. *Work-
ers on Long Schedules Single and Multiple Jobholders.” Daniel Taylor and
Edward S. Sekscenski, Monthly Labor Review, May 1982, pp. 47-53. U.S,
Dcparlmem of Labor, Buteau of Labor Statistics.
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Table i-24

Personal characteristics of persons with two jobs or more, May 1980

{Numbers in thousands)
Both'sexes - Men Women -
Total Muitiple jobholders Total Multiple jobholcars Total Multiple jobholders
Characteristic employed Number Percent empioyed Number Percent employed Number Percont
Age -
Total, 16 years and over 96,809 4,759 49 ° 55,782 3,210 5.8 41,027 1,549 3.8
16 and 17 years 2,900 92 3.2 1,609 53 3.3 1,291 39 3.0
| 18 and 19 years 4,434 169 3.6 2,321 95 4.1 2,113 73 35
; 20 to0 24 years 13,509 640 4.7 7,236 382 5.3 6,273 258 4.1
: 2510 34 years 26,058 1,450 5.6 15,129 943 6.2 10,930 507 46
‘ 3510 44 years 19,318 1,132 5.9 11,075 813 7.3 8,243 320 39
| 4510 54 years 16,2 797 4.9 9,606 564 5.9 6,614 233 35
55to 64 years 15417 414 3.6 6,992 307 4.4 4,424 107 2.4
65 years and over 2,954 65 2.2 1,815 52 2.9 1,139 13 1.1
\
Marital status
Single 23,123 1,015 4.4 13,031 616 4.7 10,092 398 39
Married, spouse present 61,121 3,142 5.1 38,080 2,356 6.2 23,041 786 34
Other inarital status 12,565 602 4.8 4,671 237 5.1 7,894 364 46
Race and Hispanic origin
White 85,955 4,401 5.1 50,172 2,990 6.0 35,783 1,410 3.9
Black 9,116 290 3.2 4,706 176 3.7 4,409 114 26
Hispanic origin’ 4,985 147 3.0 3,043 104 3.4 43 2.2

1,942

Persons of Hispanic ongin may be of any race. hence, their numbers are included in the data for whites and bfacks
SuuiLe  Wutk@iS un Lung Suhedules Singi® and Mullipie Jobhuiders. Afonihly Labur Review, May 1982.pp 47 53.U S Depariment ol Labut. Buieau vt Labur Statistics.

22

black men reported meeting regular expenses or paying
off debts as their main reason for dual jobholding inMay
1980. Whitc women and men reporfed these reasons
about 40 percent of the time. A larger proportion of men
than women in May 1979 said “saving for the future”
was their main reason for holding more than one job.
More older workers than younger ones offered “enjoy-
ing the work™ on' their second job as the main reason.
More younger workers ¢ited “paying off debts.” The
proportion of women working a second job “to get expe-
rience” increased in almost every age group during the
1974 80 period. More than 6 percent of the women and 8
pereent of the men reported working two jobs in order to
gain experience to meet the skill requirement of the sec-
ond job, an indication of preparation for a career
change.%*

Job Tenure®?

Job tenure1s defined as the length of time anemployce
has worked steadily for the same employer, though not

¥ 1bid

¥* Job Tenure Dechnes as Work Force Changes, Edward S, Sekscenski, Special
I abor Force Report 23S and Monthly Labor Review, December 1979, pp. 48-50,
L S. Department of Labor, Bureau of Labor Statisucs,
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necessarily in the same occupation. Since 1968 there has
been a gradual decline in median job tenure. The decline
reflects two basic trends that have been evident for 10 or
15 years; the large flow into the work force of youths and
women many of whom start at the bottom as new en-
trants or reentrants, and the trend toward carlier retire-
ment, which removes some of the workers with the long-
est tenure. Relatively high unemployment in recent years
also has been a contributing factor.

Many factors determine the length of time a person
works continuously for the same employer. Among the
most important are seasonal fluctuations, economic de-
velopments, and demographic characteristics. Seasonal
fluctuations in some industries, such as construction and
retail trade, may prevent some workers from gaining
even | year of continuous employment. Similarly, resort
employees or migrant farm workers may have several
employers.during the course of a year. Others, especially
self-employed professionals and some other highly
skilled workers, tend to remain employed at the same job
for arelatively longer time, due partly to the large invest-
ment in capital, training, and the education their jobs
require. .

Many persons, especially those under age 25, volun-
tarily shift from one employer to another as they seek
work they prefer. Older workers are more likely to re-
main with the same employer longer, especially if their
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Table!-25

Median years on current job, by sex, age, race and Hispanic origin, January 1978 )

Hispanic
All Workers White Black origin
Both

Age SOXes Men Women Men ‘Women ) Women Men Women
Total 16 years and over 3.6 4.5 2.6 4.6 2.6 3.7 3.6 2.7 1.6
16 t0 24 years 0.7 0.7 0.7 0.7 0.7 0.7 0.7 0.7 0.7
25 t0 34 years 2.6 2.7 - .6 2.7 1.6 2.7 2.7 2.6 1.6
35 to44 years 5.0 6.9 - 3.6 69 , 27 6.7 5.0 5.7 2.6
45 to 54 years 8.3 11.0 5.9 1133 5.8 9.4 7.9 6.0 4.6
55 t0 64 years 11.0 14.6 8.5 14.8 8.4 13.0 9.2 9.3 6.9

14.1 8.3 10.9 8.7 (" ")

65 and over 11.0 13.5 8.4

* Mathdn not Shown where base 1S 1¢s$ than 75 000

Suute Maipte 4obnordess in May 1979, Speciai Labor Force Report 239, and Monthiy Labor Review. May 1980.U S Drpartment of Labur, Bureau of Labor Statistics
. 2

carmngs reflect longevity increases or they have accumu-
lated pension or seniority rights. (Job tenuce data is
analyzed and published by the Burcau of Labor Statistics
on a periodic basis.)

Average job tenure can be linked directly to age, re-
flecting the fact that young workers under 25 years of age
cliange jobs more frequently than older workers. [n Jan-

-uary 1978 (most recent date), average job tenure for
women was 2.6 years and for men 4.5 years (sce table
[-25). The lower duration for women is a result of the
large proportion of women under age 25 and the ten-
dency of many women to leave the work force at least
onceduring their working lives due to home responsibili-
ties.

Among men under 25, job tenure also’is low—under |
year—but the gap between women and men widens after
age 25 years. In the 55-t0-64 year old age group, the gap
between male and female job tenure increased to 6.1
years 1n 1978. Nonetheless, over the past decade, the
average tenure of women 65 to 69 has decreased from
10.5t0 7.5 years, particularly because many of that small
rroup of women with long work histories are now ob-
taining retirement benefits, leaving a larger proportion
of women with shorter tenure. .

Average tenure of women workers varies with their
marital status as well as with age. In every age group
from 25 to 64 years, single, women (ncver-married) had
been on the same job longer than either married women
or-those who were widowed, divorced, or separated (see
table 1-26). However, the larger proportions of young
women—under 25 years—keep the overall average for
singles lower than for other marital groups.

Unemployed Women

Concern over unemployment among women is a mani-
festation of the marked increase in the size of the female
labor force coupled with a worsening in their share of
unemployment and rate as compared with that of men,

particularl§ during the late 1960’s. In contrast to men,
the growth in women’s share of unemployment was
larger than their share of the labor force (sce the tabula-
tion below). In 1950 women accounted for 30 percent of
the civilian labor force and 32 percent of the unem-
ployed. By 1970 women accounted for 38 percent of the
civilian labor force but 45 percent of the unemployed.
Since then their share of the work force has continued to
increase, reaching 43 percent in 1981, but the female
share of unemployment outpaced their labor force share
accounting for 45 percent in 1981. The economic slow-
down of 1980 and 1981 saw no reduction in their share of
employment as the occupations and industries associated
with the male work force began to feel the effect of the
recession. The strong growth in male unemployment
because of recessionary pressures during 1980 and 1981
is reflected in a slowdown in the female share of unem-
ployment during the period. Nonetheless, gains to fe-
malc unemployment proportionatcly outpaced gains to
employment, which had characterized the labor force
activity of women during the 1970's ahd carly 1980’s.

Table |-26

Median years on current job of women, by marital
status and age, January 1978

Married, Other

spouse marital’
Age Single present status
Total 1.5 3.5 36
16 to 24 years 0.6 0.9 0.7
2510 34 years 2.6 1.6 1.6
35 to 44 years 5.7 3.5 36
45t0 54 years - 10.7 5.8 5.8
55 to 64 years 14.6 8.6 7.8
65 years and over 8.5 9.7 8.1

' includes widowed, divorced, and separated

Soutce Multiple Jobholders in May 1979. Speciat Labor Force Report 239, and
Monthiy tabor Review. May 1980.U S Department ot Labor Bureay of Labor Staus:
lcs
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Womenas a
percent of
Civilian labor force Total Women ~tota!
. (Numbers in thousands)

1950 62,208 43,819 29.6
1960 92,613 36,998 39.9
1965 74,455 26,200 35.2
1970 82,711 31,543 38.1
1975 93,775 37,475 40.0
1980 106,940 45,487 42,5
1981 108,670 46,696 43.0
Unemployment

1950 3,288 1,049 31.9
1960 3,852 1,366 35.5
1965 3,366 1,452 43.1
1970 4,093 1,855 45.3
1975 7,929 3,486 44.0
1980 7,637 3,370 44.1
1981 8,273 3,696 44.7

About 3.7 million women were unemployed in 1981,
an increase of 1.8 million since 1970. The unemployment
rate for women, which had climbed from 5.9 percent in
1970 to a record high of 9.3 percent during the 1973-75
recession-—May 1975—dropped to 6.8 percent in 1979,
As anew economic slowdown worsened during 1980 and
1981, the unemployment rate rose to 7.9 percent. As in
past decades, unemgloyment rates generally remained

. higher for women than for men, with the gap widening
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when business was buoyant and declining during slug-
gish periods, such as the first half of 1980. Although
there was some recovery during the latter half of 1980,
the economy had turned down again by the summer of
1981.

A narrowing of the female-male gap occurs during
periods of recession or economic downturns, as unem-
ployment among men grows at a faster rate than unem-
ployment ainong women. This, in part, reflects the fact
that men are more likely to be employed in more cycli-
cally sensitive industries than are women.** During the
cconomic downturnin the first half of 1980, joblessness
among adult men rose from 4.1 percent to 5.9 percent,
while the rate for adult women increased from5.7t0 6.3
percent. By 1981, when recessionary pressures once
again dominated the economy, unemployment had
climbed to 7.9 percent among women and 7.4 percent
among men, a gap of less than | percentage point. On a
monthly basis, the overall unemployment rate for males

throughout most of 1982 exceeded the rate for females.”

Reasons for Unemployment. One major factor con-
tributing to the higher unemployment of women than of
men is the still greater inter-labor force mobility of
women, that is, movement into amd out of the labor

8 Unemployment in Recessions: Women and Black Workers, Curtis Giltoy,
Apnl 1977, U.S. Department of Labor, Women's Bureau.

Table |-27

Unemployment rates of women and men, annual
averagss, 1950-81

Unemployment rate Ratio of
(percent of labor force) women's,
unomploymot\t
Year Bothsexes Women Men rates to men's
1950 53 5.7 5.1 1.1
1951 33 4.4 2.8 1.6
1952 30 3.6 2.8 1.3
1953 29 33 2.8 1.2
1954 55 6.0 5.3 1.1
1955 44 49 42 1.2
1956 4.1 4.8 38 1.3
1957 43 a7 4.1 1.1
1958 6.8 6.8 68 > 1.0
1959 5.5 5.9 5.3 1.1
1960 55 5.9 5.4 14
1961 6.7 7.2 6.4 NS R
1962 55 6.2 5.2 1.2
1963 5.7 6.5 5.2 1.3
1864 5.2 6.2 46 1.3
1965 45 5.5 4.0 1.4
1966 38 4.8 3.2 1.5
1967 38 5.2 3.1 1.7
1968 36 4.8 29 1.7
1969 35 47 2.8 1.7
1970 49 5.9 44 1.3
1971 59 6.9 5.3 1.3
1972 5.6 6.6 5.0 1.3
1973 49 6.0 4,2 1.4
1974 5.6 6.7 4.9 1.4
1975 8.5 9.3 79 1.2
1976 7.7 8.6 7.1 1.2
1977 71 8.2 6.3 1.3
1978 6.1 7.2 5.3 1.4
1979 5.8 6.8 5.1 1.3
1980 74 7.4 6.9 1.1
1981 76, 79 74 1.1

Source. Perspectives on Working Women A Delebook, Bulletin 2080, 1980, U.S.
Departmeht of Labor. Bureau of Labor Statistics 1970-1981 data from Employment
and Earnings, March 1982, US DePartment of Labor. Bureau o! Labor Statistics,

force. This type of mobility is much more likely to be
accompanied by unemployment than is intra-
cmployment mobility; however, it is more common
among men than women. In the latter case, a considera-
ble amount of shopping for a new job can be done while
one is still employed. Furthermore, an employed person
looking for another job is not classified as unemployed.
But if a personis not employed while looking for a job, a
situation more common to women than to men, that
person will automatically be counted as unemployed.
Theceffect of movement into the labor force on unem-
ployment rates of adult women and men (20 years and
over) is shown in table I-28, where unemployment rates
arc subdivided by reason for unemployment. In 1981,
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Table 1-28

Percent distribution of the unemployed and unemployment rates, by sex and reason for unemploymeht,

annual averages, 1980 and 1981

.

(Persons20 years of age and over)

Reason for 1981 1980
unemployment Women Men Women Men
Total unemployed:

Number (in thousands) 2,895 3,615 2,615 3,353

Percent 100.0 100.0 100.0 100.0
Lostlastjob 45.4 7.0 44,7 713
Left last job * 14.0 9.9 144 10.7
Never worked before 5.2 2.8 5.3 } 27
Total unemployment rate 6.8- 3.3 6.4 5.9
Job loser rate 34 4.5 2.8 4.2
Job leaverrate 1.0 0.6 09 0.6
Reentrant rate » 24 1.0 23 0.9
New entrant rate 0.4 0.2 0.3 0.2

Source U S Depariment of Labor. Bureau of Labor Statistics

x

entry and reeatry into thela.  “orce accounted for 2.8
percentage points (more than wwo-fifths) of the 6.8 per-
cent uncmployment rate for adult women, but for only
1.2 percentage points (or less than one-fifth) of the 6.3
percent unemployment rate among adult men.

In nonrecessionary times, were it not for the inclusion
of unemployment caused by entry and reentry into the
labor force, the rates for adult women and men would be
the same—about 3 percent in 1979 (prerecession low).
However, the distribution of unemployment by reason
changes during recession periods when more of male
joblessness is attributed to job loss through layoff (per-
manent or temporary). The 1981 rates minus new and
reentrant workers makes clear how much harder jobless-
ness affects the employment of men than women. Male
joblessness was a full percentage point higher than fe-
male unemployment. In addition, for men, the loss of a
job was more likely to be the result of layoff. Table 1-28
compares reasons for unemployment for 1980 and 1981,
showing the change in distribution with the most recent
recession.

There were also some small differencés between adult
women and men with respect to their reasons for unem-
ployment. In contrast to men, a higher proportion of
joblessness an}long women was the result of leaving their
jobs and a lower proportion resulted from losing their
jobs, Still another difference was found in the higher
proportion of unemployed women than men seeking
part-time employment—23 percent compared with 14
percent. Nonetheless, more than 7 out of 10 unemployed
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adult women were seeking full-time work—about the
same proportion of women who work full time.5?

Unemployment among teenagers of both sexes is con-
siderably higher than among adults. In 1981, when un-
employment for all women averaged 7.9 percent, therate
was 20.7 percent for young women 16 and 17, and 17.9
percent for those 18 and 19 years of age (see table 1-29).
Rates then declined quite regularly with age, a pattern
that did not change over the decade and also was true for
men. As with adults, the 1981 recession saw unemploy-
ment rates increase for young women, particularly mi-
norities (38.3 percent for black and other nonwhite
women 16-19 years old). Their rate .remained high
throughout the decade and is up substantially since 1960,
when their rate was 24,9 percent.

Duration. While unemployment decreases by age, the
duration of unemployment increases with age, generally.
However, at the retirement age of 65 years and over,
workers may simply choose to drop out of the labor force
rather than look for work when they become jobless,
thus decreasing the average duration of unemployment
for that age group (sce tabulation below?).

Demographulc Characteristics
Age.—The high rate of unemployment among young

women is tied closely to the considerable amount of

v ¥ Employment and Earnings, March 1982, table 8, p. 131, U.S, Department of
Labor, Bureau of Labor Statistics.
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Table 1-29

Unemployment rates of women and men, by age,
1980 and 1981

1981 1980

Age Women Men . Women Men
Total 79 74 74 69
16to 19 years 19.0 201 17.2 183

16 and 17 20.7 . 220 19.6 204

18and 19 1787 188 156 167
20 to 24 years 11,2 13.2 10.4 125
251034 years 7.7 6.9 7.2 6.7
3510 44 years 57 45 5.3 4.1
45 to 54 years 4.6 4.0 4.5 3.6
55 to 64 years 3.8 3.6 3.3 34
65 years and over 3.6 29 34 3.1
Source U S Depattment of Labor, Bureau ol Labor Statist

\Average (mean) duration, annuat average, 1981

\ Weeks

women Vo117

to 19 years ‘\ 8.3
20M0,24 years . 105
25,t0 34 years . 124
35 t0 44 years . 135
45 t0 54 years 14.6
55 t0 64 years 16.9
65 years and over 139

changes in their carly adult years. The changes may
include school attendance or leaving school, marital and
family status, starting work careers, switching from
part-time. to.full-time jobs, and moving to new geo-
graphic areas (often because of a change in school resi-
dence or change in residence associated with marriage or
a husband’s job change).

Initially, much of the employment difficulty tecnage
women have is associated with finding part-time work.
Closc to 45 percent of all unemployed females 16 to 19
years of age in 1981 were looking for part-time jobs.*° At
a later age they encounter the difficulties inherent in
getting regular full-time employment. Starting jobs of-
ten are unpleasant or low paying, or both. Furthermore,
many young workers have to experiment with various
jobs before deciding on a suitable kind of work. As a
result, much of the joblessness experienced by young
women reflects entering and reentering the labor force.

Nearly half (45 percent) of all jobless young women 16
10 19 years old in 1981 were new entrants to the labor

** Employment and Earnings, March 1982, op. cit., tabie 3, p. 131,
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force—considerably more than the § percent of unem-
ployed adult women (20 years and over).*’ The, next
largest proportion of unemployed teenage women were
reentrants to the labor force—29 percent—a substantial
amount, which is more illustrative of the in and out
pattern of adult women—35 percent. A relatively small
proportion of the jobless teenagers were job losers—16
percent compared with 46 percent among adult women. |,
It may well be that the turnover or intermittent nature of
teenage jobs preclude employers resorting to involuntary
jobloss or layoffs to reduce their payrolls when required.
Job “leavers” accounted for the smallest proportion of
unemployed young women—I1 pcrcenl—comparcd
with 16 percent among adult women.

Marital Status.—Married women (husband present)
had a lower unemployment rate (6.0 percent ir 1981)
than either women in the group including widowed, di-
vorced, and separated (8.1 percent) or smglc\ never-
married (11.9 percent) women. The high rate of\unem-
ployment for single women mirrors the high rate ‘;&Vcry
young women. Yet, even among women 20 to 64 years of
age, the basic pattern persisted; single women postc\d the
highest unemployment rate at 8.8 percent, comp\ red
with 8.3 percént for the widowed, divorced, and sepa-
rated and 5.8 percent for married women (husba d»
present).®?

Women Maintaining Faiilies.—Nearly 580,000 un. -
employed women were the principal support of their own, *
families. Their unemployment was 10.4 percent com-\
pared with 7.3 percent for similarly situated men.®. The
absence of a husband in families headed by a woman
often means that her unemployment causes severs hard-
ships for the family. In about 50 percent of the families
maintained by unemployed women, no other family
member was employed; the comparable proportion in
husband-wife families was about 20 percent. Moreover,
when employed, only 28 percent of the families main-
tained by women contained another earner, compared
with 42 percent of the families that were maintained by a
male householder (see table 1-12).%¢

Minority.—The average unemployment rate of minor-
ity racc women in 1981 was twice as high as the rate:for
white women—15.6 percent compared with 6.9 percent
(sce table I-30). For the past quarter century, the rate for
minority race women has been between 75 and 100 per-
cent greater than the rate for white women.** The ratio
between minority/white unemployment rates illustrates
the gap and $hows that in recent years the gap has begun

#* Employment and Earnings, March 1982, op. cit., table 13, p, 134.

** Employment and Earnings, March 1982, op, cit., table 10, p. 132,

#3.Employment and Earnings, March 1982, op. cit., table 9, p. 132.

** Employment and Earnings, March 1982, op. cit., table 60, p. 168.

#% “Black and White Unemployment: The Dynamics of the Differential,” Cur.
tis L. Gilroy. Monthly Labor Review. February 1974, pp. 38-47, U.S. scparl-
ment of Labor, Burcau of Labor Statistics,
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Table 1-30

Labor force status of women, by race, annual averages, 1955-81

Women .
Population Labor force - Ratio of black
{(Numbers in thousands) participation rate Unemployment rate to white
Black Black Black unemployment

Year Whiter and other White ° and other White and othor rates
1955 51,803 5,772 34.5 46.¢ 4.3 8.4 2.0
1956 52,372 5,857 35.7 47.3 4.2 8.9 2.1
1957 52,997 5,952 35.7 47.2 43 a3 1.7-
1958 ~ 53,645 6,047 35.8 48.0 6.2 10.8 1.7
1959 54,393 6,144 36.0 47.7 5.3 ‘ 9.4 1.8
1960 55,215 6,369 36.5 48.2 53 9.4 | 1.8
1961 55,994 6,489 . 36.9 48.3 65 11.8 1.8
1962 56,660 6,663 - 36.7 48.0 5.5 11.0 + 2.0
1963 57,672 6,823 37.2 48.1 58 ° 1.2 19
1964 58,665 6,972 37.5 48,5 - 55 10.6 1.9
1965 59,601 7,130 38.1 48.6 5.0 9.2 1.8
1966 60,503 . 7,292 39.2 49.3 4.3 - 86 « 20
1967 61,492 7.477 40.1 49.5 46 9.1 2.0
1968 62,513 7,666 40.7 49.3 4.3 8.3 1.9
1969 63,564 7,873 418 49.8 4,2 7.8 1.9
1970 64,656 8,123 426 49.5 5.9 9.3 1.6
1971 65,857 8,415 426 49,2, 6.9 10.9 1.6
1972 67,431 8,858 43.2 48.8 6.6 11.4 1.7
1973 68,517 9,287 44.1 49.3 6.0 10.6 1.8
1974 69,623 9,689 45.2 49.3 6.7 10.8 1.6
1975 70,810 10,052 459 49.4 9.3 13.9 1.5
1976 71,974 10,415 469 50.4 8.6 13.6 1.6
1977 73,077 10,762 480 51.2 8.2 13.9 1.7
1978 74,213 11,121 49.5 53.5 7.2 13.1 T 1.8
1979 75,347 11,496 50.5 53.7 6.8 123 - 1.8
1980 76,489 11,858 51.2 53.6 6.5 13.1 2.0
1981 77,428 12,190 51.9 53.6 6.9 14.3 2.1

Source US Doparlmuntof La0or Bureau of Ladbor Statistics

to widen for both women and men, although the ratio is
somewhat smaller for women.

Rates of unemployment among minority®* race
women, as among white women, decline with increasing
age (sce table I-31). At all ages, however, minority race
women have much higher rates than white women, but
the difference is greatest among young women under 25
years of age, and particularly among teenagers (sec chart
[-3). Between 1960 and 1970, the uncmployment rate
rose from 24.5 percent to 32,9 percent for women of
minority races who were 18 and 19 years of age and from
25.7 peccent to 36.9 percent for black 16 and 17 year
olds. ;

* [nuludes black, Amenican Indian, Japanese, Chinese. Filipino, Korean, and
otker persons except white. According to the 1970 Decennial Census, 89 percent
of the group was identiflied as black,
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Over the decade of the 1970's, therc has been no appre-
ciable improvement in the jobless situation for teenage
minority women. The increasing unemployment among
these teenagers has represented one of the most difficult
situations arising in recent years. Accordingly, these
young women have been the.focus of considerable em-
ployment and training program cfforts (see chapter 4).

The unemployment rate of black tcenagers has been:
consistently greater than 30 percent for the past 10 years,
with no recovery from the recession of 1973-75 and the
most receat economic slowdown in late 1980 and 1981.
This lack of substantial improvement stands in contrast
to the recovery among black women and men over age 25
and among white women and men of all age groups,
including tecnagers. However, the 1981 downturn has
had a greater impact on black minority workers, both
women and men, than on their white counterparts.
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. Table.-31

3
}Jnemployment rates of women, by age and race, selected years, 1980-81' ’
&
1981 1980 1970 1960
Minority Minority Minority Minority
White racss _ White races White races White races
Total 6.9 14.3. 65 13.1 5.4 9.3 5.3 9.4
16 and 17 years 184 41.4 173 40.0 15.3 36.9 14.5 25.7
18 and 19 years 15.3 T 3.5 13.1 34,5 119 32.9 11.5 24.5 |
20 to 24 years 9.1 24.2 8.5 21.8 6.9 15.0 7.2 15.3 |
2510 Jd years 6.6 13.9 6.3 12.2 53 79 5.7 9.1
35 to 44 years . 5.1 - 89 49 7.6 4.3 4.8 4.2 8.6
45to 54 years - . 42 6.7 & 43 6.3 3.4 4.0 4.0 5.7
55 10 64 years . 3.7 4.6 3l 47 2.6 3.2 33 4.3
65 years and over 34 - 87 30 - 4.7 3.3 1.9 28 4.1
Source US Department ol La:qr. Bureau of Labor Statistics.
)
g Chart 13. 7
Unemployment rates are highest for teenage and minority race women.
Unemployment rates for white and minority'race women 16-19 and 20-64 years of age, annual averages, 1981.
Percent of Teenagers Women
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. *Inciudes black, Amerlcan Indian, Japénos;a, Chinesa, Fillplno, Korean, and other persons except white. According to
the 1970 census, 89 percent of.the group was Identified as black.
Source: US. Department of Labor, Buroau of Labor Statistics,
I ¢ (

N ‘ .

During 1954-81, the mf)st important features of the increased dramatically over time, while unemployment
lgbor market ¢xperience of young women were sharp  among young black women 20-24 years of age demon-
intreases in unemployment among black women, anup-  strated a slight upward trend after 1965. The rates of
ward trend in the female-male unemployment differen-  white tccnage women appear to have increcased only
tial, and important changes in the patterns of labor force  slightly, not approaching the magnitade of the increase
participation between blacks and -whites, The already  for black teens.
high unemployment rates of female black teenagers have
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Table 1-32

Occupational distribution of the experienced employed and unemployed white and minority women,

annual average, 1981

N\ Women
Occupation White \‘ Minority
\
Employed
Total: .
Number (in thousands) 37,394 5,606
Percent 100.0 100.0
Protessional-technical 17.3 155
Managerial-administrative, except farm 78 4.2
Sales 7.3 3.2
Clericas 35.5 29.5
Craft 1.9 1.5
Operatives, excluding transport 9.1 14.3
Transport operatives 0.7 0.7 i
Nonfarm laorers 1.2 1.3
Service 17.9 29.3
Private household workers 1.8 5.8
All other service 16.1 23.4
Farm 1.2 0.6
Unamployed’
Total
Numbaer (in thousands) 2,409 777
Rate 6.1 12.2
Protessional-technical 3.1 5.6
Managerial-administrative, except farm 37 7.9
Sales 5.3 13.4
Clerlcal 5.2 11.0
Craft 6.1 8¢
Operatives, excluding transport 127 19.0
Transport operatives 7.0 11.0
Nonfarm laborars 11.8 27.0
Service 7.9 14.1
Private household workers 4.7 5.2
All othgr service 7.9 14.1

* Excludes persons with No previous work experience.
source US Department of Labor, Bureau of Labor Statistics

Many reasons have been given to expiain the youth
unemploys.: at situation. Although no consensus has
been reached among analysts, certain contributing fac-
tors are persistently cited: A crowded market?{The most
popular explanation, not only for unemployment among
all youth but also for the relative and absolute employ-
ment deterioration among blacks, is the post-World War
11 baby boom.) “Priced-out” by minimum wage? A new
labor market? Job-search differences? Swelling school
rolls? Job suburbanization and skill mismatch? Influx of
women? Bowers discusses these factors and presents a
detailed analysis of youth unemployment, including
black unemployment in an article.*’

- —

.

¢ youngand Marginal An Overview of Youth Employment,” Norman Bow
ers, Monthly Labor Review, op. cit. Also see “The Labor-Market Experience of
Black Youth, 1954-78." op. cit., pp. 19-21.
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While the rate of unemployment for minority race
women was more than twice that of white women in
1981, the difference was even greater in certain occupa-
tion groups. Among sales workers, the rate was 13.4
percent for minority race women, compared with 5.3
percent for white women in 1981. More important, mi-
nority women are more likely than white women to work
at occupations associated with high unemployment—
services and operative jobs—(see table 1-32).

How Women Find Jobs

In January 1973 the Bureau of Labor Statistics, with
the support of the then Manpower Administration, first
obtained information on job finding methods. The sur-
vey covered wage and salary workers who were not in
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Table 1-33

.

Women not in the labor force, by age, annual averages, selected years, 1950-81

Year

Age . 1950 1960 1970 1980 1981
Total: 16 years and over:

Number (in thousands) 35,881 38,343 41,214 41,871 42,922

Percent 100.0 100.0 100.0 100.0 100.0
161024 15.6 16.2 18.7 16.7 16.7

16.to 19 6.9 8.3 10.0 9.1 9.1

20to0 24 8.7 79 8.7 7.6 7.6
251034 222 19.2 16.9 15.0 15.0
35 to 44 , 181 . 18.0 139 109 105°
451054 15.2 139 13.3 1.1 10.5
55to 64 13.8 172 13.3 15.5 15.9
65 and over 15.1 19.6 239 30.8 315
Median age (years) 41.7 43.1 45.4 51.3 519

Soutee Emprayment and Earnings March 1982 US Department of Labor Bureau of Labor Statistics

school and who had started their current job in 1972.%¢

For employed women, the method most often used to
look for work was asking friends and relatives. A more
recent study conducted by Mary Corcoran (Study Direc-
tor at the University of Michigan’s Institute for Social
Research) and others, and based on data derived from
the 1 1th wave ot the Panel Study of Income Dynamics,
continucs to support the conclusion that the majority of
workers hear about their current jobs from friends and
relatives.*® Both of these studies relate to employed
persons and current jobs.

Generally, there was considerable similarity between
women and men in the degree to which they used the
varivus jubseehing methods and in the distribution of
methods that got them their jobs. However, somewhat
smaller proportions of unemployed women than men
repurted asking friends and relatives, and using the pub
lic employment service.

Looking at job search methods from the view of un
cemployed persons produces a different pattern of search.
The Bureau of Labor Statistics now regularly publishes
Jata un the jobseehing methuds of unemployed persons
it menthly publication, Employment and Earnings.”
Onverall, these data show that applying directly to em-
pluyers was the jubseeking method most frequently used
by unemployed female or male workers—7 out of 10
jobscekers, in 1981, L.ss than 2 in 10 jobseekers used
friends or relatives a 1d less than half that proportion
uscd private employment agendies. In beiween the two

& Jobseching Methods Used by Amencan Workers. Bulletin 1886, U.S. De-
partment of Labor, Bureau of Labor Statistics.

o0 mafoct Workers Find Jobs Through Word of Mouth,™ Mary Corcoran and
wthiely, Monthis Labur Review, August 1980, pp. 33-35. U.S. Department of
1 abor, Bureau of Labor Stahistics.

" Employment and Earmngs, March 1982, op. cit., tables 15 and 16, p. 135,

extremes, jobseekers placed or answered newspaper ad-
vertisements (about one-third) or used public employ-
ment agencies (25 percent).”?

Women Not in the Labor Force

The number of persons outside of the labor force—
neither working nor looking for work —increased by 7.1
million over the decade, reaching 61.5 million in 1981.
Although women still account for the largest
proportion—7 out of 10—of all persons not in the labor.
force, their numbers are not growing as rapidly as male
nonparticipants. Men accounted for three-fourths of the '
7.1 million increase, reflecting the long-term downward '
trend 1n labor foree participation among men, as older
men leave the labor force because vi retirement.

There were 42.9 million women outside the labor force
in 1981. For the most part, these women state that they
do not want a job, reporting household responsibilities
as the main reason they neither work nor look for work.
As greater proportions of younger women enter the la-
bor market, the women who do not work for pay outside
their homes are increasingly older. In 1981 the median
age of women not in the labor force was about 52 years,
compared with a little more than 45 years at the begin-
ning of the 1970’s (sce table 1-33). In contrast, the me-
dian age of women in the labor force fell from about 38
years in 1970 to 34 yearsin 1981.

" Among the 61.5 million nonparticipants in the labor

forcein 1981, about 5.8 million—3.9 million women and

1.9 million men—also said that they would like a job
4

' The pereentage using cach method will always total more than 100 because
many jobseckers use more than one method. The average number of methods
used by women in 1979 was 1.49.
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*now.” Most uted school attendance, 1ll health, or home
tesponstbihities as the reason wlidh prevented them from
looking for work (see table I-1).

“Discouraged™ workers make up an even smaller pro-
purtion uf nonpartivpation in general and of those who
want a jub “now™ 1n particular. Over 1 mullion
nonpartivipants—700,000 women and 400,000 men—
wanted a job now but were notlooking for work because
they felt they would be unable to find a job. These
“doepuraged workers™ are not Jawsified as unemployed
because they do not meet the labor market test of having
searched for work duning the month prior to the survey
interview. Typaally, about a third of all “discouraged™
workers cite personal problems, factors such as age ox
lack uf education, as the reason they feel they would not
be able to tind « job, the remainder cite job market
factors. The size of the latter group tends to respond to
oy ial pressutes, while the former usually shows httle
cyclical movement.’”?

Women as Union Members

Labut vrgamzauons represented 7.2 million women ot
19 pereent of the 38.2 milhon women employed as wage
and salary workers in 1980, a sumewhat lower number
and proputtion were actual members—6.1 million or 16
pereent of stmulacly employed women (sce table 1-34).
Sinee 1970, there has been an increase of about 1.8
mudhion women who are members of or represented by
labour vrgamizations.” (These data were derived from the
Current Population Survey 1in May 1980, which asked
twuguestions (1) whether worker was actually in a union
ut employee assouation, and (2) only (f the first was
atiswered 10 the negative, whether the worker was cov-
ered by a umon or employee association wontract. These
data are not strictly comparable with prior Burcau of
i.abor Statisties tnformanon derived from information
voluntanly submitted by unions and employee associa-
Liuns 1N Tesponse Lo a4 questionnaire. However, the pat-
terns and trends in labor organization membership are
similar between the two data sources.) The growth has
been continuous, reflecting particularly the increase in
employment in the service industries and in State and
local governments. Yet, while women have been moving
into the rank-and-file of umons and employee associa-
tions, their representation in official positions has not
advanced proportionally.”

** Employmeni and L nempluyment Duting 1979, An Analysis,” Carol Boyd
1 conand Pahipl  Rones, Monthly Labor Review, February 1980, pp. 9-10,U.S
Depariment of Labur, Bureau of Labor Stawsties.

" Lurnungs and Other Charadtersins of Organized W orkers, May 1980 Bulle
10 2108, Seprember 1981, 1S Department of Labor, Bureau of 1 abor Statstics

4 Women an L abur Organizaiens Ther Ranky Are inereasing ™ Linda H
1 vGainde, Mondhly [ abor Revien, Augusl 1978, pp 8 14, Directory uf National
L mons and Emplovee 4sseaations, 1979, Bulletin 2079, September 1980, U.S
Department of | abor, Bureau ot 1 abor Siatisties
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The proportion of union members who are women has
increased since the mid-1950's despite a decline in the
proportion of the labor force that is organized (sce table
1-35). In May 1980, 30 percent of union members were
women, up from 24 percent in 1970. By race, black
women comprised 41 percent of allemployed black labor
organization members, while white women comprised 28
percent of their group. However, during a period of
unprecedented entry of women into the work force
(1970-79), the proportion of women in unions and em-
ployee associations did not increase in proportion to the
women’s segment of the civilian labor force—43 percent
in 1980. In addition, a larger propuition of minority
wage and salary workers than white workers were
organized—24 percent of employed black women com-
pared with 15 percent of white women were members of
labor organizations in May 1980.

Women's disproportionate share of labor organiza-
tion membership is most likely due to the fact that union
membership continues to be concentrated in the tradi-
tionally male blue-collar occupations. The largest pro-
portion of women in the labor force work in clerical and
service occupatipns in industries where union organiza-
tion is less extensive than among the blue-collar workers
in manufacturing industries. However, to the extent that
women are assuming a more active rolein achieving their
economic goals, unionization is becoming increasingly
attractive in white-collar and service industries.

Nonetheless, those who are organized have benefited
fronx membership in labor organizations. In addition to
more generous and comprehensive fringe benefits, there
is a significant differential in wages. In May 1977 (data
arc no longer disaggregated by sex) the usual weekly
earnings of full-time employed women represented by
labor organizations exceeded those of unorganized and
similarly employed women by 30 percent (3206 v. $159).
Organized women's carnings were 73 percent of orga-
nized men’s carnings ($206 v. $283), while unorganized
employed women earned 60 percent of unorganized
men’s earnings ($159 v. $273).

In recent years there has been some dispersion in
women union members. In 1978 women made up at least
50 percent of all members in 26 unions. These unions
accounted for 44.8 percent of all female members. In
1978 only 18 unions reported no female members com-
pared with 45 in 1970.

Although only 18 of 208 national unions and employce
associations reported no women members in 1978,
women tended to join and to be organized by unions
already having large numbers of women members. In
1978 the 23 umons and employee associations with at
least 50,000 women members accounted for 81 percent
of all organized women workers. The pattern is attribut-
able largely to the continued employment of large num-
bers of women 1n a limited number of occupations. Of
the organizations reporting their memnbership in both
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Table |-34

Labor organization status of employed wage and salary workers, by sex and race, May 1980
(Numbers in thousands)

All races White Black
Membership status Number Percent Number Percent Number Percent
Total
Represented 22,493 100.0 19,176 100.0 3,317 100.0
Members 20,095 89.3 17,099 89.2 2,996 90.3
Nonmembers covered by
contracts 2,398 10.7 2,077 10.8 321 9.7
Men
Represented 15,302 100.0 13,375 100.0 1,927 100.0
Members 14,029 91.7 12,261 91.7 1,778 92.3
Nonmembers covered by .
contracts 1,263 8.3 1,114 8.3 149 7.7
Women
Represented 7,191 100.0 5,801 100.0 1,390 100.0
Members 6,056 84.2 4,838 83.4 1,218 87.6
Nonmembers covered by
contracts 1,136 15.8 963 16.6 173 124
Note Because ol rounding. sums of indimdual items may not equal totals
Source Eatmings and Other Characteristics of Organized Workers, May 1980, U S Dapartment of Labor. Bureau of Labor Stalistics
Table }-35
Membership of women in national unions and employes associations, selected years, 1954-78
Number of
women Percent of
members total
Year (in thousands) membership
Unions and associations:
1970 5,398 23.9
1972 5,736 24,9
1974 6,038 25.0
1976 6,438 26.7
1978 6,857 28.1
Unions:
1954 2,950 16.6
1956 3,400 18.6
1958 3,274 18.2
1960 3,304 18.3
1962 3,272 18.6
1964 3,413 19.0
1966 3,689 19.3
1968 3,940 19.5
1970 4,282 20.7
1972 4,524 21.7
1974 . 4,600 21.3
1976 . 4,648 22,0

1978 4,267 24.2

Scurce Directory of Natonal Umians and Emplayee Assocrations 1979, Bullstin 2079, 1980 U S Department of Labor. Bureau of Labor Statistics
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1970 and 1978, the same 23 umons and associations had
large numbers of women meinbers, with only one report-
ing fewer than 50,000 women members in 1970. Labor
organizauons which had increased women's membership
by at least 150,000 over the year period, 1970-78, in-
Jluded the teacher’s organizations—both the union and
the assouiation, retail clerks, State, county, and munici-
pal employeces; Teamsters, and service employees.

Wamen joined employee associations because of the
common occupations and industries that women enter
and the associations represent. For example, the Na-
tional Education Association 1s made up primarily of
teachers, a predominantly female occupation. The NEA
accounts for two-thirds of all women in associations.
Nursing, another occupation historically dominated by
women 15 orgamized pnmarily by the Américan Nurses’
Association and the National Federation of Licensed
Practical Nurses. Women now account for 45 percent of
membership 1n employee associations of State work-
crs.’®

Although a growing proportion of women are on the
membership rolls of unions and employee associations,
their representation in official positions has- not ad-
vanced proportionally.

According to a Coalition of Labor Union Women
(CLUW) report, Absent From the Agenda, women ac-
counted for 50 percent of the expansion in union mendi-
bership during the last two decades. Yet, women are
seldom in positions where they can affect contract or
policy decisions. Moreover, 30 percent of all organized
workers are women, but only 12 percent of all national
leadership positions are occupied by women. ™

Recognizing that the problems of women workers
transcend individual unions, women from 58 labor orga-
nizations formed the Coalition of Labor Union
women—CLUW—in 1974, (The Coalition of Labor
Union Women was created without the support of the

" Darectory of National Uniens and Employee Assoctations, 1979, 0p cit, pp
L0 &1 (This directory s no longer published.)

" 1 ack of Women in 1 abor Leadership Examined by Major Study.” Coali-
tion of Labor Union Women, News Release, September 12, 1980 Center for
Education and Research, Inc , Washington, D.C
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AFL-Cl10O, but 3 years later AFL -CIO President George
Meany did express support for the coalition.) Together in
one oganization women (and men) from AFL - Cl1O affil-
iated unions, independent unions, and employce associa

tions work within the labor movement to organize the
nonorganized, increase participation of women union-
ists in their unions, utilize affirmative action through
their unions, and press for legislative action to further
women’s human interests, such as child care.

In addition, changes occurred within the Executive
Council of the AFL-CIO during the 1978-79 period. In
addition to the election of Lane Kirkland as President, a
15-member Executive Council Committee was created at
the convention to explore means by which women and
minority members may be more adequately represented
at the highest echelons of the Federation. 1n a statement
following the February 1980 meeting of the Executive
Council, Kirkland announced a plan to set aside two
seats on the Executive Council, one for a womanand one
for a member of a minority group. These additions
would be made as scats become available through nor-
mal member turnover. This move toward expanding the
role of women and minorities is a significant break with
tradition. Although, under the AFL-CIO constitution,
any member in good standing of an affiliated union is
cligible to serve as a member of the Executive Council,
with rare exceptions only presidents of affiliated organi-
zations have been nominated and elected.’”

A scat on the Executive Council became vacant in
1980. Late that year Joyce Miller, President of CLUW
since 1977, was nominated and elected to the Executive
Council of the AFL-CI0, becoming the first woman to
serve on the Council since its formation. She also serves
asan International Vice-President and Director of Social
Services for the Amalgamated Clothing and Textile
Workers Union. In 1981, Barbara Hutchinson, Director
of the Women’s Department, American Federation of
Government Employees (AFGE), was elected to the Ex-
ecutive Council, AFL-CI0O.

" Directory of Natwnal Unions and Emplovees sAssociations, 1979, op .,
pp S0-¢i
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Chapter 11

WOMEN’S EMPLOYMENT IN OCCUPATIONS AND

INDUSTRIES

As women cntered the 1980’s, they continued to be
concentrated in the traditional female occupations. De-
spite some positive signs of change, more than half (55

mg opportunmes. Examples are pre-apprenticeship and
pprenticeship training, vocational training, increased
professional opportunities, and the encouragement of

percent) of all employed women are in two occupation / entrepreneurship for women.

groups. The largest single category is still the clcnc;l
one—stenographer, typist, secretary—a category that
first gained prominence among women in the 1920% and
1930's.” The second largest occupation category is serv-
ice work—food handlers, health service workers, per-
sonal service workers, and the like.

Nevertheless, laws enacted in t..c 1960’s and 1970’
which seek to end sex discrimination in employment—
for cxample, the Equal Pay Act, title VII of the Civil
Rights Act of 1964 (Equal Employment Opportunity),
and the Pregnancy Discrimination Act (see chapter V)—
are having some effect on the occupational distribution
of women. By the end of the 1970’s, women had begun to
make inroads into skilled crafts, managerial positions,
and other jobs traditionally held by men. The younger
women—those under age 35—are making the greatest
strides into nontraditional, male-d ominated jobs.

More than in previous decades women can now be
found in nearly every job category listed in the national
census of occupations. Moreover, there are indications
that the concentration of women within some categories
may be lessening.

Along with legislative initiatives that support a chang-
Ing economic role for women, many special programs
have been developed to create new educationaland train-

' Women in the Labor Force: Sorme New Data Series, Janet L. Norwood and
> Ehzabeth Waldman. Report 515, 1979, U.S, Departipent of Labor, Burcau of
Labor Statistics,
Note Inthis chapter, the occupational discussion is based largely on data from
the Current Population Survey (CPS), conducted each month for the Bureau of
Labor Staustes (BLS) by the Census Bureau. 1t1s based on household interviews
obtained from a sample of the population 16 years old and over. The industrial
discussion 1s based largely on data from establishment surveys of nonagnicultural
payiollyconducted by BLS. The establishmentseries provides a count of jobs, the
CPS prowdes a count of individuals. Despite these differences, data on the
naustnat employment of women from the establishment senies complements and
confirms trends that are indicated by the CPS.

>
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However, despite the efforts being made by women to
enlarge their occupational .,orizons and the development
of programs to encourage these efforts, occupational
and industrial segregation remains the single most im-
portant problem facing women workers today because it
is closely tied to their low earnings (see chapter III).

Differences in Occupations of Women and
Men

Overall, the 43 million employed women workers
make up 43 percent of total employment. One way to
view differences in the occupations of women and men is
to examine the proportion of women and men in each
major occupation group. Charts [I-1 and 11-2 show that
in 1981 women and men still are employed large’s in
different occupation groups. The greatest numbers of
women continued to find employment in office and serv-
ice jobs, and the greatest numbers of men continued to
be employed in skilled craft, operative, and management
jobs. -

Men historically have been more dispersed among all
occupations than women, but as the following discussion
will show, women are making inroads in all occupations
at all levels.

White Collar

Assignificantly greater proportion of women than men
worked in office jobs of all kinds—in 1981, some 66
percent of women versus 43 percent of men. The most
obvious difference in these jobs held by women and men
is the concentration of women in clerical occupations.
Among female workers, 15 million (35 percent) were
employed in clerical jobs in 1981 compared with only 6
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Chart 114 .
Employment in different occupation groups varies by sex.
Major occupation groups of employed women and men—1981annual average.
Women as a percent Millions of workers
of totalemployed 0 2. 4
L ] L ] L ]
805
592 Service workers
{exc=pt private household)
Professional & technical
446 workers
320 Operatives
454 Sales workers
27.5  Managers & administrators
96,5  Private household workers .il ’
6.3 Craft & kindred workers . : ./ . '
11,5 Nonfarm laborers l . -y .
17.8 Farm workers I R
Source. V.S, Department of Labor, Bureau of Labor Statistics.

percent of rnale workers (tables II-1 and 11-2). Over the
last decade the proportion in this occupation changed
httle for wenen, but declined slightly for men. The
proportions also were little changed for sales workers, at
7 percent for women and 6 percent for mien. For both
men and women, the proportion of professional and
techmical workers advanced similarly while the propor-
tion of female managers and administrators posted,a
sizeable gain, Still, the proportion of female managers
and administrators was about half that of men.

.
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The proportion of all employed women with profes-
sional and technical jobsin 1981 was slightly higher than
the proportion for men: 17 and 16 percent, respectively.
However, women were more likely to be employed in
traditional female jobs as registered nurses, health tech-
nologists and technicians, teachers (except college), li-
brarians, and social workers. Menwere more likely to be
engineers, architects, lawyers and judges, and physi-
cians, dentists, and related practitioners. Although the
proportion of men in managerial positions (15 percent)

61 t
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Table l1-1

Major occupation groups of employed persons, by sex, 1972 and 1981 ;
' Woman Men

Occupation 1981 1972 1981 1972

Tofa! employed: .
Number (in thousands) 43,000 31,218 57,397 50,935
Percent £ 100.0 100.0 100.0 100.0

|

White-collar workers 65.9 61.0 429 39.8
Protessional and technical workers 17.0 145 15.9 138
Managers and administrators (except farm) 74 46 14.6 13.1
Sales workers 6.8 7.2 6.1 6.2
Clerical workers 34.7 34.7 6.3 6.9

Blue-collar workers 13.6 15.4 44.3 47.0
Craft and kindred workers 1.9 1.3 20.7 h 20.6
Operatives (except transport) 9.7 128 11.1 12.5
Transport equipment operatives  * 0.7 0.4 55 6.1
Nonfarm laborers 1.2 08 71 7.8

Service workers 19.4 220 89 - 8.1
Private household workers 23 45 0.1 0.1
Other X 171 17.5 8.8 8.1 .

Farm workers 1.1 1.7 3.9 5.0
Farmers and farm managers 0.4 0.3 2.3 3.1
Farm laborers and supervisors - 0.7 1.4 1.6 1.8

Source U S. Department of Labor. Buroau of Labor Statistics.

Table 11-2

Major occupation groups of employed women, 1972 and 1981
(Women 16 years of age and over)

Number (in thousands) Percent distribution

Major occupation group 1981 1972 1981 1972
Total 43,000 31,218 - 1009 < 100.0
Professional and technical workers 7,319 4534 17.0 14.5
Managers and administrators 3,168 1,422 7.4 4.6
Sales workers 2,915 2,238 6.8 7.2
Clerical workers 14,938 10,833 34.7 347
Craft and kindred workers 803 3N ’ 1.9 1.3
Operatives 4,499 4,145 10.5 13.3
Nonfarm laborers 527 255 1.2 0.8
Service workers 8,342 6,880 19.4 22.0

Private household 1,010 1,407 2.3 4.5

Other 7,332 5,463 17.1 17.5
Farm workers 490 N 545 1.1 1.7

Sourco US Dopartment of Labor, Bureau of Labor Statistics

continues to be greater than that for women, employ-  somewhat larger proportion of all women workers (7
ment of women in these jobs increased steadily over the  percent) than of men workers (6 percent) had jobs as
decade. In 1972 nearly 5 percent of employed women  sales workers in 1981. However, while the proportion of
were managers or administrators; in 1981 more than 7 women employed in these jobs declined somewhat, the

percent of women workers held such jobs. In addition, a  proportion of men héld steady.
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Blue Collar

Almost the reverse employment profile has prevailed
among blue-collar workers as compared with white-
collar workers. Men are three times more likely than
women to work in blue-collar jobs. Men are more con-
centrated particularly in the skilled crafts and in semi-
skilled operative jobs. In 1981, 21 percent of all em-
ployed men were craft and kindred workers compared
with less than 2 percent of the women. In transport
equipment operative jobs the proportions of women and
men were less than 1 percent and 6 percent, respectively.
Although men outnumbered women in these skilled and
semi-skilled occupations, the numbers of women have
been increasing rapidly, particularly in transport opera-
tives and skilled crafts. The number of women craft
workers increased between 1972 and 1981—from
391,000 to 803,000—as shown on Table II-2.

Service

Service occupations make up the second largest sector
of women’s employment. A greater proportion of
women (19 percent) than of men (9 percent) were em-
ployed as service workersin 1981. Less than 3 percent of
employed women held jobs inprivate households and the
proportion for men‘was negligible. Both in terms of
numbers and in the proportion of women employed in
private household jobs, there has been a decline since
1972, The growth of women’s employment in other serv-
ice occupations also has been slower than it has been in
white-collar jobs.

Farm

Men outnumber women more than 4 to 1 in this occu-
pation group. However, farm work accounts for only 4
percent of men's employment and less than half that for
women's employ ment. Employment in farm occupations
has been trending downward for some time.

Occupational Distribution of Women

In this section, the analysis of the occupational distri-
bution of women is based largely on women’s employ-
ment growth over the 1972-81 period. The use of .ata
over this period takes into account the redefinition of
occupational classifications by the Federal Government
for the 1970 censu, which made the Current Population
Survey (CPS) data comparable from 1972 forward.? It

t “Revisions in Occupation Classifications for 1971." reprinted from Employ-
ment and Earnings, February 1971, and "Revisions in Current Population Sur-
vey,” reprinted from Employment and Earnings, February 1972, U.S. Depant-
ment of Labor, Bureau of Labor Statistics.
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provides a view of women’s employment for almost all of
the decade of the 1970’s and into the early 1980°s.

Conventration in Occupations

Although increasing numbers of women have entered
traditionally male career fields in the last decade, women
are still concentrated in a relatively small number of
occupations, as shown in table II-3. For example, in.
1981, almost two of every five (36.4 percent) women
workers were employed in 10 occupations. In the order
of numbers employed, these were secretary, bookkeeper,
sales clerk (retail trade), cashier, waiter, registered nurse,
clementary school teacher, private household worker,
typist, and nursing aide. More than 900,000 women were
employed in each of these occupations. Some of these
occupations are among those with the largest employ-
ment gains in the decade, i.c., secretary, cashier, regis-
tered nurse, and bookkeeper. Among professional occu-
pations, the largest employment gain between 1972 and
1980 was among registered nurses.® In 1972, when BLS
began to publish detailed occupational data on anannual
basis, more than two-fifths of all employed women were
in these 10 occupations. These remain the jobs where
women traditionally have been segregated, where the
overwhelming majority of all employees a.e women,
These also are the jobs where earnings are lower, as
discussed in Chapter 111,

Over 80 percent of all women workers were employed
in 71 out of about 400 detailed occupations in 1981,
Forty-one of the occupations were white-collar, 16 were
service, and the other 14 were blue-collar or farm occu-
pations. At least 100,000 women were employed in each
of these occupations. In 1950 there were only 29 occupa-
tions in which 100,000 or more women were employed;
in 1973 there were 57 occupations in this category. The
expansion in the number of occupations with large num-
bers of women workers reflects the great increases in the
number of women who have entered the labor force in
recent years as well as some lessening of the concentra-
tion of women in arelatively small number of traditional
occupations.

Shifts to Nontraditional Jobs

As defined by the Women’s Bureau, nontraditional
jobs for women are those in which women make up 25
persent or less of the total number of workers. There is,
however, no clear-cut consensus on this definition
among researchers.

The following discussion of women in nontraditional
jobs is based on extremely small estimates for detailed

? “Occupational Winners and Losers. Who They Were During 1972 80 ™ Carol
Boyd Leon, Monthly Labor Review, June 1982, U.S Department of Labor,
Burcau of Labor Statistics.
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Employed persons in selected occupations, by sex, annual averages, 1981

356-407 0 - 84 - §

64

Women
As
percsnt '
Number Percent of total Number Percent
Occupation (in thousands) distribution employment (In thousands) distribution
Total 43,000 1000 428 - 57,397 100.0
White-Collar Workers ' 28,328 659 53.5 24,621 429
Professional and technical workers 7,319 170 44.6 9,100 159 ~
Accountants 434 1.0 38.5 692 1.2
Computer specialiste 170 0.4 271 458 0.8
Librarians, archivists, and curators 159 04 82.8 33 0.1 “
* Personnel and labor relations workers 220 05 49.9 221 0.4
Physiclans 62 0.1 13.7 392 0.7
Registered nurses 1,296 3.0 96.8 44 0.1
Health technologists and technicians 465 1.1 72.3 178 0:3
Social workers 249 06 63.8 141 0.2
Teachers, college and university 206 0.5 ~ 35.2 380 0.7
Teachers (except college and university) 2,257 5.2 70.6 940 16
Elementary school teachers 1,180 2.7 83.6 232 0.4
Kindergarten and prekindergarten teachers 241 0.6 98.4 4 % I
Secondary school teachers 632 15 51.3 599 1.0
Engineering and science techniclans 214 0.5 18.8 927 1.6
Wiriters, arti-1s, and entertainers 553 1.3 39.8 834 15
Managers and administrators (except farm) 3,168 7.4 21.5 8,372 14.6
Bank offlcers and financial managers 261 0.6 37.5 435 08
Buyers and purchasing agents 167 0.4 . 35.1 309 0.5
Restaurant, cafeteria, and bar managers 293 0.7 40.3 434 0.8
Sales managers and department heads
(retail trade) 139 0.3 40.2 206 0.4
School administrators 156 0.4 36.3* 274 0.5
Sales workers 2916 6.8 45.4 2 3,509 6.1
Hucksters and peddlers 135 0.3 79.4 35 0.1
Insurance agents, brokers, and underwriters 142 03 23.9 453 0.8
Real estate agents and brokers 280 0.7 49.8 282 05
Sales clerks (retail trade) 1,730 40 71.2 702 1.2
Clerical workers 14,938 34.7 80.5 3,626 6.3
Bank tellers 532 1.2 93.5 37 0.1
Billing clerks 135 0.3 88.2 18 "
Bookkeepers 1,786 4.2 91.1 175 0.3
Cashlers 1,431 33 86.2 229 04
Counter clerks (except food) 275 0.6 76.4 85 L 0.1
Estimators and investigators (n.e.c.) 295 0.7 54.6 245 0.4
Flleclerks 264 0.6 83.8 51 0.1
Computer and peripheral equipment operators 360 0.8 63.8 204 0.4
Keypunch operators 232 0.5 93.5 15 ("
Payroll and timekeeping clerks 187 0.4 81.0 44 0.1
Postal clerks 102 0.2 37.9 167 0.3
Receptionists 657 1.5 97.3 17 "
Secretarles 3,883 9.0 99.1 34 0.1
Shipping and recelving clerks 118 0.3 22.5 406 0.7
Statistical clerks 297 0.7 80.3 73 0.1
Stock clerks and storekeepers 184 0.4 34.8 344 0.6
Teachers aides (except school monitors) 354 0.8 92.9 27 "
Telephone operators e 286 0.7 . 929 22 (U]
Typists - 993 23 96.3 38 0.1
55 '




Table §1-3 (Continued)
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Employed persons in selected occupations, by sax, annugl averages, 1981

Women Men
As
pearcent
Number Percent of total Number Percent
Occupation (inthousands) distribution employmant (in thousands) distribution
Blus-Collar Workers 5,815 135 "18.6 25,448 443
Craft and kindred workers ) 802 1.9 6.3 11,859 20.7
Blue-collar supervisors ; 205 0.5 11.3 1,611 2.8
Printing craft workers 100 0.2 24.9 302 0.5
Operatives (including transport) \ 4,499 105 32.1 9,517 16.6
Assemblers - 611 1.4 52.4 556 1.0
4 Checkers, examiners and inspectors v

(manufacturing) 430 - 1.0 53.8 369 0.6

Clothes ironers and pressers 95 0.2 80.5. 23 ")

Dressmakers and seamstresses (except factory) 114 0.3 97.4. 3 ()
Laundry and dry cleaning operators (n.e.c.) 129 0.3 66.5 66 0.1
Packers and wrappers 372 09 63.2 217 0.4
Sewers and stitchers 775 18 96.0 32 01
Textile operatives 183 0.4 61.0 116 0.2
Bus drivers ’ 170 0.4 47.2 190 0.3
Nonfarm laborers 527 o2 1.5 4,056 7.1
Stockhandlers 244 0.6 24,6 - 749 - 1.3
Service Workers 8,342 194 62.1 5,097 8.9
Private household workers 1,010 23 96.5 38 1.0

Child care workers 3 440 1.0 976 1 0]

Private household cleaners and servants 445 1.0 95.1 - 22 "
Service workers (except private household) ~ 7,332 171 59.2 5,059 8.8
Cleaning service workers 961 22 38.6 1,528 2.7
Building interior cleaners 528 1.2 55.3 427 0.7

Lodging quarters cleaners 175 0.4 97.2 5 "
Janitors and sextons 258 0.6 19.1 1,096 1.9
Food service workers 3,101 7.2 66.2 1,581 28
Bartenders . 149 0.3 47.3 166 03
Cooks 723 1.7 51.9 670 1.2
Dishwashers 73 0.2 28.5 183 0.3
Food counter and fountain workers 391 0.9 83.7 77 0.1
Waiters, waitresses, and helpers 1,363 3.1 80.1 338 0.6
Health service workers 1,780 4.1 89.2 215 0.4

Dental assistants 139 03 97.2 4 "
Health aides and trainees (excluding nursing) 261 0.6 84.2 48 0.1
Nursing aldes, ordeglies, and attendants 979 23 86.6 152 03

Practical nurses 394 0.9. 97.8 10 "
Personal service workers 1,342 3.1 76.0 424 0.7

Child care workers 407 09 95.5 19 (")
Hairdressers and cosmetologists : 515 1.2 89.3 62 0.1
Farm Workers 489 1.1 17.8 2,260 3.9
v Farmers and farm managers  * 168 04 11.3 1,317 23
Farm laborers and supervisors 322 0.7 25.5 . 943 1.6
Farm laborers (wage workers) 154 0.4 15.9 815 1.4
Farm laborers (unpaid family workers) ' 165 0.4 65.0 89 0.2

- - »

:
* Number too small fot 1etable ostimate
Source Employment and Earmings, March 1982, US Department of Labor, Bureau of Labor Statistics
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occupations which were derived from a sample survey.
In data of this type, sampling errors are large. In this
section, the estimates of women in nontraditional jobs
are used to give an indication of trends rather than to
provide absolute counts.

One of the important shifts that occurred between *

1960 and 1970 in the employment of women was the
influx of women into the skilled trades.® According to
the 1970 CPS, almost one-third of a million women
(332,000) were working in the skilied occupations (crafts
and kindred worker group), up from 222,000 a decade
carlier. By 1981 the CPS data showed that there were
802,000 women employed in these skiljed trades, more
than double the number in 1970 and almost four times
the number in 1960.

Employment of women increased in the 1960’s and
1970 in almost all the skilled trades—in construction,
mechanic and repair work, and supervisory blue-collar
occupations, Most individual craft jobs listed in the 1960
and 1970 censuses showed rates of increase for women
that exceeded the rates of increase for men. CPS data for
1972-81 show a similar trend (see table [1-4). For exam-
ple, the employment of women carpenters increased
from 5,000 in 1972 to 21,000 in 1981, up 300 percent,
compared with a growth of }ess than 10 percent among
male carpenters. However, ‘the increase in the female
share of carpentry was small, rising from less than 1
percent to about 2 percent of all such jobs between 1972
and 1981. Other skilled trades that posted small increases
in women’s share of employment in the same period
included electricians, painters, construction workers,
mechanics and machinists. 1t must be kept in mind that
these estimates are very small and are used just as a
general indication of, trend movement in the aggregate
craftand kindred worker group. Altogether, women still
hold less than one of every five skilled jobs.

Women also made significant employment gains in
certain other predominantly male professions such as
law Since 1972, such professions as accounting, phar-
macy, computer science, and operations research no
longer are nontraditional for women, women in 1981
were more than 2§ percent of the total employment. The
following discussion recounts some of the details of
women’s progress. Employment of women lawyers grew
from about 12,000 in 1972 to about 79,000 in 1981, and
women more than tripled their proportion of all em-
ployed lawyers (4 to 14 percent). Gains were made in the
medical professions The number of women physicians
nearly doubled — 34,000 to 62,000 in the 1972/81 period.
In addition, the number of women dentists increased
from about 2,100 to 6,000—from 2 to 5 percent of all
dentists—and the number of women Bharmacists rose

.

¢ "Sexstereotyping Its Decline in Skilled Trades,” Janice N. Hedges and Stephen
b Bemu, Monthiy Labor Review, May 1974, U,S. Departinent of Labor, Bureau
ol Labor Statisting
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from 16,000 to 39,000—from 13 to 26 percent between
1972 and 1981. Women in engineering increased from x
about 9,000 to about 68,000 between 1972 and 1981, an
800 percent increase, compared with a 33 percent growth
rate for men. Employinent of women accountants grew
from 34,000 to 434,000 and more than doubled the
growth rate for men.

Women also have made noticeable inroads into some
of thé traditipnally male sales occupations. The employ-
ment of women insurance agents, brokers, and under-
writers increased from about 51,000 in 1972 to 142, 000in
1981, and from 12 percent to 24 percent of all workers in
these occupations. Women sales representatives in man-
ufacturing industries increased from 27,000 to 83,000
over this period, from 7 to 20 percent of all workers in
this area. i

The category of bank officers and financial managers
was the fastest growing major managerial occupation for
women, largely because of new job opportunities that
developed with the rapid expansion of branch banking.
Women’s share of total employment in this area multi-
plied since 1972 reaching 261,000 in.1981. By that year
women madc up about 38 percent of all workers em-

ployed as bank officers and financial managcrs /

Protective service occupations had substantial in-
creases in female employiment dunng the 1970's. The
‘number of women employed as guards rose between;
1972 and 1981, from 19,000 to 83 000, while the propor+
tion of men employed as guards grew by one-third. The
number of women police officers and detectives more
than doubled from 11,000 to 29,000. By 1981 women
held 6 percent of these jobs.

During the'1972-1981 period, when womcn were ¢cn-
tering predominantly male occupations in increasing
numbers, men were making inroads into occupations
where women, traditionally have predominatéd. The
number of male librarians reached 33,000 in 1981, nearly
double the number in 1972. Male elementary school
teachers also increased in number, reaching 232,000 in
1981° 4

The number of women entering traditionally male oc-
cupations undoubledly increased, at least in part, as a
result of chcral legislation and affirmative action pro-
grams (sce chapter VI). As women seek such jobs, and as
inore men enter the traditionally female occupations, it
will be intercsiing to note what changes, if any, the
employment of gteater numbers of men will bring about
in the wages, unionization, and prestige in occnpations
where women bave long predomginated.

I

Major Occdpation Groups

Professional Jnd Technical Workers
!

(

More than 7.3 million women—about 1 out of 6 em-
ployed women—jwere in professional and technical occu-
i

¢

]
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- Table il:4

.

Women as a percent of total employment in selected white-collar and blue-collar nentraditional
occupations, 1872 and 1981

. Tote! number employed Womer as psrcent of
{in thousands) total

Occupation 1981 1972 1981 1972
) Total . 100,397 82,153 428 38.0
Whl‘to-coIhr workers 52,949 39,330 53.5 45.4
Professional and technical workers 16,419 11,538 44.6 39.3
Accountants 1,126 156 38.5 21.7

- Architects 94 66 43 3.0
Computer specialists 627 276 2714 16.8
Computer systems analysts 213 75 25.8 10.8
Englneers 1,537 1,111 4.4 0.8
Aeronautical and astronautical 84 52 1.2 : —_
Chemicai 67 —_ 1.6 —
Civil ‘ 190 156 25 0.6
Electrical and electronlc 380 289 . 39 0.7
Industrial 237 17 11.4 2.4
Mechanical 252 192 28 —_
~ining' —_ - - —_
Lawyers and judges . 581 322 14.1 3.8
Lawyers 558 305 14.2 4.0
Judges' . - - . - -

Life and physical sclentists " 311 232 219 10.0
Agricultural sclentists!’ - - . - -

, "Chemists’ . 138 » 120 217 101
Geologists r 45" -_. 114 -
Physicists?® —_— — - —_—
Opédrations and systems researdhers and analysts 199 112 26.1 10.8
Physicians, dentists, and relatectpractitioners 828 630 14.4 9.3
Dentists 130 108 4.6 1.9
Optometrists! - - - -
Pharmacists 152 127 25.7 127
Physicians, medical and osteopathic 454 332 . 137 10.1

. Podiatrists’ . -_ - -
Veterinarians' ’ ) e—— -
Religious workers . 337 293 119 11.0

Soclal scientists 314 143 338 213
Economilsts . 160 69 25.0 118
Urban and regiona] planners —_ —_ - —

Engineering and science technicians 1,141 835 18.8 9.1
Chemicai techniclans 103 77 26.2 13.0

Drafters 343 288 19.2 6.3
Electrical and electronlc_engln%erlng technicians 275 166 13 5.5
Surveyors ' 92 72 1.1 -

Techniclans (except health, engineering and sclence) 219 153 22.4 1.2
Alrplane pilots 82 <64 - -

Alr traffic controllers b= - — -

Writers, artists and entertainers 1,388 903 39.8- N7
Designets , 28 - i1 29.4 18.2
Photographers . 101 7 238 - 15.6

Managers and ddministrators (except farm) 11,640 . 8081 21.5 176

Inspectors (except construction and -
public administration) 110 97 109 6.2

Otficials of lodges, societies, and unions, 117 80 29.1 . 18.8

Sales menagers (except retall trade) 374 . 26 - 139 29 °

Sales workers 6,425 5,383 45.4 41.6

Insurance agents, brokers, and undarwriters 595 443 239 11.6

Stock and bond sales agents 159 . 102 170 - « 99

O
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Table l1-4 Continued s

-, Women as a percent of total employment in selected white-coliar and blue-collar nontraditjonal
occupations, 1972 and 1681

A

{ \ Total nuniber employed Women as percent of :
V! (In thousands) total ‘
. Occupation - o | » 1981 1972 1981 1972 |
\ -
. .
Sales workers and sales clerks (n.e.c.) 4,585 4,030 46.6 44.2 |
Sales representatives, manufacturing Industries 416 401 20.0 6.6 l
Clerical workers 18,564 14,329 80.5 756
Dispatchers and starters, vehicle 115 86 38.3 16.3
b Malil carrlers, post-office 242 2n 15.7 6.7
Shipping and receiving clerks - 525 453 22,5 14.9
. * Blue-collar workers ( : 31,261 28,721 18.6 16.7
Craft and kindred workers 12,662 10,867 6.3 3.6
Automotile accessories installers’ — - - -
Blue-collar worker supervisors (n.e.c.) . 1,816 1,419 1.3 6.9
Brickmasons, stonemasons, and tilesetters . 152 176 -— —_ _
Cabinetmakers 75 60 2.7 5.0
s Carpenters 1,122 1.0 2 1.9 0.5
Crane, derrick, and holst operators 143 150 0.7 1.3
Electricians - 684 498 1.6 0.6
Excavating, grading, and road machinery : .
* operators 422 428
« Glaziers 53 —_
.*" Inspectors (n.e.c) 143 131
Jewelers and wa'chmakers’ 46 -
Job and die setters, metal ) \ 94 94
Locomotive engineers - v 47 53
Machinists . 574 379
Mechanics-and repairers 3,408 2,786
Air conditioning, heating and
< refrigeration mechanics . 212 175
Aircratt mechanics 123 124
Automobile body repairers 204 162
Automobile mechanics 1,045 1,040
Data processing machine repairers 100 46
Heavy equipment mechahics, including diesel 1.007 719
Household appliance and accessory installers
and mechanics . 132 132
Olfice mazhine repalrers . 75 69
Radio and television repairers 109 2124
Railroad and car shop mechanics 60 55
Molders, metal ‘ 52 53
Painters, construction and maintenance 4an 430
Paperhangers® . — —
Photoengravers and hthographers® — . -
Pilumbers and pipefitters 472 391
Printidg press operators 166 142
Roofers and sfaters 139 86
Sheet metal workers and tinsmiths 157 150
Shoe repairers ) - -
Stationary englneers 182 N 191
Telephone installers and repairers 326 312
Telephone line workers and repairers 79 67
Tool-and-die makers 175 184
Operatives (except transport) 10,540 10.388
Drliers, earth 61 50
Dryviall installers and Jathers 8z 84
Meat cutters and butchers (excluding .
manufacturing) 178 202

O
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Tabtle {{-4—Continued

Women as a percent of totai employment in selected white-collar and blue-collar nontraditional occupa-

tions, 1672 and 1981
Total number employed Women as percent of
(in thousands) total

Occupation 1981 1972 1981 1972
Mine operatives (n.e.c.) 270 144 2.2 0.7
Mixing operatives; 78 99 38 30
Painters, manufactured articles 166 179 16.9 14.6
Precision machine operatives 352 390 12.8 10.0
Drill press operatives 57 75 26.3 . 21.3
Grinding machine operatives 134 130 10.4 5.4
Lathe and mitling machine operatives 102 123 5.9 5.7
Welders and flame cutters 728 558 4.7 36
Transport equipment operatives 3,476 3,223 8.9 4.2
Delivery and route workers 563 895 8.5 25
Fork lift and tow motor operatives 369 304 5.7 10
Taxicab drivers and chautteurs 164 167 9.8 9.0
Truck drivers 1,878 1,449 2.7 0.6
Nonfarm laborers 4,583 4,242 1.5 6.0

Construction laborers, including carpenters’
helpers 825 948 22 0.5
Freight and material handlers 753 765 9.7 5.9
Gardeners and groundskeepers (except farm) 666 548 4.7 2.2
Warehouse laborers (n.e.c.) 277 152 6.1 2.0
Service workers 13,438 11,026 62.1 " 624
Private household workers 1,047 1,442 96.5 97.6
Service v drkers, except private household ' 12,165 9,584 58.9 32.8
Protective service worke(s 1,459 1,150 101 5.7
Firefighters 214 201 0.9 0.5
Guards 607 415 13.7 46
Police and detectives 512 418 5.7 2.6
Sheriffs and bailiffs [al 59 7.0 5.1

U

* Date not Snown whare base of percentage 1¢ss than 35.000
NotedN € €1 = not eisewhere crassified

patioas 1n 1981, Nearly 4 million more women were
employed in these occupations in 1981 than in 1972,
This large inurcaye van be attributed to a number of
suudl and econumie developments. The school age pop-
ulation vonunued to expand greatly (although not as
rapidly as during the 1969°s). This resulted in the employ -
ment of a somewhat larger number of women as teach-
crs, other educational personnel, and librarians. Ex-
panded health programs and enlarged medical fadilitics
nrovided a greater number of yobs for women as nurses,
therapists, dietitians, pharmacists, and clinical labora-
tory technologists and technicians, and in other profes.
sional and techmial health occupations. The growth of
business and industry and of Federal, State, and local
gouvernments provided more opportunities for women in
such professional and technical occupations as account-
ant, computer speualist, and program administratoer.
Growth in soual wclfarcvand recreation programs helped

RIC :
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Soutce Employment and Earmngs March 1982 and unpublished data. U S Department of Labor. Bureau of Labor Statistics

to increase the number of women in those owcupational
fields.

Teaching is by far still the largest professional occupa-
tion of women, In 1981 there were more than 2.3 million
wumen who were noncollege teachers, and they ac-
counted for about 31 percent of all women in profes-
sional and technical oceupations. However, this was a
considerably lower proportion than in 1972, Further-
muie, the teaching profession gained little from the ex
traordinary increase in women entering or returning to
the labor force in the 1970%. The number of women in
noncollege teaching in 1981 was only slightly greater
than the 2 million who had such ¢mployment in 1972,
The declining need for teachers, a result of lower birth
rates, is partly responsible for this slow growth in em
ployment.

In 1981 women accounted for nearly 84 percent of the
Nation’s elementary school jeachers and more than half
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of the secondary school teachers. More than half of the
women teachers (1.2 million) were elementary teachers;
632,000 taught at the secondary level, 241,000 were pre-
kindergarten and kindergarten teachers.

At the college level, there were 206,000 women teach-
ers in 1981, an increase of almost 60 percent from 1972,
They accounted for 35 percent of all teachers at the
college level in 1981,

The health field also coutained a large group of
women in the professional and technical occupation
group. In 1981 there were 1,8 million women, about one-
fourth of all female professional and technical workers,
in" the health: occupations. About 1.3 million of these
women were registered nurses, compared with about
800,000 in 1972, Another large group of women (about
465,000 in 1981, up over 100 percent from 222,000 in
1972) s ere health technologists and technicians, most of
them were clinical laboratory fechnicians and technolo-
gists, radiologic technologists and technicians, and den-
tal hygienists.

The number of female physicians, dentists, and re-
lated practitioners increased sharply (over 100 percent)
since 1972, compared with an increase of about 24 per-
«ent for male,. However, women still account for only
about 14 percent of all persons in these professions.

Other professional and technical occupations in which
there were large increases of women between 1972 and
1981 were. accountant (434,000 in 1981, up nearly 200
pereent), computer specialist (170,000, up nearly 300
pereent), writer, artist, and entertainer (553,000, up
more than 90 percent).

Managers and Administrators

More than 3.2 million women were managers or ad-
munstrators 1a 1981, up nearly 125 percent from 1972
when 1.4 million women held such jobs. These occupa-
liuits account for more than 7 percent of all jobs that
women held. Amoung Jll managers and administrators,
women had about 28 percent of the jobs, up from 18
percent in 1972,

About | out of 6 women in managerial or administra-
tive jobs was self employed or was an unpaid family
worker, Jdown substantially since 1972. Most of the
Jhange occurred as a result of women moving out of
~apaid family work. Many unpaid family workers arc in
~otail establishments, such as food stores, eating and
drinking places, and apparel and accessory stores. Most
latied women managers also are in retail trade, where
they work astestaurant, cafeteria, and bar managers and
as buyers, or ure small office managers, in addition,
many are goverament administrators and school admin-
istrators. Between 1972 and 1981, all types of manage-
ment positions offered growth opportunities for women,
especially sales, banking and finance, buying and pur-
chasing, and health and public administration.

Aruitoxt provided by Eic:

Clerical Workers

" Before the carly 1970, clerical work was one of the
fastest growing occupations for women. CPS data show
that since 1972 proportionally greater gains in the em-
ploy ment of women have been made in managerial, pro-
fessional, and technical occupations and inshilled (craft)
jobs.

Nonetheless, clerical work is still the single largest
occupation group for women. Almost 15 million
women, or 35 percent of all women workers, had clerical
jobs in 1981. More than 80 percent of all Jlerical workers
were women.

The number of clerical jobs has grown in recent years
as a result of chahges.in the workplace. There has been
anexpansion of large and complex business and govern-
ment organizations that generate increased paperwork
and demands for people to operate office machines.
Rapid growth in the u.e of computer-based technologies
has created a need for persons trained to operate this
equipment. Similarly, the development of the “tempo-
rary help™ industry, in which workers are sent out on
temporary assignments to fill clerical and other jobs,
also has helped to increase the number of women in
clerical jobs.

More women are in secretarial work than in any other
clerical occupation. More than 3.9 million women were
employed as secretaries in 1981. Another 1.6 million
were typists and stenographers. Together, the three occu-
pations accounted for about 3 out of 10 women in cleri-
cal jobs. Some 946,000 new jobs were added between
1972 and 1981. Clerical work, needed in every industry,
provided the largest number of new jobs inthe 1970%.%

Thereis some evidence of stagnation during the 1970’s
in the number of women employed as typists. Far fewer
women were empluyed as stenographers or as telephone
operators. The change from 1972 to 1981 for women
employed in these occupations was. typists, from
985,000 to 993,000; stenographers, from 113,000 to
63,000, telephon. operators, from 391,000 to 286.000.
Telephone operator jobs are changing with the introduc-
tion of high technology switching equipment. The re-
lative stagnation of traditional typing jobs may
reflect movement from typing jobs into computer and
peripheral equipment such as word processing machines.
Employment of women in these newer jobs increased
almost 500 percent (from 75,000 to 359,000) between
1972 and 1981. Women found employmentn these jobs
in increasing proportions (from 38 percent to 64 pereent
of all such jobs) into theearly 1980, The employment of
women in the entire officc machine operator group in-
oreased from 485,000 to 711,000 in the same pernod.

* “Occupationa Winners and Losers, Who They Were Dunng 1972- 1980
Carol Boyd Leon, Monthly Labor Review, June 1982, U.S Department ot
Labor, Bureau of Labor Statistics
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Other clencal occupations in which the number of
women 1s rapidly growing are bank teller, cashier, pay-
roll and umekeeping clerk, receptionist, shipping and
tecewving clerk, statistical clerk, and teacher’s aide.
Many of these jobs also have been impacted by changing
technology.

Service Workers >

The second largest occupation group in which women
were employed in 1981 was service work. More than 8
million women had jobsin this field. Growth of women’s
employment was less than theaverage for all occupations
between 1972 and 1981 (about 21 percent) as women
moved out of private household, personal maid, and
servant jobs into the occupations of waiter, protective
service guard, police, and health services.

About 1.0 million of the women service workers in
1981 were 1n private households, down from 1.4 million
in 1972. The number of women in private household
work has continued to decline since 1960, as fewer
women have been willing to accept these jobs because of
the relatively low pay, lack of benefits, and increased
opportunities in.other occupations.

Women service workers other than those in private
households numbered more than 7.2 million in 1981, up
almost 130 percent since 1972. Women’s employment in
this group rose as a result of growing demands for hospi-
tal and other medical services; the increasing need for
protective services in urban areas; and the more frequent
use of restaurants, beauty parlors, and other services as
income levels rose and as more women took jubs outside
the home. a

Necarly 3 out of every 4 food service workers in 1981
were women, about the same proportion as in 1972, This
was the largest group of women service workers (3.1
milhon). More than 1.3 million were waiters; more than
722,000 were cooks; 391,000 were food, counter, and
fountain workers. .

More than 1,8 million women service workers were
employed 1n health fields in 1981. Women represented 9
out of 10 workers in this occup.ation group. The occupa-
tions with the largest numbers of women were: nursing
aide, orderly, and attendant (979,000); practical nurse
(394,000); health aide (267,000); and dental assistant
(140,000). The number of women working in health serv-
1cc occupations was up by over 35 percent since 1972, a
substantially greater increase than that for all service
workers during the 1972-1981 period and about equal to
the growth in all jobs held by women.

About 1.3 million women were employed in personal
service jobs. The largest occupation in this group was
that of hairdresser and cosmetologist, with over 515,000
women cmployed in 1981. The greatest numericai in-
crease for women employved in personal service ocuupa-
tions (outside private households) was posted by child

Aruitoxt provided by Eic:

«are workers, up about 19 percent since 1972 to 407,000.
Some of the other rapidly growing personal service jobs
for women werc barbers and welfare service aides.
Cleaning service jobs made up another large group of
service workers, with more than 961,000 slots. More
than 528,000 of these service workers were classified as
building interior cleaners, and 259,000 were janitors and
sextons. Some 250,000 fewer women were employed in
private-household cleaning. Growth of cleaning jobs is
attached to the growth in buildings where women can be
janitors and contract building cleaners.

Sales Workers

Over 2.9 million women were employed in sales jobs in
1981—about one-third more than in 1972, At the same
time, total employment in sales declined 20 percent. Al-
most 75 percent of these women were sales clerks in retail
tradein 1972, but by 1981, they were about 60 percent of
the total. Meanwhile, the over whelming majority of the
678,000 new women workers were employed in a wider
varicety of sales occupations. Some of the fastest growing
sales positions were in advertising, wholesaling, manu-
facturing, insurance, services, and construction and real
estate. :

Craft Workers, Operatives, and Laborers

The most dramatic gains in employment among blue-
collar workers have occurred among, women in craft
occupations (these are considered skilled jobs), while the
traditionally female operative semiskilled jobs generally
showed little growth. The growth in craft jobs reflected
increases in a mixture of traditional and less traditional
crafts, such as printing, decorating and window dress-
ing, mechanics other than auto, telephone installers and
repairers, and job and die setters. Growth in the number
of women in craft jobs was up more than 100 percent
between 1972 and 1981, when about 798,000 women
were soemployed. It is likely that women with craft jobs,
regardless of type, had higher earnings than women in
clerical or service occupations (see chapter I1I).

The number of women in operative jobs increased

‘only marginally. Nonetheless, the largest group of
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women blue-collar workers—about 4.4 million—were
employed as operatives in 1981. They made up about
one-third of all workers in this occupation group. Most
of the women worked in factories or operated equipment
in laundries and drycleaning plants. They were sewers
and stitchers (775,000); assemblers (612,000); packers
and wrappers (372,000); and inspectors, checkers, and
examiners in factories (430,000).

The largest gain in employment among women blue-
collar workers was for bus drivers. Some 84,000 new
women drivers were employed between 1972 and 1981.
Nearly 170,000 women were employed in these jobs in
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1981 Of course, many operate school buses part time,
part year and for low pay. At the same time there were
some increases in the employment of women in higher
paying city transit systems.

Almost 530,000 blue-collar women were employed as
nonfarm labore s (unskilled jobs)in 1981. Women made
up over | 1 percent of all workers ir this group, up from 6
percentin 1972, reflecting the movement of women into
traditionally male occupations.

Farm

Women farmworkers—including farmers, farm man-
agers, farm laborers, and supervisors—numbered less
than 500,000 in 1981. About one-third (189,000) were
unpaid family workers. There has been a 46 percent
declinc in the number of women unpaid farin workets
since 1972. At the same time, therc was a small increase
in the number and proportion of women working as paid
farm laborers. As the number of farms declined and the
average size of farms increased, an increased numbey
and proportion of the remaining farm owners and man-
agers were women.*

Women’s Occupations by Demographic
Characteristics

During the past decade, the labor force patterns of
women have undergone many profound changes. The
group of women in the civilian labor force, totaling some
47 million in 1981, can be classified by demographic
characteristics, including age, race/ethnic group, and
marital and family status. Their work experiences also
vary by these same characteristics. For example, more
mothers work. In March 1981, more than half of all
women with children under age 18 were in the labor
force. More than half of all wives were in the labor force.
More families are maintained by women. Young black
and white women are taking jobs that differ substantially
from those of older women. Increasingly, young black
women are avoiding private household and service
jobs—areas that have employed large numbers of older
black women—and moving into clerical jobs. More
young black women also ‘arc moving into higher level
w hite-collar jobs. Young white women are moving out of
clerical jobs into higher level white-collar and the higher
paying blue-collar jobs.

Marital Status — Differences among women grouped
by marital characteristics have been narrowing to some
cxtent in their employment distributions, reflecting the
growth in . lcrical jobs as well as changes in the distribu-
tion of employment by age and race. As a result, there

bt wuntarm Women Findings Froma National Survey, Nauvnal Opimivn
Rescarch Corparation for the U.S Department of Agriculture, 1981,
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has beena modest movement to a more uniform distribu-
tion in ma{pr occupation groups by marital status. The
most far-reaching has been the narrowing of the clerical
occupation gap which saw the movement of never-
married women out of clerical jobs into profesional and
blue-ccllar occupations, while the pattern was reversed
for other marital status groups—married (husband
present), married (husband absent), divorced, and wid-
owed.

Despite some shifts in the proportion of clerical jobs
held, by marital status, clerical jobs are the single largest
occupation group for women of any marital status, ex-
cept for widowed women who were about equally as
likely to hold jobs in service occupations.” The propor-
tion of never-married women in clerical occupations
dropped from 41 percent to about 36 percent between
1970 and 1981, while the proportion of married (hus-
band present) and divorced women in these occupations
increased modestly to about 35 percent each, over the
period. The largest increases in clerical workers, how-
cver, were posted both among married (husband absent)
and widowed women—from 27 to 32 percent for the
former and 23 to 29 percent for the latter between 1970
and 1981. These women also posted sizeable declines in
service and operative jobs (see table II-5). Only among
never-married women was there some increase in the
proportion in jobs in service occupations, while their
proportion in operative jobs also declined.

Age—In March 1981 there were almost 22 million
employed women 16 to 34 yeais of age, and over 2]
million employed women 35 years of age or older (table
11-6). A higher proportion of the younger women (38
percent) were employed in clerical jobs than were older
women (32 percent). This age difference was particularly
apparent among minority women where 39 percent of
the younger group were clerical workers, compared with
20 percent of the older women. Younger women, who
were more likely to have higher educational attainment
than older women, moved into other white-collar occu-
pations aswellas 2 skilled and semiskilled blue-collar
jobs once they ga...d work experieace. On the other
hand, older women often reentered the labor force in
clerical jobs or moved from servicz o clerical occupa-
tions. Many, with limited educational attainment, re-
mained in the service and operative u.cupations.

A higher percentage of women 35 years of age and
over than of younger women were in managerial and
administrative occupations (9 and 6 percent, respec-
tively). Promotion to these positions is based largely on
experience, but a growing number of workers have been
hi.ed as managers directly from business management

™Marital and Family Characteristics of Workers.l/9'i0 to 1978." Beverly L.
Johnsun, Monthly Labor Review, Apnl 1979, U.S. Departmicnt of Labor, Bureau
of Labor Statistics.
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Table ll-5

Major occupation groups of employed women, by marital status, March 1970 and 1981

Marrled, husband Married, husband

Never-married present absent Divorced ___Widowed

Occupation 1970 1981 1970 1981 1970 1981 1970 1981 1970 1981
All occupation groups: ’

Number (in thousands) 6,490 10,291 17,665 23,995 1,339 1,816 1,825 4,508 2,475 2,276

Percent 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0
Professional and technical workers 17.6 16.7 15.5 18.3 8.6 15.6 12.7 16.9 9.9 9.4
Managers and administrators 2.5 5.4 45 78 2.0 6.4 55 10.0 74 8.6
Sales workers 6.6 7.6 7.1 6.5 3.9 3.5 45 4.7 7.7 9.6
Clerical workers 41,2 36.5 336 353 26.7 32.2 347 338 23.2 29.0
Craft workers 0.6 1.2 1.3 1.9 1.0 20 0.9 2.5 1.1 1.7
Operatives (including transport) 8.5 7.0 164 11.0 20.1 10.9 158 10.6 15.4 12.0
Nonfarm laborers 0.5 1.4 03 1.0 0.7 1.4 0.5 1.4 0.6 0.9
Service workers 21.8 23.7 194 170 36.2 27.3 252 198 328 28.2

Private household 7.3 3.1 35 1.9 10.1 4.2 5.5 1.9 12.7 6.7

All other service 14.7 20.6 159 15.14 26.1 23.1 19.7 179 20.1 21.5
Farmworkers 0.4 0.5 1.8 1.2 0.7 0.6 0.2 0.3 1.9 0.7

Source U 5Department of Labyr Bureau of Labor Statistics <Match 1981 Current Population Survey. marital and family tabulations

Table It-6

Major occupation groups of employed women, l‘))y
selected age groups, March 1981

35 years
Major occupation group 16to 34 and over
All occupation groups:
Number (in thousands) 21,720 21,165
Percent 100.0 100.0
Protesstonal and technical workers 173 170
Managers and administrators 60 8.9
(except farm)
Sales workers 6.5 6.7
Clencal workers 38.2 3i.7
Craft and kindred workers 1.6 1.9
Operatives 8.4 11.8
Laborers (except farm) 1.3 10
Private household workers 2.2 2.8
Service workers (except private 17.9 16.9
household) , :
Farm workers \ 0.6 1.2

Souie® Uopubusped Manlan did hamuy labuiatiens, March 1981, U S Depariment of
Labor Bureau of Labor Statstics
]
»

schools. For both groups of women, the proportion c¢
employment in these occupations has grown since 1973,

The proportion of women 35 years of age or older who
had oparative jobs (12 percent) is greater than the pro-
portion for younger women (8 percent). This difference
is especially sharp between younger and older white
womnen. For both groups of women, the proportion in

@ nerative jobs has declined since 1973.

Minority Race Women—Of all employed women in
1981, 37.4 million were white and 5.6 million were mem-
bers of minority races.® The occupational distribution of
minority race women differed from that of white women
(table 11-7), but these differences have narrowed since
1973 (chart 1I-2), largely as a result of the changing
occupational patterns of young black women. The
strong growthin whltc collar clerical occupations during
the 1970’s aided the Thovement of women into these jobs.
More0ver, increased educational attainment and tram-
ing of women, as well as increased work experience,
found women ready to take on new and, relative to their
experience, better jobs. This was particularly so among
young minority women who by 1981 were as likely as
young white women to hold clerical jobs. Young minor-
ity women under age 35 are much more likely than those
over 35 to be clerical workers and less likely to be private
houschold workers (chart II-3).

Among minority race women, over 50 percent were in
white-collar jobs in 1981 compared with more than 68
percent of white women. In each white-collar occupation
group:there was also a smaller proportion of minority
women than of whitc women. Nearly 30 percent of mi-
nority race women were in clerical jobs, up from less
than 25 percentin 1973. The proportion of white women
employed in clerical jobs remained essentially
unchanged—(about 36 percent) in 1973 and 198i.

More than 4 percent of employed minority race
women in 1981 were managers or administrators, about

v

1 In s section, minonty race women denotes blavk, Amenican Indan, Japa-
nese, Chinese, Filipino, Korean, and wom.n 0f all other races except white
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Chart 112

There are differences in the distribution of minority race and white women by cccupation, but the

differences are namowing.

Distribution of employment of white and minority race women, by occupation group, 1973 and 1981.

Percent
7C o

P

1981

65 o Minority race

1973
60 o

50 o

45 o

40

White

30 »

25 o

15 o

10 o

Service workers
(except private
household)

Clencal
Workers

Professional
& technical
workers

Soutcs  US Department of Labor, Bureau of Labor Statistics.

-
Operatives Private Managers and All other
household administrators workers
workers (except farm)

*

RIC

half the proportion of white women in these jobs. The
percentage of minority race women in this occupation
has.intereased since the early 1970%, when 2Lout 2 per-
«cnt were managers or administrators.

Abuut 30 percent of minority race wome n were servio¢
workers (indluding private houschold warkers), or
neari, twice the proportion for white women, A higher
proportivn of minority women (18 percent) than white
woumen (13 percent) were in blue-collar jobs as opera-
tives. or laborers. Onl, about | percent of minority race

65

and of white women were employed in farm jobs, a
declining occupation.

One indication that the difference in the occupational
distribution of white women and minority race women
will narrow significantly in the 1980°s can be seen in a
comparison of the occupational distribution of women
who were 16 to 34 years old and those 35 years and over
in March 1981 (table 11-7). Among younger minority
race women, 62 percent were employed in white-collar »
jobs, up from 55 percent in 1973. In the older group, 36
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Table {I-7 o

Major occupation groups of employed women by race and selected age groups, annual averages, 1981

Minority
White races
16 to 34 35 years 161034 35 years
Major occupatlon group yoars and over years and over
All occupation groups:
Number (in thousands) i 19,098 18,296 2,845 2,761
Percent 100.0 100.0 100.0 100.0
& <

Professional and technical workers . 17.5 17.0 15.1 15.9
- Managers and administrators (except farm) 6.1 9.7 3.6 4.9
Sales workers ' 71 75 4.1 2.3
Clerical workers 3741 339 38.7 2041
Cralt and kindred workers 1.8 2.0 1.4 1.6
Operatives 8.2 11.5 14.4 15.5
Laborers (except farm) 1.5 0.9 1.2 1.3
Private household workers 2.0 1.6 1.6 10.2
Service workers (except private household) 17.7 144 19.5 27.5
Farm workers 0.9 1.6 0.4 0.7

Source U S. Department of Labor. Bureau of Labor Statistics

Chart 113,

workers and less likely to be private household workers.

~

Percent

Occupation group

* Clerical workers

Service workers
{except private household)

Professional &
technical workers

Opersives [ N T I % |
. r

Private household workers

All other workers

@ Source: U.S. Department of Labor, Bureau of Labor Statistics.

Distribution of employed minority race women by major occupation gmub, March 1981,

Minority race women under age 35 are much more likely than those 35 and over to be clerical

Q
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percent had white-collar jobs, up from 32 percent in
1973. About 68 percent of white women in both age
groups had white-collar jobs, up modestly from 65 and
63 percent, respectively.

In 1981 the percentage of minority race women under
35 years old who were in clerical jobs (39 percent) was
slightly above that of young white women (37 percent).
While there is this strong trend by some young minority
women to move into white-collar clerical jobs, large
numbers of young white women are moving out of cleri-
cal work into professional and technical, managerial,
and skilled blue-collar occupations.

The proportion of minority women in private house-
hold employment is declining for both age groups. Less
than 2 percent of minority race women in the young age
group' were private household workers, equal to the pro-
portion of young white women so employed, compared
with 10 percent of older minority women. The smaller
percentage of young women in private household work
reflects the rising education level of these women, greater
opportunitics to enter other fields as discrimination
lessens, and the unwillingness of young women to accept
the relatively low-paying jobs.

The occupations of American Indian, Aleut and Es-
kimo women are discussed in chapter 1.

Hispanic Women—Currenit Population Survey data
also previde information on the employment status of
persons of Hispanic origin in the United States. This
information is reported separately for persons of Mexi-
can, Puerto Rican, Cuban, and other Hispanic Origin.

Sincedata on persons of Hispanic origin are tabulated
separately without regard to race/color, persons of
Spanish origin are also included in CPS data for white
and minority race workers. Accordint to the 1970 cen-~
sus, about 96 percent of the population with Hispanic
origin isincluded in the white data.?

Of the more than 4.8 million women of Hispanic ori-
ginin the United States who were 16 years of age or older

1981, about 2.3 million—more than 48 percent—were
in the labor force. More than 50 percent were in white-
collar johs, over 25 per.ent were in blue-collar jobs,
more than 20 percent were in service occupations, and
less than2 percent were in farm jobs (table 11-8).

Hi>panic women have posted strong gains in employ-
ment since the carly 1970, and there have been substan-
tialincreases in the proportion who work in white-collar
Duupations (from 42 pereent in 1973 to over 50 percent
0 1981) However, there has been little or no change over
tht. pericd in the proportion of Hispanie women in serv-
1ice and farm occupations.

The largest proportion of Hispanic women were in
clerical work (about 32 pereent), followed closely by

* A Profile of Hispanics in the US Work Force” Morris Newman, Monthly
Labor keview, December 1978, U.5. Department of Labor, Bureau of Labor
Statnstics.

RIC

operative (22 percent) and service work (21 percent).
Less than 3 percent were employed as craft workers and
non-farm laborers. The increase in proportion of His-
panic women in clerical occupations (up from 27 per-
cent in 1973) reflects the increase in clerical employment
among younger women generally since 1973, increases in
educational attainment, the effects of training and edu-
cational programs designed for the Hispanic commu-
nity, and the effects of affirmative action programs.

There were some differences between the occupational
distribution of women of Puerto Rican origin and that of
other Hispanic women. Women of Puerto Rican origin
had the largest proportion of clerical jobs (36 percent)
compared with 32 percent for all women of Hispanic
origin. The proportions of Puerto Rican and Cuban
women in service occupations (13 percent and 18 per-
cent, respectively) were smaller than the proportions for
women of Mexican and other Hispanic origin.

The occupational distribution of women of Hispanic
origin was significantly different in 1981 from that of ail
white or all minority race women. A smaller proportion
of Hispanic women (almost 9 percent) were employed in
professional and technical occupations than the propor-
tion of all white women (over 17 percent) or of all minor-
ity race women (almost 16 percent). The proportion of
Hispanic women in clerical jobs (32 percent) also was
lower, than the proportion of white women (36 percent),
but was higher than that for minority racc women (29
percent). A much smaller percentage of Hispanic women
were in service jobs (21 percent) than were all minority
race women (30 percent). The proportion of white
women in service occupations (about 17 percent) was still
lower than that of Hispanic women.

Class of Worker

67

In addition to being Jlassified by occupation, the fe-
male work force can be distributed by four classes of
workers—the self-employed, unpaid family workers,
government employees, and employees of private busi-
ness and industry.

By far the largest class of employed women (75 per-
cent) received wages or salaries in the private sector of
the cconomy (table I1-9). Government employecs are the
second largest class (19 percent) of women workers. In

J981, 8.0 million women were employed by local, State,

or Federal governments, up about 1 million since 1973.
About 519,000 women were unpaid family workers in
1981, down from 760,000 in 1973. These were wives and
children who were on a family farm or who worked in
some other family business. About one-third of women
unpaid family workers were in agriculture; most of the
others were employed in retail trade.

Only 6 percent (2.4 million) of women workers were
sclf-employed in 1981. Most of these women (2.2 mil-
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Table 11-8
Employment status and major occupation groups of Hispanic-origin women in the United States,
by origin, annual averages, 1981 . y
N
All Puerto Other
. Hispanic Mexican Rican Cuban Hispanic ,

Employment status and occupatlon origin origin origin origin origin’ .
Total (in thousands) 4,798 2,807 652 381 958
In civilian labor force (in thousands) . 2,328 1,375 226 201 526 ,

Percent 48.5 49.0 347 52.8 54.9

t

Employed (in thousands) 2,076 1,220 198 183 475

Percent 100.0 100.0 100.0 100.0 100.0
White-collar workers 50.5 499 571 51.9 49.2
Professional and technical workers 8.8 8.0 116 9.8 9.3
Managers and administrators (except farm) 4.7 4.3 6.1 5.5 5.1
Sales workers 5.1 5.2 3.0 4.9 5.7
Clerical workers 319 32.4 36.4 31.7 29.1
Blue.collar workers 26.4 26.7 293 32.2 21.8

&

Craft and kindred workers 2.4 2.5 25 2.2 2.1
Operatives 22.4 22.0 263 29.5 18.9
Nonfarm laborers 1.6 2.2 05 0.5 0.8
Service workers 21.4 211 131 175 29.3
Farmer workers 1.6 2.5 05 - 0.6
Farmers and farm managers 0.1 —_ - - 0.4
Farm laborers and supervisors 1.5 2.5 05 - 0.2
* Includas persons of Centrat or South American and Other Hispanic ongin
Source US Department of Labor Bureau of Labor Statistics -

number of hours during the survey week. In the payroll
series, persons who worked in more than one establish-
ment during the reporting period are counted each time

lion) were mn ‘services and retail trade. Only about
196,000 ot the self-employed women were inagrieulture.

Employment by Indust
ploy y ry Table {1-9
Payroll statistics from nonagricultural industries,
published monthly by BLS, provide additional informa-
tion on the employment of women. These data permit

Employed women, by class of worker, 1981

‘Numbaer

more precise industry identification than does the  ¢lass of worker (in thousands)  Percent
monthly Current Population Survey on which the discus- -
sion of employment by occupation carlier in this chapter Total 43,000 100.0
was based. ™ =
In the CPS approach, employed persons holding more sex;mz:?:;d workers 2‘?32 g'g
than one job are counted only once and are classified Nonagricultural industries 2,192 51
according to the job at which they worked the greatest  unpaid family workers 519 1.2
Agriculture 176 0.4
Nonagricultural industries 343 0.8
" These data are based on the 1980 wdustry employment benchmark. Estab- Government workers 8,013 18.6
tshment data are based on pavroll recotds compied monthly fromn mail question- Private wage and salary workers 32,081 74.6

nates by BI S 1n woperation with State agenaes. The payroll survey provides

dewnled industty infurmation on wage and salary employecs in nonagricultural

establishments The CPS delimtion for nonagnculturalemployment is persons in

nonagnculturahindustnes who were wage and salary workers(including domestics

and other pnivate household workers), self-employed, or unpaid and working 15
y hagrs of more during the survey week i family.qperated enterprises.

Agriculture 296 0.7
Nonagricultural industries 31,785 73.9

Source Employmentand Earnings. March 1982 U'S Department of Labar Bureau o!
Labor Statistics
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their names appear on payrolls. For example, workers
may be counted more than once if they hold two jobs
concurrently or leave one job for another during the
same reference period, and thus they appear on the pay-
rolls of both employers.

Table 11-10 shows the annual average number of
women employed by cight major industries and in sc-
lected industry divisions for 1973 and 1981. The percent-
age that women are of total employment ingch industry
is also showr.

In 1981 there were about 39 million women on non-
agricultural payrolls, or about 10 million more than in
1973. Women made up 43 percent of total employment in
nonagricultural industries in 1981, compared with 38
percent in [973.

The rate of increase in the employment of women
from 1973-8! was much faster than the rate for men.
More than three-fourths of the increase for women
workers was in three major industry divisions that had
the fastest growth. The increases were: services, 3.9 mil-
lion; government, 1,7 million, and wholesale and retail
trade, 2.3 million.

Differences in Industry Distribution of Women and Men
Workers .

Thedistribution of women in the cight major nonagri-
cultural industry divisions was much different frora that
of men (table 11-11). Twice the percentage of women
than men were employed in finance, insurance, and real
estate; and services. A much higher percentage of men
than women were employed in mining, construction,
manufacturing, and transportation and public utilitics.

Service —In the late 1960's, services became the largest
industry division in the employment of women wurkers,
a trend that has continued. By 1981 nearly 11 million
women were employed in services—an increase of 36
percent sinve 1973, Within the service industry, 59 per-
cent of the employees weie women compared with 55
percent in 1973, a

Wholesale and Retail Trade—This industry is the sec-
ond largest employer of women. Women make up more
than two-fifths of all workers iu retail trade and a quarter
of the workers in wholesale trade. In 1981 the employ-
ment of women in thes industry totaled 9.0 milhon or 35
percent more than in 1973,

Most of these women (7.6 million) were in retail trade,
where the largest cinployers of women were eating and
drinking places (2.7 million women workers, up 59 per-
went sinee 1973) and general merchandise stores (1.5
million, unchanged since 1973). Women made up two-
thirds of the workers in department stores and clothing
and accessory shops; three-fifths of the workers in drug
stores, more thian half of the workers in cating and
drinking places; and more than two-fifths of the workers
infood stores These proportions have been fairly stable
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"

for the last decade despite the tremendous rise in employ-
ment in this industry category, an indication of the per-
sistence of the occupational segregation of women.

Government—In 1981 about 20 percent of all women
on nonfarm payrolls (7.7 million) were government em-
ployees, up from 6.0 million in 1973—an increase of 28
percent. Less than half of the increased employment
occurred in the education sectors of local and State gov-
ernments. The largest number (5.2 million) of women
were employed by local governments, primarily in
schools. States came next in the number of women work-
ers (1.6 million), followed by the Federal Government
(878,000).

Women’s share of total government cmployment rose
from 44 to 48 percentbetween 1973 and 1981. The rate of
increase for women was faster than the rate for men.

Manufacturing—Manufacturing still employs the
largest share of the male work force but is only fourth in
the employment of women. In [98] there were 6.3 mil-
lion womenworkersin this industry. About 31 percent of
all manufacturing workers in 1981 were women. Women
made up 25 percent of all employment in the durable
goods industrieg and about 41 percent of the employ-
ment in nondurable goods. R

Women’s employment in manufacturing incréased
only about 8 percent between 1973 and 1981 compared
with an increase of about 35 percent in the employment
of women by all nonagricultural industrics. Manufactur-
ing has been generally on the decline, particularly dunng
the latter half of the 1970 as trade competition impacts
were felt,

Finance, Insurance, and Real Estate—This industry
division became predominantly female duning the 1960
and carly 1970’s. The number of women workers in-
creased by more than 50 percent during those years.
Since 1973, the industry's employment of women rose by
another 48 percent, to 3.2 million workers in 1981. More
than 6 out of 10 women in this industry were empioyed in
banking and insurance. The fastest growing industries
for women, however, werc in credit agencies, other than
banks; security; commodity; and insurance brokerage
and service. .

Other Industry Divisions—More than 1.3 million
woinen were employed in transportation and public utili-
ties in 1981, or nearly 36 percent more than in 1973.
Almost half of the women were in the communications
industry, largely in telephone communications.

Women made up about 10 percent of total employ-
ment in construction and mining. However, there was a
great expansion in the employment of women in these
areas from 1973 to 1981; from 43,000 to 129,000 in
mining and from 241,000 to 382,000 in construction.

EEOC Industry and Occupation Data

As part of its mandate undcrq{itlc VII of the Cwil
Rights Act of 1964 (see chapter VI for details on title

78




E

O

Table 11-10

Women employees on nonagricultural payrolls, by selected industries, annual averages, 1973 and 1981

Industry group

Total nonagricultural industries

4

Private

Mining
Construction
Manufacturing
Durable goods
Fabricated metal products
Machirery (except electrical)
Electricai 2nd electronic equipment
Transportation equipment
Instruments and related products
Miscellaneous manufacturing
Nondurable goods
Food and kindred products
Meat products
Poultry dressing plants
Preserved {ruits and vegetables
Confectionery and related products
Tobacco manufacturers
Textite mills
Knitting mills
Appareland other textile products
Printing and publishing
Periodicals
Blankbooks and bookbinding
Chemicals and allied products
Leather and leather products

Transportation and public utllities
Communication
Telephone communication
Radio and television broadcasting

Wholaesale and retail trade

Wholesale trade

Retail trade
General merchandise stores
Food stores
Apparel and accessory stores
Eating and drinking places
Miscellaneous retail stores

Drug stores and proprietary stores

Finance, insurance, and real estate
Banking
Credit agencies other than banks
Sacunty, commodity brokers and services
Insurance carriers
Insurance agents, brokers, and service

F}e/al estate

RIC

Aruitoxt provided by Eic:

1981

1973 »

Number
(in thousands)

As percent of
total employed

Number
(in thousands)

As percent of

total employed

39,019
31,297

129
380
6,34]
3,038
336
509
83p
307
309
192
3,303
501
116
60
101
a3

25
391
139
1,004
507
57

34
284
139

1,339
648
554

68

8,991

1,396

7,595

1,472

- 1,064

673

2,661

1,070
315°

3,159
1,157
401
111
752
293
369

70

42.8
4147

11.4
9.1
31.4
25.1
21.1
20.3
827
16.2
425
6.7
41.0
20.9
32.8
52.2
2.1
40.2
35.7
, 475
N 64,1
80.7
0.0
59.4
54.0
25.7
50.7

26.0
46.8
51.5
32.7

43.7
26.0
50.0
65.7
43.1
69.7
56.1
54.6
63.1

59.6
714
68.5
42.5
61.0
62.9
373

79

24,988
22,978

43
241
5,865
2,573
313
335
817
227
226
205
3,292
463

104
42
32

469

170

1,159

383
34
30

221

173

987

544

496 ¢
36

6,682

989
5,692
1,548

525
1,675
759
%73

2,138
773
241

67
566
179
257

377
36.4

6.7

5.9
29.1
216
19.0
16.0
415
11.8
40.6
45.2
39.8
27.0
29.5
54.3
41.6
356
41.0
46.4
63.4
80.6
31.5
52.3
50.8
21.3
60.9

21.2
46.1
50.6
25.0

40.2
23.1
46.2
69.4
36.8
66.0
54.8
48.9
59.2

52.8
65.6
57.8
34.9
52.8
57.4
33.6

“s




Women employees on nonagricultural payrolls, by selected industries, annual averages, 1973 and 1981

Industry group

i 1981 1973 ;

N’umB'or As percent of Number As percent of
(Inthousands) tolalemployed  (Inthousands) total employed

Hotels, tourist courts, and motels
Personal services
Business services

Credit reporting and collection
Services to buildings
Health services

—

Legal services

Educational services-
Elementary and secondary schools
Colleges and universities

State education
Other State government

Local educaticn
Other local government

wwuiue EMpioymen: and Lanings, unaeo Siates 1909-78, ang Supp

\Bureau of Laber Statstics

Industry dlvislon

Construction

Manufacturing

Transportation and public utilities
Wholesale and retail trade
Finance, insurance, and real estate

Government

10,959 58.9 7,023 54.6
583 54.2 418 51.7
632 69.1 580 64.0
1,420 436 749 38.7
74 47.4 49 39.8
54 720 61 75.3
195 38.1 121 33.2
4,519 814 2,919 80.2
2,346 80.9 1,61 78.5
376 70.7 213 72.2
620 529 440 45.1
195 637 125 52.3
358 47.8 268 41.6
! L3
( 7,722 48.2 6,010 43.8
878 317 780 29.3
1,650 457 1,216 41.6
664 413 516 42.8
986 1.8 700 40,7
5,194 53.9 4,014 49.3 B
3,397 65.2 2,729 60.1
1,797 379 1,285 356
ent to kmpioyment and Earnings ReviSed Estavishment Data, June 1982, U S. Department ot Labor,
b ]
- 8
Distribution of employment of women and men in nonagricultural industries, annual averagas, 1981
S
Women Men M
Number Percent Number Percent
{In thousands) distributlon (In thousands)  distributlon
39,019 100.0 52,086 100.0
129 0.3 1,003 19
380 1.0 3796 7.3
6,341 16.3 13,832 266
1,339 34 3818 7.3
8,991 23.0 11,560 | 222
3,159 8.1 2,142 4.1
10,959 28.1 7,633 147
7,722 19.8 8,302 15.9

Sourcs Employment and Eatnings March 1982 US Department of Labor Bureau of Labor Staustics .

"
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Table 11-12

'

EEO-1 private industry employment of women, by racelethnic group, 1979’

{Numbers in thousands)

1A

y Women /
‘ Asl;{n American
Ameyican/ Indian/
Major industry Total As percent Pacific Alaskan
division employr.ant Mumber of total Total White Black  Hispanic Islander Natlve
1vtai 33,862 33,862 27,567 3,932 1,761 / 463 139
Women 13,598 13,598 10,843 1,808 678 / - 222 47
Percent of total 40.2 40.2 39.3 _46.0 38.5 47.9 33.8
Percent distributton 100.0 100.0 100.0 100.0 100.0 100.0
Mining 619 65 10.5 0.5 0.5 03 0.4 0.3 1.7
Construction 562 48 8.6 0.4 0.4 0.2 0.3 0.3 0.9
Manufacturnng 15,396 4,705 30.6 34.6 34.0 36.2 41.7 29.3 40.4
Durable goods 9,600 2,472 25.8 18.2 18.1 17.4 21.4 17.1 213
Nondurable goods 5,796 2,233 38.5 16.4 15.9 18.8 20.4 12,2 19.1
Transportation and
public utilities 3,368 896 26.6 6.6 6.6 74 53 5.4 6.4
Trade 5,959 3,031 50.9 22,3 23.5 17.2 19.2 15.3 19.1
Wholesale 1,326 376 28.3 2.8 2.9 2.2 27 2.3 43
Retail 4,633 2,655 57.3 19.5 20.6 15.0 16.5 13.1 14.9
Finance, insurance,
. and real estate 2,521 1,579 62.6 11.6 11.7 10.8 1.2 15.8 8.5
Services 5,307 3,236 61.0 23.8 23.1 279 20.5 32.9 19.1
Agnculture 131 38 28.7 0.3 0.2 0.3 1.3 0.5 04

.

The EEOQ 1 repartus requited of employers ol 100 of more persons by the U S Equal Em ployment Opportunily Commission

Souree EEOC 1979 Report Minorlies and Women 0 Puvate Industry, US Equal
0
V1), the Equal Employment Opportunity Commission
(EEOQC) requires annual reports from the larger private
employers under its jurisdiction indicating the makeup
of their work force by sex and by race.’ethnic categories.
The published data from this employer survey (EEO-1
survey) vover employers who have 100 or more employ-
ecs. The data are reported by sex o workers under nine
uccupational categories for each of f6uf minority
groups. Black, Hispanic, Asian American/Pacific Is-
lander, and American Indian.'Alaskan native, "’
LEOC’s survey data are the only source of comprehen-
sive (annual) employment statistics for minorities and
wumen in private industry, by occupational categories,
for the United States and for States, StanJard Metropol-
itan Statistical Areas (SMSA's), and smaller geographi.
cal areas such as countics. The data are particularly
valuable in the case of small minority groups— Asian
* American and American Indians—who generally are not
separately tabulated or identified except in the decennial
«emus In addition, special disaggregations and cross-
tabulations are available from EEOC upon request.
However, the data have some limitations for purposes
of studying industrial-and occupational distribution of

" EEQC 1979 Report. Minorittes and Women in Private Industry, 2 vols.
Seprember 1981, L 5. Equal Empluyment Uppontunity Commission,
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women. Employers of fewer than 100 persons are not
covered, and multi-cstablishment employers must file
individual reports only for establishments with 25 or
more workers. Industries such as agriculture, construc-
tion, trade, and services are characterized by small estab-
lishments and have particularly low coverage in the
EEOC data compared with the manufacturing or
transportation/communication/public utilities sectors.
Despite these limitations, which affect the data for
both aggregate employment and employment by indus-
try, the proportions and percentage distributions of
women and minoritics by occupation and industry in the
EEOC data reflect patterns that are not significantly
differemt from those found in data from the Burcau of
Labor Statistics, which were discussed earlier in this
chapter. Table 11- 12 shows the industry distribution and
table 11-13 shows the occupational distribution of
women workers covered by the EEO-1 survey. These
tables are included here to give some indication of the
relative oceupational status of minority women, particu-
larly Asian American and American Indian women,

Women in Federal Civil Service

¢
Y

In October 1980 more than 767,000 women were full-
time Federal white-collar workers, and they made up
about 39 percent of the Fede:al white-collar work force.
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Table l1-13

EEO-1 occupational employmaent in private industry, by racelethnic group, 1980

(Numbers in thousands)

Women
Aslan  American
American/  Indian/
Major occupation Total As percent Paclfic Alaskan
group employment Number of total Total White Black Hispanic Islander  Natlve
Total 34,076 34,076 27,629 3,943 1,845 516 143
Waomen 13,961 13,961 11,081 1.857 724 249 50
Percent of total 41.0 41.0 40.1 471 39.2 48.3 35.0
Percent distribution 100.0 100.0 100.0 100.0 100.0 100.0
Whits.collar workers 17,258 8701 50.4 62.3 66.4 45.4 44,6 63.1 50.0
Officials and-
managers 3,743 693 18.5 5.0 5.6 25 2.6 . 3.6 6.0
Professional 3,242 1,205 371.2 8.6 9.5 4.2 3.2 18.1 6.0
Technical 1,845 741 40.2 5.3 5.4 5.0 3.5 1.2 4.0
Sales 3,041 1,604 52,7 11.5 12.5 1.2 8.7 6.4 8.0
Office and clerical 5,386 4,458 82.8 319 33.3 26.6 26.7 28.1 28.0
Blue-collar workers 13,766 3,579 26.0 25.6 23.1 34.2 41.9 26.1 36.0
Cralt 4,229 405 9.6 29 2.8 3.2 4.3 3.2 4.0
Operative 6,868 2,202 329 16.2 14.7 218 235 17.3 22.0
Nonfarm laborers 2.669 912 34,2 6.5 5.6 9.3 141 5.6 1C.0
Sarvice workers 3,052 1,681 55.1 120 10.6 20.4 13.7 1.2 14.0

The EEQ- 1 report 18 tequired ol employers of 100 or more persons by theu S Equat Empioyment Opportunity Commission

Source Unpybhished data, U S Equal Empioyment Opportumity Commission

Women's proportion of all Federal employment in 1978
was as high as it was in 1944, during World. War I (table
11-14) and had moved higher by 1980.

Women continue to be concentrated in the lower civil
service grades (table I1-15). In October 1980 women
actounted for nearly three-fourths (74 percent) of all
employees in General Schedule (GS) and cquivalent
grades 1 to 6 (the lowest paid grades), 33 percent in

- grades 7 to 12, and only 8 percent in the highest grades of

Q
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13 and above. However, in recent years there has been
some dramatic upward movement of women in the Fed-
eral grade structure. Between 1975 and 1980, for exam-
ple, the women's rates of increase in grades 7 to 12 and
grades 13 and above were considerably higher than the
rates for men. The number of women in the “super-
grade” category (GS 16 and above) dechined sharply after
1975, Most of the slowed growth in Federal employment
was at the higher grade levels and among men.

Wonien, un the average, were younger than men and
had fewer yeais of Federal service. The average age of
federal avilian employees in the executive brandh (the
largest group of full time permanent employees) was

40.0 years for women and 43.7 years for men in 1978,
1

73

The average length of ser.ice for women was 10.8 years
compared with 16.6 years for men.

Percentage change In

employment 1975-80
Grade categories Women Men
All grades 10.4 -23
GS1tob ~0.6 - 14,2
GS 7to 12 33.8 -15
GS 13and abovs 72.9 4.7
GS 16-18 (supergrades) -41.4 -63.8

Chart 11 4 shows women's share of employment, by
cccupation, in Federal white-collar jobs in October
1980. Women are heavily overrepresented in general ad
ministrative, clerical, and office services where 70 per
cent of the employees are women. The overwhelming
majority of these women were dlerh stenographers or
general derical and administrative workers. Smaller
numbers of women were mail and file clerks or telephone
operators, vomputer specialists, compater aide techm
cians, and computer operators.
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Table 1i-14

Women in Federal civil service, selacted years,
1939-80

Management experiecnced substantial employment gains
between 1972 and 1980:

November November

e I 1980 1972
As pearcent Minority women employees
. of fotal Total 242,708 116,843
Yesr . L Number employment Black 192,519 94,000
. ) Hispanic - 26,726 10,982
1980 767,117 38.6 American Indian 12,789 7,650
1978 737,458 37.0 Asian American 10,674 4,211
1977 721,136 36.5
1976 710,596 35.9 By 1980 black women made up necarly 30 percent of
:3;2 ggg-gg; gig women ir: Federal white-collar jobs. Women of Hispanic
1973 643:647 34:0 origin constituted 4 percent of the female white-collar
1972 - 671,150 337 work force in the Federal Government and American
1970 654,450 33.1 Indian women and Asian American women, 2 percent
1968 664,497 34.0 cach.
:ggg (Korean conflict gg?g?; gg:g See chapter VI on laws affecting women in Federal
1947 (return of World War Il . employment,
veterans) 444,194 ~24.0
1944 (World War Il peak) 1,110,545 37.0 Women in the Armed Forces
1939 172,733 19.0

‘Data are 1ot OCtober 0f each year except 1944 (July) and 1958 (Dacember) Years

439 58 #e v L @ eTlioyees [ the cuntinmal Umted States Data lor the
yrars 1968 73 include tull ime white collar employses with the following excep
tons toragn NalKnals cmptoyed overseas Board of GovernOrS Feaerat Raserve
se3iac TRMUGS Bid 00 piuyeBs uf LUNGesS Nauundi Secunty AQeoy,, Lentrat
inteiligence Agency White Houss Qttice Architectof the Capitol Botame Gardens
ungraded employses ia the juditiat branch .

Sourca US Offive of Personnel Management Work Force Analysis and Statishics
Dwvs un

As in the private sector, men are beginning t¢ move
.o Federal Jerk typist, clerk stenographe , and tele
phone operator jobs, and the number of women is gradu
ally declining in these occupations.

Women white collar workers made up 65 percent of all
cmpluyees in medical and dental occupations and in
libtary and archives work in the Federal Government.
Most uf the women in medical apd dental jobs were
aulses and nursing assistants, the traditional oc.upa
uuns for women. Most of the women inpostal work were
postal distribution clerks (sorters, etc.) and window
clerks, )

More than 63,000 women Federal workers were in
aveounting and budpet occupations, mainly working as
avcounting Jerks, accounting technidians, and tax ac
cuuitants. Large numbers of women also were emp oyed
As supply erks, iegal claim clerks, personnel assistants,
procurement clerks and techgicians, social insurance ad-
ministrative workers, educators, editorial assistants, sta-
tistical assistanis, biome-ical technicians, librarians, and
< hemists.

Federal cmployment of minority women nearly dou-
bled during the 1970's, reaching 242,708 in 1980, up
from 116.8431n 1972. Morcover, cach race/eihnic group
for which data are tabulated by the Office of Pcrsonnel

Except during World War 11, women have had a lim-
ited role in the Armed Forces of the United States. From
the mid-1940’s to the early 1970's, women constituted
less than 2 percent of the Nation's total military strength
and were confined largely to health care in ao-ainistra-
tive occupations.’?

The low proportion of women was fortified by legisla-
tion. When the Women's Armed Services Integration
Act (62 Stat. 356) was enacted in 1948 in order to institu-
tionalize the use of women in military service, these
limits were established: enlisted women were not to ex-
ceed 2 percent of total enlisted strength, and female
officers (excluding nurses) were not to cxceed 10 percent
of female enlisted strength. These ceilings remained in
effect for 20 years. However, even when a 1967 law (81
Stat. 374) struck down the 2 percent limitation and al-
tered provisions f¢ the 1948 act that limited career op-
portunities for women officers, women continued to
make up less than 2 percent of total U.S. militar,
strength for the rest of the decade.

In 1972 the Department of Defense made the decisipn
to increase the use of women in the Armed Forces. This
decision was spurred by concerns that the end of  the
draft might result in shortages of male recruits, and by
the growth of th: women's movement and changing per-
ceptions about the role of women in society.”

»

1 women and the Military, Studies in Defense Policy, Martin Binkin and
Shirley J. Bach, the Brookings I nstitution, Washlnglon D.C.. 1977,

" For a discussion of the history of women in the Armed Forces and of
plapming for tncreased utilization, see Unilization of Military Women. Central Alls
vulutteer 1ask FQrie, 1972, L.S, Depanmcnl of Defense, Offive of the Assistaht
Secretary of Defense (Manpower and Reserve Affairs). Also ses Use of Womenin
the Military. Second edition, 1978, Office of the Assistant Secretary of Defense
(~fanpower, Reserve Affairs, and Logstics).
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Table iI-15

§

Number and percent of woman in full-time Federal white-collar employment, by general schedule and

equivalent grades, October 31, 1980

Women
Tota! Parcent Asapercent

General schedule grade’ employment Number distribution of total
Total, all pay systams? 1,985,057 ! 767,117 100.0 38.6
* GS and equivalent 1,472,887 - 663,962 100.0 45,1
01( $7,960-39,954) . 3,133 2,324 0.4 74.2
02 ( 8,951-11,265) o 17,454 13,284 20 76.1
03( 9,766-12,700) 82,989 63,095 9.5 76.0
04 (10,963-14,248) 173,339 133,934 20.2 < 73
05 (12,266-15,947) 194,082 137,894 20.8 71.0
06 (13,672-17,776) 90,349 65,543 9.9 725
« 07 (15,193-19,747) 135,022 72,158 10.9 53.4
« 08(16,826-21,875) 31,048 16,198 2.4 52.2
09 (18,585-24,165) 162,421 66,367 10.0 409
10 (20,467-26,605) . 28,782 10,774 16 37.4
11 (22,486-29,236) 165,558 ! 40,214 6.1 243
12 (26,951-35,033) 169,239 24,246 3.7 14.3
13 (32,048-41,660) 117,931 11,228 1.7 9.5
14 (37,871-49,229) 64,186 4,316 0.7 6.7
15 (44,547-57,912*) 34,767 2,274 . 03 6.5
16 (52,247-66,183°) 1,848 77 ] 4.2
17 (61,204-69,364°) 643 29 ® 45
18 (71,734%) . 96 7 R 7.3

The 41 ades UL IBVHs Ut the va1ious Pay 3yStems have been Lunsideied 8Guivalent tu SPECLic generai giade solely un the dasis o Lumpason of salary jates.
Exui Jo3 ompluyeos ut Lentiaiintehiyence Ayency, Nationai Sevunty Agency, Buard uf Goveinors ol Fede.ai Reserva Sysiem, and foreign nationais uverseas

? Less than 0 05 percent

* The rate ol basic pay was timited by Federai regulations. 5U.5. Code 5308, to $9).11250
Source US Otlice of Personnel Management, Work Force Analysis and Statistics Division

In 1676 the proportion of women in the Armed Forces
was about 5.3 percent (95,000) of all enlisted personnel,
A decision to further increase the use of enlisted women
in the Armed Forces was made as a result of a’' 1977
Deiense Department study that found that continued
expansion of their numbers can be animportant factor in
making the all-volunteer force continue to work without
reducing its combat cffectiveness. By June 1980 there
were nearly 165,000 women in the Armed Forces, and.
they constituted 8.1 percent of active duty military per.
sonnel (table I1- 16). The proportion of women was high-
est in the Air Force (10.6 percent of the personnel),
followed by the Army (8.5 perceat); it was lower in the
Navy (6.4 percent) and sowest in the Marines (3.5 per-
cent). ~

By the end of March, 1982, theae were 191,340 women
(9.1 pereent) military personnel on active duty. Of that
total, 39.8 percent were in the Army; 33.8 percent were in
the Air Force, 221 percent, in the Navy; and 4.2 percent,
in the Marines. Some 13 percent of the women (24,311)
were officers in 1982,

»

* Depanment of Defense Military Manpower Statistics, March 1982, Dy g
ate o inluimanun, Upeiatiuns, and Repurtis, The Pentagun, Washingiun, D.C.
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.and 894 men, and at the Air Force Academy, there

Minority women, like women generally, are underrep-
resented in the Armed Forces, relative to their civilian
labor force partigipation or their share of the popula-
tion. These women accounted for 2.3 percent of the 2
million Armed Forces personnel on active duty in 1980.
Black women made up nearly 80 percent of the minority
women in military service, with the remainder about
evenly divided between Hispanic and other minority
women.

Among all women in military service, minority women
accounted for nearly 3 out of 10 women on active duty.

Women 'were first admitted to the Nation’s military
service academies in 1976."In 1980, for the first time in
history, women graduated from these academies. At the
U.S. Military Academy {(West Point) there were 62
women and 855 men graduates; at the U.S. Naval Acad-
emy, the graduates (including Marines) were 55 woglen

cre

98 women and 803 men graduates. The number of
women entrants to undergraduate classes at the acade-
mies has beenabov: the same as that for the 1980 classes;
however, attrition rates are expected to be somewhat
fer than the rates for the first classes with women
students. The attricion rate for women in the first class
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Chart 114

Women are overrepresented in general, adminisrative, clerical, gnd office jobs. .
Distribution uf fuil ime white-collar employment in the Federal Government by sex within occupationai group, October 1980.
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Source U S Office of Prrsonnel Management, Work Force Analysis and Statistics Division.
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Table [i-18

Women in the Armed Forces, 1980

Total Amy Air Force Navy Marines

Total personsin active Armed Forces 2,024,045 762,020 554,015 523,461 184,550
Total women 163,892 64,785 58,905 33,739 6,:163
Officers 20,535 7,261 8,102 4,671 501
Enlisted . 143,357 57,524 50,803 29,068 5,962
Percent of total Armed Forces 8.1 8.5 10.6 6.4 3.5
Number of minority women 47,722 26,389 . i3,708 5,842 1,783
Black 37,993 22,420 9,875 4,342 1,186
Hispanic 4,481 1,752 1,774 665 317
Other 5,248 2,217 2,007 835 189
Minority women (as percent of total persons) . 23 3.4 25 1.1 1.0
Black 1.9 2.9 1.8 0.8 0.7
Hispanic 0.2 0.2 0.3 0.1 0.2
Other PR 0.2 0.3 0.3 0.1 g.1
Minority women (as percent of total women) 29.1 40.7 233 17.3 27.6
Black 23.2 34.6 16.8 12.9 21.0
Hispanic - 2.7 2.7 3.0 20 4.5
Otner ) 3.2 3.4 35 25 2.1

Source U S Ospaitment of Oetense

Table I1-17

*

Percent distribution of female enlisted personnel, by occupation category, end of fiscal years 1972, 1976

and 1980

Occupation catsgory 1980 1976 1972

Total employment 100.0 100.0 100.0

Traditional 52.9 59.9 90.6
Medical and dental sperialists 13.5 18.6 23.8
Administrative specialists and clerks 39.1 41.3 66.8

Nontraditional 47.1 40.2 2.4
Infantry, gun crew, and allied specialists 0.7 N 0.2 0.2
Electronics equipment repair 6.1 4.3 1.2
Communications and intelligence speclalists 13.1 15.0 4.2
Other technical specialists 3.2 2.7 28
Electricallmechanical equipment repair 9.8 6.7 —

. Craft and kindred workers . 2.2 1.4 0.1
Service and supply handlers 12.0 9.9 0.9

Al

Sourco US Ospartmont of Oofense

was 7 percent higher than the r..e for mep in those
Ay

classes.

Inaddition to a greatly increased number of womenin
military service, progress also has been made in the as-
signment of women to nontraditional owcupations (table

of 10 women aie still assigned to these traditional occu-
pation groups in military service, the percentage of
women working in nontraditional and blue-collar
assignments —such as electronics equipment repair,
communication and intelligence specialist occupations,

I1-17). Historically, women. in the Armed Forces, like 7 and craft and kindred occupations—increased from less

uvilian women, were largely in what were considered
women’s jobs—nursing or clerical work. Although 5 out

ERIC
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than 10 percent of all enlisted women in 1972 to almost
50 percent in 1980.




Chart i-5
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Source U.S. Deparement of Defense,

The proportion of military occupations open to women has grown considerably. .
Percent of occupations open to enlisted women in the Armed Forces of the United States, 1971 and 1972.

Marines Air Force
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Women can now be assigned to all but combat-
associated specialties. In the Army, Air Force, and Ma-
nnes, the proportion of oceupations open to enhsted

women ranges from 95 to 98 percent, in the Navy, 86 .

percem of the occupations are open to enlisted women
(chart IT 5). Whethe. .his results in continued large in-
«reases 10 the nontraditional employment of women re-
mains to be scen. The pay of enlisted personnel is deter-
mined by grade. If women can carn the same pay as
typists that they can earn as mechanics, many might
prefer the mor%traditional job. The pay incentive that
exists in uvilian life for women to seek nontraditional
employment 15 missing in the military services. In any
«ase, women in military services are all in noutraditional
¢mployment in ar important sense— historically nearly
all persons in these services were men.

Recruiting gquotas are still relatively small for women
and,asa rcsu;l{, recruiters can be more selective than they
ar¢ for men. In general, women recruited between 1973
and 1976 tended to be older than men, as likely as men to
be married, but less likely than men to be black. On
measures such as educational attainment and aptitude

78

test scores, women scored higher on the average than
men (chart 11-6).

Despite changes in the role of women in the Armed
Forwes, the military establishment remains a predomi-
nantly male organization. At present there are plans, 0
moderately enlarge female accessions by the military toa
little more than 12 percent of 1otal personnel by 1985.

This utilization of women falls far short of the maxi-
mum potential, even under present restrictions and poli-
cies, such as tue exclusion of women from combat-
associated specialities and the reservation of certain
positions in order to provide promotion opportunities
for men and, in the case of the Navy, sea-shore rotation
opportunities for them. It has been estimated that the
number of enlisted military women might be doubled
within 3 to § years and might reach 400,000—22 percent
of the force—within 10 years even without resolution of
the combat issue.’®

Sec alsosection on Coast Guard and military service in
chapter VI.

** Women and the Miitary, Studies in Defense Poliy, op. .
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Recruiters are generally more selective when enlisting women.
Characlenstics of women and men recruits, 1973 to 1976.

Percent
Characterisuics 0 10" 2 30 40 50 60
. . . o . . .

Average age

Percent married

Percent black ——¢

Percent hugh school graduates

Average test scores

Percent still on active duty
30 June 1978

«

Source US Department of Defense.
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Chapter IIY

WOMEN’S INCOME AND EARNINGS

The gap between the earnings’ of women and men has
remained resistant to improvements made in the last two
decadesin the status of women in the labor force. In 1981
women who worked full time in year-round jobs? earned
an average (median®) of $12,001, 59 percent of men’s
median earnings of $20, 260. Thisratio of women’'s earn-
ings to those of men has been reldtively stable since 1961
(table 111-1). Although women’s earnings are compared
with men’s carnings in a number of different ways in this
analysis of the so-called earnings gap (for example, by

' Since 1948 data for companng the carnings and income of *‘women and men
have been obtained froni the Match supplement to the Current Population Sur-
¢y, vonduc ed hy the Bureau of the Census for the Bureau of Labor Staustics,
The sample has been continually updated to reflect significant changes suchas the
admission of Alaska and Hawan as States: new construction, and population
it and 10 provde gieater rehability for smaller States and ethnics racial
groups The number of occupied units eligible for interview has ranged from
21,500 to 65,000. The current sample contains approximately 60,000 occupied
howseholds ehgible for survey. Beginming with repuits containing income data for
1980, the independent population estimates used for 1979 and later years are based
onthe 1980 Decenmal Census. For more details on this change, see “Introducthion

~f 1980 Census Population Contruis,” ,n the Current Population Reports, Senes .

P-60, No 132, Appendix B, titled "Source and Reliability of the Estimates.”
Lach issue of the Consumer Income Series P-60 reports contains details on the
s1ze and composition of the samples used.

! Full time 15 35 Kours a week or more; full year s $01o 52 weeksa year,

* The median ts an average which divides a distibution 1ato two equal parts,

ne half having earnings, income, or educational attainment above the median
and the other having earnings, ncome or educational attainmen' below the
medan. ,

Note that in thiy chapiet incuine ieteis 1o the total amounts of muney received
from the following sources: earnings ~wages and salaries and net tncome from
self-employment; and 1ncome other than carnings—Social Secunty, Supplemen-
fal Security Income, public assisiance vt welfare payments, interest, diviiends,
rents, royalties, estates or trusts, veterans® payments, unemployment and work-
ers’ compensation, pnivate and government retirement and disabihity pensior. s,
alim vy hildsupport, and any other ,uuree of money niome regularly reveived.

Money tncome does not include noncash bensfits such as public transfer, food
stamps, the National Schoot Lunch Program, public and other subsidized hous-
ng Mediare and Medivaid health insurance, CHAMPUS, YA and other medial
health care; rent-free housing and goods produced and consumed on farms; and
employer or union-provided benefits such as full or partial payments toward
penaon plans, group health ;nsurance or educational expenses

Farnings are the sum of nioney wages or salary, and net tnoney income from
tarm and nonfarm seif-employment. Included 1n wages or salary are: wages,
«alary, Arned Foies pay, commissions, tups, picee-rate payments and cash
bonuses earned before deductions were made far taxes, bonds, pensions, union
dues, et¢ Self-employment income ncludes gross receipts (money) minus ‘ex-
penses,

Farmings data for the years 1967 81 include wage and salary income and
earnings from self employment For 1955 1+ 1966, data include wage and salary
income only. .
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occupation, by industry or overall), the ratio of women’s
earnings to men’s remains about 60 percent.

For information on studies relating to the earnings
gap, see séction on Factors Affecting the Earnings Gap.

Weekly Earnings

Women who wqrked full time had median usual earn-
ings of $224 a week in 1981, or about 65 percent of the
$347 earned by men. By the second quarterof 1982, full-
time women workers’ median earnings had increased to
$240, still 65 percent of men’s median earnings of $370.
Data from both earlier and different studies reflect the
same relationship (table I11-2). .

Sincé usual weekly earnings include overtime, if
carned, it should be hoted that men tended to work
longer hours than did women. About 29 percent of the
full-time men butvenly 14 percent of the full-time women
worked 41 hours or more a week in May 1980, When
women worked overtime they were slightly more likely
than men to have received premium pay, probably be-
cause large numbers of men were in salaried positions
where overtime pay was not required by law. Propor-
tionately, data for 1980 and 1979 indicate fewer workers
represented by labor organizations* work ed long hours.
When they did, however, about twice as many received
premium pay as did unorganized workers on long work-
weeks. )

Male workers who were union members were about
twice as likely as unionized women to have worked over-
time and, while about half of organized women wor king
more than 41 hours a week were paid overtime, nearly
three-fourths of the men covered by union agreements
were paid.

Weekly wage or salary earnings of workers belonging
to unions were higher than those of unorganized work-
ers. In May 1980 (the most recent data available), weekly

o

! Data include workers who either are members of a labor union or of an
employee or professional association which bargains collectively tar sts members,
or whose jobs are covered by a union or association contract.
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Tablo li-1

Comparison of median earnings of year-round full-tima workers, by sex, 1955-81 .

{Persons 15 years of age and over)

V/omen's Percent
eamings men's Eamings
. Eamings asa earnings gapin
Median eamings oap In percent excosded constant
Women Mon dollars of men's women’s 1987 dollars

Year N R L (2) ) 4 {5) {6)
1981 $12,001 $20,260 $8,259 59.2 68.8 $3,032
1980 11,197 18,612 7,415 60.2 66.2 3,004
1979 10,151 17,014 5,863 59.7 67.6 3,157
1978 9,350 15,730 6,380 59.4 68.2 3,267
1977 8,618 14,626 6,008 58.9 ) 69.7 3,310
1976 8,099 13,455 5,356 §0.2 66.1 3,141
1975 7,504 12,758 5,254 53.8 700 3,259
1974 6,772 11,835 5,063 57.2 74.8 . 3,433
1973 6,335 11,186 4,851 56.6 76.6 3,649
1972 5,903 10,202 4,299 57.9 728 | 3,435
1971 5,593 9,398 3,806 59.5 68.0 3,136
1970 5,323 8,966 3643 594 68.4 3,133
1969 4,977 8,227 3,250 60.5 65.3 2,961
1968 4,457 7,664 3,207 58.2 72.0 3,079
1967 4,150 7,182 3,032 578 73.1 3,032
1966 3,973 6,348 2,875 58.0 724 2,958
1965 3,823 6,375 2,552 60.0 66.8 2,700
1964 3.690 6,195 2,505 59.6 67.9 2,696
1963 3,561 5,978 2,417 59.6 » 679 2,637
1962 3,446 5974 2528 59.5 T 734 2,790
1961 3,351 5,644 2,293 59.4 68.4 2,559
196G 3.293 5417 2,124 60.8 64.5 2394
1959 3.193 5,209 2,016 61.3 63.1 2,308
1958 3,102 4,927 1,825 63.0 58.8 2,108
1957 3,008 4,713 1,705 63.8 56.7 2,023
1956 2,827 4,466 1,639 63.3 58.0 2,014
1955 2,719 4,252 1,533 63.9 56.4 1,911

)

Nuie Fuc 1967 -81 data uiude wage and salary ineome and eamings bum seif-empivymeni, jur 1355-66. data inviude wago and salary wawumo only For 197981, 0ata afe for

rorsons 15 years of age and cver eartier gata are for persons 14 years of age and over
Column 3 - cotumn 2 minus cotumn t

Cotumn 4 cagmrn 1 divided by cotlumn 2

Cotumn 5 colamn 2 minus cofumn i, divided by ¢otumn t

Column § - column 3 divided by the purchasing power of the consumer dollar (1967 = $t 00)

v 03 Muneyincume ot Famiu®s and Persuns i ine United States Cunent Pupuidiun Repuits, 1957 tu 1980 aud 1981 Advanwe Repent, U b Dopartment ul Lummereo.

Burrau of the Census. and U S Dopartment of Labor, Bureau of Labor Statistics

carnings averaged $320 for all einployed workers cov-
ered by union agreements compared with $278 for non-
union workers.® [n May 1977, wie average for all workers
represented by labor organizations was $262 compared
with $221 for noncovered workers.® Unionized women
workers earned $206, 73 percent of union men’s earnings
of $283. While organized men earned moie than nonun-
ion men, the differential was much greater for women.

Y

¥ Earmings and Other C haracterisuics of Organized Workers, May 1980, Bulle
tin 2108, U S Devartment of Labor, Bur.au of Labor Statistics. -

* Earungs and Other Charactenistics of Organized Workers, May 1977, Report
556, U.S. Department of Labor, Bureau of Labor Statistics.
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Annual Earnings and Income
Earnings

Women who worked year round and full time n 1981,
on the average earned only 59 cents for every dollar

carned by men. In other words, women had to work

nearly 9 days to oblq%p the same earnings the men ob-
tained in 5 days.

In 1981 men’s median carnings of $20,260 werc 69
percent greater than the $12,001 carned by women.
There has been no significant improvement in this rela-
tionship since the early 1960’s.
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Table 111-2 »

>

&) .
Median weekly earnings of full-time wage and salary workers for selected periods’
(Persons 16 years of age and over)

Earnings

Total Women Mon Ratlo

1982, Second quarter $308 $240 $370 64.9

1981, Annual average 289 224 347 64.6

1881, Second quarter 284 221 343 62.7

1980, Second quarter 261 . 200 317 63.1

1979, Janvary? 235 171 300 57.0

1973, May . 159 116 188 61.7

\ 1967, May 109 78 125 62.4

Tra Jatad, unless utheiwise .adiated, are based on usuai weekly 8arnings reported (u the monthly Cuirent Pupuiatiun Survey. conducted by the Bureau ot the »ensus (V)
Department of Commerce. for the Bureau of Labor Statistics, U S, Department of Labor.

'These 1a'a were developed by the Bureau of the Census for the /ncome Survey Deveiopment Program, a joint project of the US Depanment vt Health and Human
Servicas and *he Bureau of the Census Avarage imean) weekiy earnings were com puted trom monthiy wage of saiaty data 4nd the median derived from the array.

Source Cutrant Population Reports. *Special Studies,” p. 23, No. 118, U'S. Depart ment of Commerce. Bureau of the Census.

Table i1-3

Eamin&g. distribution of year-round full-time workers, by sex, 1981

(Persons 15 years of age and over)

Likelthood
of a woman Womon
rather than as
Number Cumulative
aman tobhe
(in thousands) Distribution in sach earn- pg;c:lrt distribution
Women Men Women  Men ings group! earnsrs Women Men
Earnings group (1) {2) (3) {4) (5) (6) U] (8)
Total 23, 329 41,773 100.0 100.0 1.0 35.8
Less than $3,000 537 1,031 2.3 25 T 09 34.2 2.3 25
$3,000 to $4,999 594 465 25 1.1 - 2.3 56.1 4.8 3.6
$5,000 to $6,899 ) 1,601 1,137 6.9 2.7 2.6 58.5 1.7 6.3
$7,000t0 $9,999 4,736 2,713 20.3 6.5 21 63.6 32.0 12.8
$10,000 t0 $14,999 8,186 7,438 35.1 178 . 2.0 52.4 67.1 30.6
$15,000 to $24,999 6,452 15,013 27.7 359 0.8 30.1 94.8 66.5
$25,000 to $49,999 1,170 12,005 5.0 28.7 . 0.2 8.9 99 R as.2
$50,000 to $74,999 32 1,347 0.1 3.2 " 2.3 99.9 98.4
$75,000 and over 21 625 0.1 1.5 0.1 3.3 100.0 100.0
Note Indivicdual items may not add to totals because of rounding. °

Column$ - column J dividod by column 4

Column6 = column 1 divided by the sums of columns 1 and 2 times 100 .
Tr.s measuce wouid Shua 0aINNgs Bquanity it the oelliviBnt lui 0aLh iNLUME gruup waiIB equaiiv | O Tais i3 amvie uuwula«@ Mo1had of a3sessing the earnings disparity than

simply companng medians

'Lessthan 01

Source Table LJ2 Mar:h Supplement 1982 (unpublished data). U'S Depattment of Commerce. Bureau of the Census

v

Women are overrepresented among workers whose More than 80 percent of the women workers earned
carnings are luw, and arc underrepresented among those  less thanthe median earnings of men, but only 20 percent
with the highest earnings (table 111-3). In 1981 women  of the men earned less than women’s median earnings.
who worked full time the year round were 2.3 timesas  Dver the past 25 years, aboi .9 outof 10 women workers
likely as men to earn between $3,000 and $5,000. How ~ith full-time year-round employment earned less than
ever, men were nearcly 6 times as likely as women to have {half of the median earnings of men comparably em-
earned $25,000 to $50,009. ployed. In 1971, 1978, 1979, and 1981, however, the
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Tabloe li1-4 ~ N ‘

Median income of women and men 25 to 64 years old and 65 years and over, by type of income received in

)

1981’ 1
25 to 64 years 65 and over l
Type of income Women Mean Women Men |
1
Total $ 5827 $18,220 $ 4706 ' $ 8138 ‘
Wage o salary 10,029 20,111 8,911 13,726 1
Nonfarm sell.employment 5,310 16,786 7,197 15,154 |
Farm self-employment 3,519 12,204 10,272 8,216 |
Property (interest, dividends, rent, trusts) 7,520 21,932 5,880 9,998
Social Security and Railroad Retirement 4,673 7,817 4,798 7,902
Supplemental Security 3,554 3,600 3,507 3,606
Public assistance or welfare 4,160 3,969 3.730 ¢)
Veterans, unemployment and workers’ compensation 7,705 14,393 4,846 7,618
Unemployment compensation only 7,644 13,921 @ ¢
Retirement, total 9,689 17,487 8,934 11,307
Private pensions ~rannuities 9,151 12,857 8,279 10,683 °
Military retirement pensions only * 26,383 4] 14,692
Federal employee pensions only 10,828 17,556 9,675 14,879
State or local employee pensions only 10,320 18,078 9,944 10,791
Other combinations ¢ 21,434 g 19,542
Other 10,301 15,400 6,126 10,092
Combinations of income types |
Earnings 9,760 19,680 8,734 13,186 ~ |
Earnings and property 11,053 22,607 9,880 14,897 K
Government transfer payments 5,249 12,361 4,743 7,954
Government transier payments only 3,333 4,222 3,409 Y 4,275
Government transfer payments and other income 6,917 14,653 5,872 9,385
Public assistance or supplemental security orboth 3,821 3,693 3,502 3,593
Social Security or retirement income or both 5,213 11,788 4,824 8,042
Social Securiiy or supplemental security or both 4,348 ., 1,201 4,736 7,839
" Includes persons who worked lass than y#ar round full time 'S

! Baso loss than 75,000 °
Source Unpubhished data. US Department ot Commaerce, Bureau 0f the Census

disparity was slightly less, when 8 out of 10 women
catned less than half of men's median earnings. The
deerease in the disparity during these ycars may have
bccn due to recession.

Wage and Salary Earmngs-Tablcs IlI-4 and 1II- 5
following, which provide information on medianincome
by types and sources of income, indicate that wage or
salary income is very important for both women and
men. Approaimately 96 percent of year-round full-time
women workers were wage and salary workers; less than
4 percent were sclf-employed. Men wage and salary
workers constituted just under 90 percent of those with
carnings, and slightly more than 10 percent were self-
cmployed. There was, of course, some overlap for a
relatively small number of workers. Data on the median
wage and salary income of year-round full-time workers,
as compared with their median earnings, indicate that
sulf employed income included in the median earnings
tend to distort, although minimally, the true annual in-
come on which most families and persons tend to rely.

* )

Based on earnings solely from wages or salaries, by
occupation, year-round full-time women workers aver-
aged (median) $12,103 in 1981 compared with $20,454
for men sirhilarly employed.” When classified by indus-
try, median wage or salary income was $12,172 for
women and $20,682 for men.? The ratio of women’s
carnings to men’s in either instance, was 59 percent—
59.2 percent for the median by occupation and 58.9
percent when comparing the industry medians.

Income From Other Sources

The major feims of income, other than carnings
(wages or salaries and farm and nonfarm self-employed

" Tabie P.il, March Supplement 1982 wwapubushed datay, L.S. Depaiment of
Commerce, Burcau of the Census.
* Table P.10, March Suppleinent 1962 (unpublished data), U.S. Department of
Commerce, Burcau of the Census.
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income) are property (interest, dividends, rent and es-
tates and trusts), Social Security and Railroad Retire-
ment benefits, other (etirement (private pensions or an-
nuitics, military retirement, and Federal/State/Local
empioyec pensions), veterans’ payments and unemploy-
ment and workers’ compensation, Supplemental Secu-
rity Income (SSI); public assistance or welfare, and
“other” - a catch-all which includes alimony, child sup-
port, other regular contributions, and “anything else.”

As table H11-4 indicates, the median incomes for all
wnmen and men 25 to 64 years of age and 65 years and
over differ considerably. All women 25 to 64 years of age
have a median income which is only 32 percent that of all
men in that age group For persons who have attained
“retirement” age or are older, lessened income on the
average resultsina 58 percent ratio between such women
and men The more startling differential occurs in the
comparison of the median incomes of persons 25 to 64
years of age and 65 years old and older in the same sex.
Because the median income for all women in the younger
group was »0 low, median income for those women aged
65and over was 81 percent of the younger age group. For
all men, however, the ratio was 45 percent.

I abor foree participation, however, appears to be a
factor in the magnitude of income by type of income. For
wmen 25 to 64 years of age, median wage cr salary
income has the highest dollar value. For inen in the
younger group, the highest median for a major type of
income was from property, followed by wage and salary
income. For this group, the single highest dollar median
was 1°r military pensions, a sub-group of retircment
income For the “retirement” group, median income
from farm self eraployment was highest for women—
probably because this relatively small group had been
left waorking family farms after the demise of their hus-
bands For menin the older group, however, ncnfarm
«¢If employment had the highest median, possibly influ.
cneed by the practices of doctors, lawyers, dentists, ac-
countants, and other unincorporated businesses. It is
interesting to note, however, thabt}xe next major type of
incom. for all men aged 65 and over was that from wages
or salaries.

The effect of work for pay, whether in the form of
wages oi salaries or self-employment carnings, is appar-
ent when the median - alue of the combination of earn-
ings and property is analyzed for both age,’sex groups. In
fact, although median income from property had the
highest median dollar value only for men between 25 and
64 years of age, in combination with earnings, it pro-
vided the highest median combined income for both
sexes and age groups.

The various medians shown in table 111-4 obscure the
relative importance of the different types of income for
women and men. A small or relatively small number of
recipients with large pensions, for example, could have a
high median, but that median could bé overwhelmed by

v
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the numbes of persons with, for example, income from
savings and other investments. For women 1n the youn-
ger group, nearly as many had income from property (66
percent) as, from wages or salaries (68 percent). For
women in this younger group, however, the median
value of the property income was 75 percent that of the
wage or salary income. For inenin this age group, higher
labor force participation (a total 6f 92 percent with in-
come from car nings) meant a slightly smaller proportion
with income from property (63 percent), but the median
income from property was higher than the wage or salary
median. Women in this age group had median wage and
salary income equivalent to half that of the men and
median income from property which was 36 percent that
of the men’s. For thosc in the groups 65 years of age and
over, labor force participation declined precipitously.
About 10 percent of the women and nearly 25 percent of
the men had income from carniﬁgs. For the women in
this age group, median income from property was 66
percent that of their median income from wages or sala-
ries, for the mex, the ratio was 72 percent. The ratio
between the median wage or salary income-(only) was 65
percert; the ratio between women and men for median
income from property for this age group was 59 percent.

These data, for all persons 25 years of age and over by
total money income, indicate that there Jwere approxi-
mately 3.1 million more women than men with income
from property —but on average, the median value of the
woment's income {rom property was only 36 percent that
of the mediari return for men.

The source of in.ome for year-round full-time work-
ers is detailed in table 111-5. For both women and men
working full time year round, only 30 percent had in-
come solely from carnings--most of which was from
wages or salaries rather than self-employment income.
Of the women workers, 54 perwent had income from
earnings and property and 16 percent front earnings-and
other sources. Fifty-nine percent of the men working full
time full year had income from earnings and property
and only 2 percent from earnings and other sources. The’
iatio between women's and men’s income based on these
data was 60 percent. The ratio between their median
incomes from carnings alonc was 70 percent. wages and
salaries, 69 percent, and self-employment income, 52
percent. The ratio between the median for women's and
men’s carnings and other income was 60 percent.

It is not possible, fror: the data in this table, to esti-
mate the median value of year-round full-time workers’
earnings compared with their total income. Either carn-
ings must be sufficiently high to permit investment 1n any
of the forms of property in order to have income from
property or one must inherit the property. .

The top wealthl)oldcrs are defined by the Internal
Revenue Service as persons with personal assets, such as
real estate, bonds, corporate stock, cash (incluf'jmg
cheching and savings aceounts, savings certficates, and
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Table llI-5

Median income of year-round full-time workers, by source of income lrgsav

(Persons 15 years of age and over)

Sourco of Income

Women Men
Total $12,457 $20,692
Eamings only 10,614 15,254
Wage or salary only 10,684 15,519
Self-employment income only ~ 5,618 10,909
Nonfarm only * . 6,154 11,816
Farm only (Y] 3,883
Nonfarm and farm U] M
Wage or salary and self-employment income only / 10,723 16,489
Wage or salary and nonfarm self-employment income only 10,737 18,350
Wage or salary and farm self-employment incorge only 10,646 12,841
Wage or calary, nonfarm and farm income only -~ . Y] - 0
Earnings and income other than earnings 13,827 23,032
- Wage or salary and other income only 13,918 23,316 -
Wage or salary and property income only N 13,792 23,561
Wage or salary and other income 14,285 22,080
Nonfarm setf-employment income and other income only 9,332 21,412
Nonfarm self-employment income and property income only’ 9,858 22,106
Nonfarm seif-employment income and other income 8,811 16,936
Farm selt.employment income and other income oaly | 1,893 7,381
Farm self-employment income and property income only 1,822 7,581
Farm self-employment income and other income N 3,264 7,061
Wage ot salary; self-employmeant, and other income _ ~ 16,485 23,397
Wage or salary, nonfarm self-employment and otherincome only 16,599 24,639
Wage or salary, nonfarm self-employment and property income only 15,399 24,747
Wage or salary, nonfarm self-employment and otherincome 19,847 24,203
Wage or-salary, farm selbemployment, and otherincome only 14,434 20,903
Wage or salary, farm self-employment, and property income oniy 13,661 21,898
Wage or salary, farm self-employment, and other income M 116,717
Other combinations . ") 17,683
Other income only . 1,562 "
Social Security Income only ot (Y] ")
Public assistance income only " "
Penslon Income only L "
Pension and property income only : ") "
Social Security and public assistance income only Y] M
Social Security and property,income only " M
Social Security and pensionincome only (") "
Social Security, penslons, and property income only " (")
All other combinations 1 ’ 1,438 ™

* Fase 1633 than 75,000

Source Table P7. March Supploment 1982 funpubushad data) US Oopartmont of Commaertce. Bureau of the Census

(3

Treasury bills and notes), notes and mortgages, and in-
surance equity, totaling $60,000 or more. In 1972, the
latest date for which data are available, some 12,8 mil-

lion people met this criterion. Women were 39 percent of ~

this group.

Despite the fact that many people believe that women
own or control most of the wealth in the countty, the
data show that 60 percent of the top wealthholders were
men. In fact, it was not until women were grouped at 70
years of age and over that they exceeded the numbgr and
percentage of wealthy men—possibly because they had
outlived the men in their families. Further, it was only

ERIC
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when assets exceeded half a million dollars that the num-
ber and percentage of women exceeded that of men
(table III-7). It should be noted that there were 155
women in this country with assets between $500,000 and
$999,999—50.8 percent of the total; and 90 women with
assets in excess of $1.0 million—50.3 percent of the total.
Proportionately, the largest single wealthy group con-
sisted of singic women {which included divorced per.
sons). Widows were the next largest group. The data do
not substantiate a belief that women own or control the
wealth in the country; in fact, the evidence is to the
contrary.

3 J4
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Table #}-6

Persons with personal assets of $60,000 or more in
1972, by sex and age

Number
Sexandage I L thousands) Percent distribution
Total . , 12,815 100.0
.-Women 5,006 39,1 P
Under-50 years 1,951 < 15.2 7
50 to 69 years . 2,001, * 15.6
70 years and over 875 6.8
Men 7810 60.9
Under 50 years 3,976 31.0
50to 69 years 2,810 219
70 years andover 762 59

Souree Stapstcy ot mcomo 1972 Suppiementit Repoil. Personet Wealth Esp
mated From Estatefae Apturns US Depanment of the Treasuty. Intesnal Revenue
Sarvice i

Factors Affecting the Earnings Gap

Available data from all reputable sources show a pes-
sistent and relatively consistent disparity in the earnings
of women and men, whether measured in terms of
weekly or annual wage or -afary income or earnings
income. This difference reflects, in part, age, education
and training, job tenure, seniority, and the amount,

]

Table IIt-7

x

type, and location of the work performed. Other ac-
knowledged factors are: a higher proportion of women
work in part-time jobs, men’s workweek tends to be
longer even within the full-time context, a iower propor-
tion of women are members of labor organizations, and
there are differences inthe distribution of workers within
occupational grouns and industrics, with women con-
cenfrated in certain low-paying mnajor occupational
groups. The discontinuity in work experience once cited
as a reasonable explanation has changed considerably in
recent years, but its effect on the carnings gap has not
been definitively evaluated. That it leads to lesser senior-
ity accumulation, advancement of skills and general
work experience cannot be discounted. Explanatory
models, taking combinations of the above factors into
account, all leave a large proporticn of the gap between
women’s and men’s earnings unexplained. This unex-
plained difference can be attributed to sex discrimina-
tion.

Increasingly, allegations are being made that work

traditionally performed by women is undervalued
and underpaid in comparison with other work—
predominantly performed by men—different in content,
but pereeived to requre the same or less educational
preparation, experienw, skill, and responsibility, Sev-
eral priority issues and research areas which could lcad to
lessening of the earnings gap and promoting pay cqulty
have becn identified ard recently investigated. Among
the most noteworthy resalts have been the publication oi

'

Number and distribution of top wealthholders, by sex, marital status, and size of net worth, 1972

] Women Men
Net worth class ; _ ____ Married ~ Single' Widowed Married Singls ' Widowed _
Total persons ) /
With assets over $60,000
(numbers in thousands) 2,269 946 1,791 6,303 986 521
$60,000 to $99,999 1.338 517 949 4,254 688 301
$100,000 to $2.49.999 © 682 307 584 1,495 209 159
$250,000 to $499,999 150 68 166 361 62 41
$500,000 to $999,999 65 34 56 121 17 12
$1,000,000 or more 34 20 36 71 S n 7
Total persons /
With assets over $60,000 ‘ ¢
{percent) 100.0 100.0 100.0 100.0 100.0 100.0
$60,000 to $99,999 §9.0 54.7 53.0 67.5 y 69.8 57.8
$100,000 10 $24),999 30.1 325 32.6 23.7 ! 212 30.5
$250,000 10 3499,999 . 6.6 7.2 9.3 572 / 6.3 7.9
$500,000 to $999,999 29 3.6 3.1 1.9 ‘ 1.7 23
$1,000,000 or more 1.5 - 241 2.0 1.1 / 1.1 1.3

/

" Includes divorced persons

1

/

)
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Job Title Revisions To Eliminate Sex- and Age-Referent
Language from the Dictionary ¢f Occupational Titles,
Third Ediion and the revised Fourth Edition of the
Dictionary of Occupational Titles.® A study was also
undertaken bythe Nationqi Academy of Sciences for the
Equal Employment Opportunity Commission to deter-
mine if remuneration for work which is not the same but
1s of equal or comparable value varies between workers
because of the sex of the worker. An interim report, J2b
Evaluation: An Analytic Review,® provided an assess-
ment of current job evaluaticn procédures and practices,
particularly in regard to their use in C;\:solving complaints
based ori sex-based wage discrimination; and an analytic
critique of factors and factor weights, subjectivity of job
tion, and the application of multiple job evalua-
tion Jplans applied to single firms. The final report,

Worlien, Work and Wages: Equal Pay for Jobs of Equai

let{e found substantial discrimination in pay which is
ne\ther easily identified nor casily remedied. The study

’addx’essed ¢limination ofdlscnm-nanon within the con-

text of a smgle firm rather than a systemic sclution to
“unintentional” discrimination."

Some data on other factors that play a partin creating
the carnings gap arc now available in findings of the
Panel Study of Income Dynamics by the University of
Michigan’s Institute for Social Research. The panel’s
first analysis of its data reported on more thar( 5,000
huuseholds. Persons in the study were 18 to 64 years of
age ond were in the labor force in 1975. They included
marricd and usmarried men, wives, and unmarried
wornen who maintained families.

The panel gathered data by race and sex of four factors
that might cause a gap betw een the earnings of w hite men
atd three other groups. white women, black women, and
bla.\ men. Table 111 -8 shows the effect of formal educa-
tion, labor force attachment, work history, and years in
wurrent job tor cach of the four groups.

The factor of formal education had relatively little
impact on white women (white men and white women
ascraged about the same numbcr of years of formal
education), aithough it had noderate impact on black
women and a substantial impact on black men.

The indicators of labor force attachment used by the
panel were absentecism because of the person's own
diness ot the illness of vthers, self imposed restrictions
on huurs of work, lovation of work, or moving in order
(v geta better jub, and plansto quit ajob Intheseterms,
women on the average had a lower attachment to the
labut foree than Jid men. For example, they were more

* U s Departmemiof Labor, U S Empluyment Service, 1972 and 1977
* Nauwnai Avademy ol S icaves, Commatiee on Oceupativnal Classifivation
and Analyws, 1%79

** Natonal Academy of Sciences, Committee on Occupationat Classificanon
and Analysn, 1981
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Table II1-8 ‘ /

Share of wage gap between white men and other
groups “explained” by tested factors, 1975

(Percent distribution)

. White Black Black

women women men

Total 1000 100.0 100.0

Formal education 20 11.0 39.0
Indicators of labors '

force attachment 20 -20 -2.0

Work history 28.0 14.0 3.0

Years of training on
current job 100 8.0 15.0
Unexplained 58.0 69.0 45.0

Source Fiwve Thousand Famiiies batterns of Econumic Progress Panet Study of
income Dynamics, 1978, lastitute for Social Research. University of Michigan, Ann
Acbor, Michigan

often absent from work because of the illness of others in
the family. Even o, these variations explained virtually
none of the inequities in earnings. Women with a lower
labor force attachment earned about the same as women
with similar qualifications who scored higher in their
labor i‘orcq(attachmcnt.

The major single factor that accounted for the wage
gap between white men and white and black women was
work history. This factor and the closely related one of
years of traimng completed in the ptesent job were re-

sponsible for 38 percent of the wage differential between,

white mien and white women and for 22 percent of the
differential between white men and black women.

The work history data obtained by the panel coverad
the number of years each worker spent in these catego-
rics. out of the labor force, since the complcnon of
school, employment before working for prcscnt cm-
ployer, work for present employer before current job, in
current job, training comple.ed on current job, and the
dutation of the posttraining period. The panel also
learned the proportion of ecach person’ working yecars
that was spent in full-time jobs.

The panel identified five basic work patterns of the
women and men aged 18 to 64 years (chart III-1). In
work Pattern A, the workers had been employed contin-
uously since leaving school. In Pattern B, workers had
experienved a period of nonemployment between leaving
school and the first job, and then had worked continu-
ously. For example, some of the women may have mar-
ried after completing school, then raised a family, and
started to work at age 30. In.Pattern C, workers had
begun work immediately after leaving school, dropped
out for a while, and then returned to work. Workers in
Pattern D delayed their start of work and later had
interruptions in their work carcers. For example, some
of the women may have married and raised achild, hada
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Chart 111

The work history of women and men is an important factor in the eamings gap.
Basic work history patterns of workers 18 to 64 years of age, surveyed by Panel Study of Income Dynamics.

School
PATTERN A = Continuous work

PATTERN B — Delayed start

L I TR

PATTERN C — One interruption®

« -

PATTERN D — Delayed start/one interruption

~ .
.t <
A

PATTERN E — At least 5 distinct periods of work/nonwork

D Nonwork

. A Work

Source Five Thousand Families: Pattorns of Economic Progress, Panel Study of income Dynamics, 1978,

Institute for Social Research, Unwversity of Michigan, Ann Arbor, Michigan,

3
-

job for a few years, and then dropped out of the labor
force to raise another child. In Pattern E, workers had
experienced at least five distinct periods of employment
and nonemployment,

Table 111-9 shows the percentage distribution of
women and men, by race, in each of the five work history
categories, More than half of all employed men had
worked continuously since leaving school. Women's
work history patterns, particularly those of. white
women, showed greater variation from this pattern. Less
than 36 percent of white women and nearly 43 percent of
black women had been employed continuously since
leaving school.

Black women were much more likely (84 percent) than
white women (65 percent) to have been employed contin-
uously, or to have delayed their entry into the labor
market and then worked continuously. Morcover, black
women experienced fewer interruptions in their employ-
ment, and their periods of nonemployment tended 10 be
shorter than those of white women.

The panel also examined the work patterns for work-
ers aged 30 to 44 years, and found that women in this age
group had more intermittent employment patterns than
did thosc in all other ages covered in the study. However,
about one-fourth of the white women in this age group

,and more than a third of the black women had worked

E ‘lCntinuously since leaving school

89

Overall, the work history patterns differed considera-
bly among the white and black women 30 to 44 years, as
did the patterns of all white and black women. About 28
percent of the white women and about 42 percent of the
black women were in Pattern B, with a delayed start in
employment. About 17 percent of the white women and
only about 5 percent of the black woinen in this age
group were in Pattern E, where workers had experienced
at least five periods of nonemployment,

Table lll-9

Parcent distribution of employed personsage 18 to
64 years, by work pattern, sex, and racs, 1975

Work history Women Men
patterns White Black White Black
Total 100.0 100.0 100.0 100.0
Pattern A 35.6 42,4 54.6 61.4
Pattern B 28.9 41.8 141 15.1
Pattern C 15.3 5.4 28.5 21.8
Pattern D 8.4 7.0 3.2 1.0
Pattern E 1.8 3.7 2.8 0.7

Source Five Thousand Famwmes Palterns of Economic  rogress. Pane! Study of
tncome Dynamics. 1978, tnstitute for Social Research, University of Michigan, Ane

Arbot, Michigan.
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Intheory, the fact that women tend to have less contin-
uou> employment than do men might be responsible for
much of the gap between women’s and men’s earnings.
Women might fall behind in seniority and in the acquisi-
tion of skills during periods of unemployment or find
that their skills are outmoded when they return to work.
The rescarchers found, however, that staying cut of the
labor force had surprisingly few significant direct effects
on women’s wages. White women with frequent inter-
ruptions in employment (two or more) had nearly the
same hourly earnings as did those who had a similar
amount of work experience and fewer interruptions in
employment. Bla.k women whose employment had been
frequently interrupted earned about 19 percent less than
vther black women, but the wages of black women with
Ies> than two interruptions in employment were unaf-
fected by the time the women were out of the labor force.

Two clements in work histories accounted for the larg-
est propertion of the gap inearnings between women and
mun. These were the Igngth of employment with the
prosent employer and the years of training that had been
corhipleted on the present job.

The fact that white men had completed more than
twice ao much training in their present jobs as any other
gtuug in the panel study alone accounted for 10 percent
of the wage gap between white women and white men, 8
pereent of the gap between blackh women and w hite men,
and 15 pereent of the gap between black and w hite men,
Exclusive of training, the white men also had more years
of empluyment with the present employer than did the
wumen. This explained another 12 percent of the gapin
carnings between white women and white men and 7
pereent of the gap between black women and w hite men.

It was concluded that women and black men with
work histories similar to those of white men were work-
ing in jobs with much lower training requirements. Their
wourh experience did not pay offin training opportunities
as it did for white men,

The Value of Training and Work Experience

Loonomsts differ in some respects on whether such
factors as tramming and work experience are of equal
value to all workers. The more traditional view 15 that
on the job training is an investment in human capital
that will pay off at some time in the future. The costs and
benefits of training presumably vary, depending on such
things as the value of the worker’s time that is lost to
production whileshe cr heis in training and the length of
the payoff period in which greater earnings will be re-
ceived by the more highly skilled worker.

More recently, some economists have argued that
earnings are largely determined by the labor market in
which people work rather than by the amount of educa-
tion and training they have had. There is a dual labor
market for workers, these economists contend, with jobs

1in the primary market sector characterized by structured
jobladders and promotional possibilities. These are jobs
with a future. In the secondary market sector there are
largely “dead end jobs™ that require only low skill levels
and offer few or no prospects for promotion. Discrimi-
nation 15 found to be an integral part of the dual labor
market’s functioning, and it tends to confine women and
blacks to jobs in the secondary labor market.

In considering the value of training and work experi-
ence for white and black women, it may be useful to take
these theories into account. In the Michigan panel study,
for example, younger workers were much more likely
than were older workers to be receiving training on their
current jobs and also to be learning for a future job. As
the human capital theorists would point out, the ex-
pected lifetime period of work for these,workers is longer
than that for older workers and provides a longer payoff
peniod. However, the effects of discrimination were clear
in the panel study and tend to support proponents of the
dual labor market approach. In addition, the fact that
on-the-job training was found to increase with formal
education, hours, worked per week, and hourly earnings
suggests the presence of a secondary labor market. Train-
ing was especially low for part-time workers, persons
earning less than $3 an hour, and those with less than 9 .
years of education. 3 .

Edward Lazear of the University of Chicago has dem-
onstrated that there was a substantial narrowing of the
wage differential between young men and young women
in the 6-year period between 1968 and 1974.' This nar-
rowing did not appear to reflect differences 1n the preem-
ployment characteristics of the two groups. This re-
sears her believes tnat the increase in the relative earnings
of young women was, to a large extent, the result of
rapid wage gains, which reflected an investment in on-
the-job training. Lazear expects that the future age/
carnings profiles of women will be more comparable
with those of men than was the case in the past.

Nicholas Kiefer'* has done research which suggests
that training leads to higher employment and carnings
forblack women. The strongest gains seemed to be made
by women who were trained or placed in service occupa-
tions. This finding also indicates that thc gains were
greatest for women v hose wages were low and points to
the long-standing problem of occupational stratification
1n the labor force according to the sex and race of work-
ers.

Although the findings of these rescarchers were based
onsophisticated methodologies, the data that were proc-
essed are still limited and sparse. However, the results of
studies of this kind are attracting attention in the re-
search community, and further studies are likely to be

” Women in the Labor Market, Cynthia B. Lloyd, Emily S. Andrews, and

Curtis L. Gilroy (Eds), p. 331, 1979, Columbia Umversity Press, New York, N.Y.
" b, p. 289,
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made because many questions about the economic value
of training and work expenence are unresulved. At the
same time, social changes are underway that appear to be
having some effect on women's expectations, employ-
ment, potential lifetime earnings, and the extent of their
participation in family functions such as child care,
household duties, and the like. Changes also are occur-
ring as a result of responses by employers to the enforce-
ment of antidiscrimination legislation, equal pay laws,
and the changing roles of women in the economy. The
older patterns that placed certain values, or limitations,
on training may be displaced as these social changes
assert themselves in the labor market.

.The Impact of Equal Employment
Opportunity Laws and Regulations

The persistence of differentials between the earnings
of women and men continues to be a major concern. On
the surface, it would appear that legislation which was
enacted more than a decade ago has been ineffective in
reducing discimination 1n employment against women.
However, at least one researcher, Andrea Beller of the
University of lllinois at Urbana, believes that an underly-
ing factor may be the rising labor force participation
rates of women.” Women entering the labor force—
about two out of three new entrants or-reentrants are
women—are usually unable to command the higher
wages typically paid to more experienced workers. Beller
argues that, on the basis of these rising participation
rates, 1t might be expected that the male-female earnings
gap would have widened by about 7 percent between
1967 and 1974. Instead, the earnings differential was
relatively constant during this period. One reason for
this, Beller says, was the enforcement of title VII, the
equal employment opportunity (EEO) title of the Civil
Rights Act of 1964, which kept the differential from
widening as increasing numbers of women entered the
labor force.

Enforcement of sex discrimination provisions under
title VII was found to have had:an even greater impact
when only the private employment sector was examined.
In this sector, EEO enforcement increased the demand
for women relative to men and reduced the earmings
dif ferential 14 percent between 1967 and 1974.

In 1972 amendments to title VII brought more em-
ployers under the jurisdiction of the law and granted the
Equal Employment Opportunity Commission the right
to sue a private employer. Beller notes that the posta-
mendment enforcement of the law’s provisions against
sex discrimination had a more positive effect 1n the short
run onthe earnmings of women and caused an even greater

b, p 304
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reduction in the female-male earnings differential than
did preamendment enforcement of title VII. The right to
sue a private respondent was particularly successful in’
increasing the law's effectiveness. Overall, the 1974 earn-
ings of men increased significantly less than did the earn-
ings of women as a result of title Vii enforcement.

The Federal Government uses its procusement power
to further equal employment opportunity. Executive Or-
der 11246, as amended, was issued by the President in
1965. It prohibits discrimination in employment and re-
quires most Federal contractors to take affirmative
action to overcome special barriers to employment for
women and minorities. Failure to carry out the mandate
of E.O. 11246 has resulted in contract cancellation and
debarment from consideration for futurs Federal con-
tracts.

Other laws require affirmative action for handicapped
workers and veterans. If womsn workers themselves are
notdirect beneficiaries of these laws, they sometimes are
themothers, wives, and other relatives of such beneficia-
ries. -

While the laws and regulations are enforced, system
change is siow and more time will have to pass before the
data reflect the changes.

Occupation as a Factor in Women’s Earnings

Despite recent demographic and other changes in the
labor force and in women’s attachment to the labor
force, there remain in place many historical patterns that
have the effect of concentrating women in lower paying
jobs that offer limited opportunities for advancement.
Although there is ample documentation that this situa-
tion exists, there have been few attempts to explore the
causes through econo-ic analysis.

Solomon Polachek of the University of North Caro-
lina has theorized that women’s occupational choices,
and their social stratification in the economy, are in part
determined by intermittent attachment to the labor
force.”® He calculated that if women were to have a
“full” commitment to the labor force, the number of
women professionals would increase by 35 percent, and
the number of women in management would more than
double. Correspondingly, the number of women in un.
ski''sd occupations would decrease by more than 60 per-

~cent, and the number of women in clerical occupations

also would decline.

Polachek believes that if such changes occur they are
likely to take place over a period of time. First, the
educational choices of women might change, followed
by changes in the entry-level jobs held by women. These
changes would then continue to affect the life cycle at-
tachments of women to the labor force. Older women

** Ihid.. ptny
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would probably continue in present work patterns, with
many of them restricted to stereotypical jobs.

The concentration of women in relatively low-paying
occupations, and in lower status jobs within higher sta-
tus occupations, is of prime importancein explaining the
differential between women’s and men’s earnings. For
example, women outnumber men among adult white-
collar workers. However, among professionals in 1981,
men earned 54 percent more than did women. Doctors,
lawyers, judges, engineers, college educators, architects,
and other highly paid professionals were likely to be
men. Elementary and secondary school teachers, nurses,
librarians, dietitians, health technologists, social work-
ers, and other less well paid professionals were likely to
be women.

Full-Time and Part-Time Work

Women arz much more likely than men to be working
part time (less than 35 hours a week). Among all women
workers 23 percent were usually on part-time work
schedules in 1981 compared with 8 percent of all male
workers (table Ill- 10). This disparity was even greater
among workers in the 25-to-54-year age group, with 19
percent of the women and only 2 percent of the men
working part time,

There has been little change since 1979, when 24 per-
cent of all employed women worked part time, compared
with 8 percent of working men. At that time, 19 percent
of the women 25 to 54 years of age compared with 2
percent of the men in that age group worked part time.

On the basis of hourly earnings, it would appear that
women who work part time have achieved pay equality
with men who work part time, and that they do not
suf fer from the disparity in earnings that exists between
women and men full-time workers. The median earnings
for women on part-time work schedules in 1979 was
$3.21 an hour compared with a $3.20 median for men
(table I11-11). However, these hourly earnings are not
for comparable groups of workers. Most men who
worked part time were either teenagers, 16 to 19 years
old, or were 55 years and over, when large numbers of
men might have worked part time because they were
semiretired for health or other reasons. Most women
who worked part timewerein the prime working years of
25 to 54. Many chose part-time employment because of
their responsibilities in the home. Moreover, women
made up 89 percent of the part-time workers in the 25-to-
54-ycar age group: 5,190,000 women compared with
727,000 men.

In general, persons who usually worked full time had
the best paying jobs in 1979. The difference in median
hourly earnings between raen vho worked full time and
those who worked part time was large—3$6.25 and $3.20
an hour, respectively. For white men, the carnmgsdlffer-
ential between full-time and part-time workers was espe-

Aruitoxt provided by Eic:
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Table 111-10

Part-time and full-time status of the civilian labor
force in 1981, by sex, race, and age

o

Part-time

Full-time Part-time  labor force
labor ~ labor ‘as a percent
force force of total

(in thousands) (in thousands) labor force

All women 35,929 10,767 23.1
16 to 19 years 2,054 2,157 51.2
20 to 24 years 6,115 1,336 179
25 to S4 years 23,530 5,529 19.0
55 years and over 4,231 1,744 29.2

Ali men 56,992 4,982 8.0
16 to 19 years 2,681 2,096 43.9
20 to 24 years 7,794 854 9.9
25 to 54 years 38,695 819 2.1
55 years and over 7,823 1,213 13.4

White women 30,354 9,803 24.4
16 to 19 years 1,788 1,950 52.2
20 to 24 years 5,202 1,203 18.8
2510 54 years 19,627 5,102 206 °
55 years and over 3,737 1,547 29.3

White men 50,456 -~ 4,439 8.1
16 to 19 years 2,341 - 1,882 44.6
20 to 24 years 6,767 753 10.0
25 to 54 years- 34,218 698 © 20
55 years and over 7,130 1,104 13.4

Source Employment and Earnings, March 1982,U S Department of Labor, Bureau of
Labor Statistics

cially large, with hourly earnings of $6.39 for full-time
workers and $3.21 for part-time workers. The smallest
gap existed for Hispanic men, whose median hourly
wage for full-time work was the lowest among all male
worker$ in this work category.

Women’s hourly earnings showed little variation for
full-time and part-time employmerit, with the median
wage at $3.98 and $3.21, respectively. Among women in
various ethnic groups, the only significant deviation in
the hourly earnings of part-time and full-time workers
was for black women, who had hourly earnings of $3.88
for full-time work and only $2.96 for part-time work. It
is apparent that, whether they worked full or part time,
the median hourly earnings of all wotnen hovered close
to the mjnimum wage, while the median for men, and
particularly for white men, rose considerably above that
level. ) . '

The earnings gap was largest among full-time sales
workers, where most high paying nonretail jobs are held
by men (see tabulation below). Women sales workers
earned just over half of their male counterparts’ earn-
ings. The carnings differential was also larger among
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Table H1-11 , .

.

Median hourly earnings of full- and part-time wage and salary workers, by sex and race, 1979

Usually full time
Number

Usually part time
Number

All workers
Number .

women's median earnings vary greatly by industry ir
comparison ‘»ith the median earnings of men (table
111-13). The six industries in wnich women fare the best
in relation to men are agriculture, forestry, and fishing;
construction; transportation, communication, and other

facturing. Women’s earnings in these industries ranged
from 60.3 to 55.9 percent of men’s earnings.

Women in the lowest earnings ratio group worked in
nondurable goods; and finance, insurance, and real es-
tate. Women in these industries had earnings of only 53.2

{in thousands) Median (In thousands). Median {In thousands) * Median - ‘.
Total
Female 22,866 - $3.66 14,780 $3.98 - 8,085 $3.21
A Male 27,771 5.73 24,195 6.25 3,577 3.20
__ White "
Female 19,680 ~ $3.66 12,359 $3.99: 7,321 $3.23
Male X 24,051 5.89 20,912 6.39 .3,139 3.21 '
Black N
Female 2,717 $3.60 2,078 $3.88 638 $2.96
Male 3,241. - 5.03 2,900 5.27 341 3.04
Hispanic’
Female 1,162 $3.45 878 $3.60 234 $3.18
Male \ 1,875 4.88 1,694 5.09 181 342
N\
Persuns of Hispanic uiigin may be 6! any race According to the 1970 census. 96 percent of the Hispanic popuiation wassacially ciassified as white
Source Unpublished data. US Department of Labor, Bureau ol'Labor Statistics .
Table HI1-12
Median earnings of year-round full-time civilia[:vorxers, by occupation group and sex, 1981 )
(Persons 15 years of age and over) .
T & . Women's Percent
earnings men's
e as'a sarnings
i Dollar percent exceeded
" Occupation group Women Men gap of men’s > women’s O
Total « $12,001 $20,260 $ 8,259 59.2 68.8
Professional and technical workers 16,523 26,544 10,021 62.2 60.6
Managers and administrators 14,979 - 26,856 11,877 . 55.8 79.3
Sales workers 11,353 22,169 10,816 ' 51,2 95.3 .
Clerical workers 11,703 17,310 5,607 67.6 47.9
Craft and kindred workers 13,212 20,659 7,447 64.0 56.4
Operatives, including transport 10.216 17,159 6,843 60.1 66.3
Laborers (except farm) 10,414 5,088 4,684 69.0 45.0 .
Service workers {except private household) 8,162 11,472 3,310 711 40.6
Source Current Populstion Reports, P-60, No. 134 (Advance Report), U.S. Depart ment of Commarce. Burexu of the Census. »
managers and administrators (58.3 percent) and opera- mentand recreation services; and public administraticn.
tives (60.8 percent). Women clerical workers earned only  Women's median earnings in all of these industries in
62.1 percent of what male clerical workers earned. 1981 were about two-thirds of men’s earnings and ranged
from 65.8 to 70.1 percent of the men’s earnings.
Comparison of Earnings by Industry Women in the middle earnings ratio group worked in
professional and related services, durable goods, per-
An analysis of 15 major industry groups shows that  sonal services, retail trade, wholesale trade, and manu-

@ 1blic utilities; business and repair services; entertain-
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and 53.0 percent of men’s earnings.




Table li1-13 ¢

Median earnings of year-round full-time workers, by indixstry, occupation, énd sex, 1981

(Persons 15 years of age and over) 5
' - ; Women's Percent
o earnings men’s
-asa earnings
. - Dollar percent excesded
Industry and occupation of lorigest job - Women Men gap of men's women's
Total - $12,001 $20,260 $ 8,259 59.2 68.8
Agriculture, forestry, and fisheries ! 5,910 8,784 2,874 67.3 48.6
Mining " 25,860 - - -
Construction 12,427 18,746 6,319 66.3 50.8
Professional and managerial 0 25,701 - - _
Cierical and sales 11,445 20,109 8,664 56.9 75.7
Craft workers and operatives )] 17,803 - - -
" Other workers . ) 12,466 — - —_
Manufacturing : . 11,877 21,259 9,382 559 79.0
- Professianal and managerial 17,009 28,305 11,296 60.1 66.4
Clerical and sales * 12,445 20,611 8,166 60.4 65.6
*~  Craftworkers and operatives . 10,728 19,571 8,843 54.8 82.4
Other workers 12013~ 15741 3,728 76.3 31.0
Durable goods - 12,761 21,504 . 8,743 59.3 68.5
" Professional and managerial 17,046 28,490 11,444 59.8 67.1
Clerical and sales 12 898 20,106 7,208 64.2 55.9
Craft workers and operatives 11,826 19,765 7,939 . 598 67.1
Other workers 12,149 16,066 3917 . 75.6 32.2
k) “ . N
N Nondurable ggods 11,031 20,795 9,764 530 88.5
Professional and managerial 16,954 27,968 11,014 60.6 65.0
Clerical and sales . 12,053 21,605 9,547 55.8 79.2
Craft workers and operatives 9,589 19,084 9,495 50.2 99.0
Other workers | 11,786 15,389 3,603 76.6 30.6
Transportation, communication, and ¢
other public utilities 15,931 , 22,735 6,804 70.1 42.7
Professional and managerial 17,499 28,238 10,739 62.0 61.4
" Clerical and sales ’ 15,523 21,692 6,169 71.6 39.7
Craft workers and operatives 17,350 22,152 4,802 78.3 217
Other workers ‘ " 17,377 .- - - —_
Wholesale trade 12,447 21,151 8,704 . 588 69.9
Professional and managerial 16,301 27,159 10,858 60.0 66.6
Clerical and sales 12,020 22,342 . 10,322 53.8 85.9
Craft workers and operatives (" 17,096 — - -
Other workers " 14,247 — - _
Retail Trade 9,319 15,616 " 6,297 59.7 67.6 -
Professional and managerial 11,847 19,067 7,220 62.1 60.9
Clerical and sales 9,552 15,087 5,535 63.3 57.9
Craft workers and operatives 10,326 14,331 4,005 72.1 38.8
Other workers 7,013 10,429 3,416 67.2 48.7
Finance, insurance, and real estate 11,954 22,486 10,532 ’ 53.2 88.1
Professional and managerial AN 15,267 28,306 13,039 53.9 85.4
Clérical and sales . 11,490 21,371 9,881 53.8 86.0
Craft workers and operatives " 15,919 — - —_
Other workers " 11,931 —_ = -
Business and repair services 11,749 17,230 5,481 68.2 46.7
Professional and managerial 18,003 25,397 . 7,394 70.9 411
O
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Table ll1-13—Continued

*Median earnings of year-round full-time workers, by industry, occupation, and sex, 1981 .

Q

(Persons 15 years of age and over)

Women's Percent
sarnings men’s
asa earnings
Dollar percent exceeded
Industry and occupation ¢f longest job Women Men gap of men’s women’s
Clerical and sales 11,582 18,672 7,090 62.0 61.2
Craft workers and operatives 0] - 14,373 - —_ —_
Other workers ") 11,487 - - -
‘Personal services 7,529 12,471 4,942 60.4 65.6 .
Professional and managerial 13,627 16,762 3,135 81.3 23.0
Clerical anithsales 10,153 ) — — -
Craft workers and dperatives 7,737 11,944 4,207 €4.8 54.4
Other workers 6,496 11,156 4,660 68.2 717
Entertainment and recreation services 11,066 15,870 4,804 69.7 43.4
Professional and related services 12,885, 21,358 8,473 60.3 65.8
Professional and mariagetial - 16,534 24,865 8,331 66.5 50.4
Clerical and sales 11,320 13,273 1,953 85.3 17.3
Craft workers and operatives 9,537 16,505 6,968 57.8 73.1
Other workers 9,095 12,012 2,917 75.7 32.1
Public administration 14,542 7 22,116 7,574 65.8 52.1
Professional and managerial 16,964 26,183 9,219 64.8 54.3
Clerical and sales 13,353 21,862 8,509 61.1 63.7
Craft workers and operatives ") 19,866 - - —
Other workers " © 20,018 - — —
Private household workers 5,498 (" - - -
Professional and managerial " (") — — -
Clerical and sales (" U] — - -
Craft workers and operatives (" (") - - —
Otheg workers 5,241 U] - - -
Service workers except private household 8,014 12,681 4,667 63.2 58.2
Professional and managerial 13,901 16,920 3,019 82.2 21.7
Clerical and sales 9,811 ® - - -
. Craft workers and operatives 7,732 11,947 4,215 64.7 545
Other workers 7,133 11,249 4,116 63.4 57.7

‘Base less than 75 000
Source unpubhished 0ata US Department ol Commetco. Bureau of the Census

For all industnes, the median earnings of women who
were full-time year-round workers in 1981 were only 59.2
percent of the median earnings of men.

]

Age and Income

The median annual income of women who were year-
round full-ime workers in 1981 changed littie with age
(table 111-14). Beginning with a median income of $7,598
for women workers under age 20, the income rose to
$13,552 for women in their late thirties or early forties,
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then dropped slightly for women between 45 and 64, and
rose to $14,487 for women 65 and over.

Male workers who are 15 to 19 years old have higher
medianincome ($8,252) than do women in this age group
($7,598). At4s to 54 years of age, males have the highesty,
income of any age group ($24,096).

At every age, women have much lower incomes than
do men. The income gap is substantial for workers over
35. The greatest disparity between women’s and men’s
incomes occurs at ages 45 to 54 during men’s peak in-
come years. In these years, the median income for
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Table iil-14

»

Annual median income in 1981 of year-round full-
time workers, by age and sex

Women's

. Income as

‘ Income a percent

Age’ " Women Men of men's
Total $12,457 $20,692 60.2
15 to 19 years 7,598 8,252 92.1
20 to 24 years 10,173 12,408 82,0
25 to 34 years 13,377 19,185 69.7
35 to 44 years 13,552 23,368 58.0
45 to 54 years 12,784 24,096 53.1
55 to 64 years 12,903 23,013 56.1
65 years and older 14,467 20,647 70.2

'As ol March 1982

SOurco Current Popuistion Reports. P-60, No 134 (Advance Report), US Depart-
ment of-Commerce Bursau of the Census

vomen is only a httlc more than half of the income¢
received by men.

A, noted earlier, these income disparities grow largely
out of differences in tne work history patterns of women
and men. Large numbers of girls and young women
anticipate a life with family responsibilities of some du-
ration. They prepare themselves only for intermittent
labor force participation 1n jobs where there is a limited
penalty for work discontinuity. Although offering ease

Income by Marital Status

B

whercas poverty among younger-women workers is often
a result of their status as low-skilled and low-paid work-
ers who maintain families. Also, youngcr women with
children may find it difficult to work for pay while caring
for their families.

-

Divorced and widowed women workers tend to have
substantially higher incomes than do women workers
who are married or single. In the major working years,
ages 25 to 64, widowed women who worked full time the

. year round in 1981 had incomes that were 10 percent

of entry, these jobs are usually low paid and are often ,
. lerical, service, and retail sales positions. Moreover, as

a result of their intermittent employment outside the
home, womenaccumulate less paid work experience, job
tenure, and seniority than do men. Whatever experience
and seniority they do gain is often lost in job transfers or
in withdrawal from the labor force to work at home.

Labor force participation rates are high for men 25 to
54 years of age, indicating a strong likelihcod that they
will have a continuous work career. In 1981 only 6 per-
cent of the men aged 25 to 54 years, in ccmparison with
35 percent of women, were not in the labor force.

Few men in this age range are out of the labor force in
order to maintain a household or care for children. In
1981 there were 40 million men in this age group who
were in the labor force. Among men who were not in the
labor force, 98,000 were keeping house. Because most
men have a continuous labor force attachment, they are
accumulating work experience and on-the-job training,
establishing fraternal work relationships, and gaining
seniority and job tepure. Among womea in the 25-to-54
year age group, 29 million were in the labor force.
Among women who were not in the .abor force, 14
million were keeping house.

Because earnings usually are the largest component of
income, the incidence of poverty among older women is

nerally a reflection of women's work histories,
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higher than those of married women (table 11I-15).
Women who were divorced had incomes about 15 per-
cent higher than those of married women.

Incomes in all of the women’s groups fell behind the
incomes for similar men’s groups. For example, the me-
dian income of single women was only 83 percent of the
income of single men. This was the smallest income gap
for any of the groups and reflects two major facts: One,
that single workers, both ‘male and female, are usually
younger, whenwomen’s and men’s earnings and income,
or lack thereof, generally are most sim.'ar; and two,
older single women are most likely to have continuous
full attachment to the labor force.

Unlike women, men who are married have incomes
higher than incomes of men of any other marital status.
Among men ages 25 to 64 who were full-time year-round
workers in 1981, married men living with their wives had

a median income of $22,500, compared with $19,614 for

men separated from their wives, $20,771 for divorced
men, and $17,054 for single men. Again, the younger age
factor in the single group undoubtadly entered into these
results. .

For black women and women of Hispanic origin, me-
dian incomes were lower in every category of marital
status than the incomes of white women. Hispanic
women fared the worst, with median incomes that were
consnds.rably below those of black womenin nearly every
group where comparisons can be made. For example,
among all married women living with their husbands, the
median income for women of Hispanic origin was 13
percent below that of white women and 7 pcrcent below
that of black women. 2,

For more information on the contribution of wives’
carnings to family income and on the rise of multiearner
families, see chapter 1.

Education and Income

It is often thought that the level of a person’s educa-
tiondetermines not only the kind of job he orshe can get,
but also the level of work in an occupation for which a
person can qualify. Median earnings do rise,:for both
men aniwomen, as more formal educatio:: is acquired.

L3
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Table lll-15 o‘

. H
~ ., .

2 ) '
Median income in 1981 of year-round full-time workers, by sex, age, marital status,-race, and Hispanic

-

) origin
Married Married
with with
¢ ; spouss spouse
Sex, age, race and Hispanic origin Total Single present absent Widowed Divorced
T
All races
Female
18 years and over $12,461 ’ $11,916 $12,340 $11,866 $13,541 $14,199
18 to 24 years 9,904 9,758 10,205 9,144 " 6,738
25 to 64 years 13,238 - 14,463 12,680 12,140 13,535 14,422
. 65 years and over 14,487 " 15,002 (7 13,799 "
Male ’ -
18 years and over 20,708 14,337 . 22,006 18,691 20,752 20,535
18 to 24 years . 11,994 11,242 13,846 12,028 " 12,898
25 to 64 yearts 21,708 17,054 22,500 . 19,614 21,127 20,771
65 years and over 20,647 14,094 21,303 21,083 * 16,143 21,027
“ » *
White .
Female . .
18 years and over 12,672 12,113 12,425 11,937 14,480 . 14412
.18 to 24 years 9,969 9,850 . 10,244 9,151 " 9,737
25 to 64 years 13,505 15,090 12,837 12,296 14,518 14,650
65 years and over - 14,953 B 15,153 " 14,412 ")
Male
18 years and over 21,195 14,917 22,444 20,46 1 23,200 21,114
18to 24 Years 12,179 11,435 13,934 11,817 LM 3 ]
25 to 64 years , 22,272 - 17,836 » 22988 . 21,404 24,113 21,384
. 65 years andover 21,156 (" 21,841 " M "
Black N "
Female ¢
18 years and over 11,440 10,723 11,708 11,644 9,999 12,595
18 t0 24 years 8,869 8,257 10,208 " " "
25 to 64 years 11,810 -~ 11,758 11,840 11,749 10,202 - 12,657
65 years and over ") (') () (" " ()
Male
18 years and over 14,997 11,312 16,636 14,256 (Y] 15,437 .
18 to 2¢ years 10,311 9,609 12,322 V) (Y] ("
25 to 64 years 15,643 12,439 16,802 14,239 " 15,581
65 years and over " " " " " (‘)
Hispanic origin?
*Female N
18 years and over 10,922 10,704 10,862 9,772 " 12,244
18 t0 24 years 9,865 9,560 " " " ")
25 to 64 years ‘ 1,179 . 11,686 10,996 V) " 12,246
65 years and over " Q::‘\L’ " " " ")
}
Male . v . }
18 years and over 15,010 10,924 16,032 11,888 " 17,847
18 t0 24 years 10,861, 9,585 12,317 " " (")
25 to 64 years 15,970 12,482 16,417 ) ™ 17,941
65 years and over " " " ") " ()
* Basdloss than 75.000 .
! Persons of Hispanic angin may be of any face 2
Soutc;‘ Unpublished data, US Department of Commarce, Bureau of the Census.
o ‘
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Tablelil-16 * . . L

h
’ L

Median income of year-rour{d .tull ttmi“ workers, by educﬂtiona! attainment and sex, 1 981

(Persons 25 years of age and over) -~

“
. - (\\\‘

»

Marginal
doilar *
. . valtse of
- , Percent increased
Women's men’s educational
Median Income income  Income as income attainment

Years of i . gapin apercent excoeded
school . Women ' Men dollars of men’s women’s ¢ Women Men
completed (1) 2 ) (3 (5 .’ . "
Elementary school “ ~

Less than 8 years $ 8,419 $12,866 $ 4,447 65.4 528 - —_

8years 9,723 16,084 6,361 60.5 65.4 $1,304 $3,218
High school

1103 years 10,043 16,938 6,895 59.3 68.7 320 .854

4 years 12,332 20,598 3,266 59.9 67.0 2,289 3,660
College . . .

1103 years 14,343 » 22,565 8,222 63.6 573 2,011 , 1,967

4 years 16,322 26,394 10,072 61.8 61.7 1,979 Y3829

5years or more 20,148 ?0.434 10,286 66.2 . 51.1 3,826 4,040
Notes Calumn 3 = column 2 minus cotumn t .

Olumn4 = ¢olumn t divided by cttumn 2 S
golumn 5= cmﬁmﬁ 2 minus colyum:i 1, divided by cotumn ) . . N $\
Columns'6 and 7 = absotute (median) dollar difference between years of school pteted ' *
Soutca Unpubiished data, U S Department of Commaetce, Bureau ot the Census .
A .

However, the factor of sex enters into these equations, as ~

shown by the fact .nat women who work year round and
full time, and who have the same number of, ycars of -
education as similarly cmployeg.men, earn substantially
less than do men (table I11- 16). Furthefmnore, more than
half of all women with 4 years of college had incomes in
1981 that were only slightly higher than the median in-
come for men who had only completed the eighth grade.
Women with 4 years of high school, but no college, hada
lower median income than did men who had not com-
pleted elementary school. |

The.differences between women’s and men’s mcomcs
n 1981 were smallest among persons with the fewest and
the most years of education. Women with less than 8
years of schooling had incomes that were 65.4 percent of
(,the incomes of men with similar level of education, and
women with graduate and professional degrees had in-
comes that were 66.2 percent of the incomes of men with
the same educational attainpnent. Women'’s incomes as a
percent of men’s were least favorable for persons with
some high school (59.3 percent), and with a high school

diploma (59.9 percent). The generally greater marginal .

return for men on investments in education is confirmed
by the data in columns 6 and 7 of table I11-16,
Educational attainment data by income categories
also show that women have to gain more education than
men to rcach middle to upper income levels (table
, 111-17). In 1981 among year-round full-time workers

%106

with incomes atove $5,000, women consistently had
higher educational attainment than men. For example,
among persons with incomes of $20,000 to $24,999, the
median educational atlainment of women was 14.7
years, and that of men was 12, 8 years; in the $35,000 to
$49,999 income category, the median cducational attain-
ment of women was l({.4 years of school compared,with
15.9 years for men. .

One would expect that young women and men withoat
work experienge, but with the same level of education in
the same occupational fields, would receive similar
entry-level salaries. However, surveys of starting salaries
for new college graduates have for many yecars shown
differences in the “offers” that are received by women
and men jobseekers. This gap has narrowed appreciably
in recent years, and ia certain hlghly technical fields the
salary offers to women in their first jobs have exceeded
the offers made to men. According to a survey by the
National Science Foundation, women who entéred the
job market after graduation in June 1976 reccived higher
salary offers than did men in 9 out of 19 ficlds (table
I11-18).

This is a marked change from the past, when salary
offers to women were substantially below those of men
in all fields. In 1970 the difference in offers to women
and to men ranged from $1,032 less for women in ac-
counting to $216 less in economics and finance. In 1976,
the range was from $1,152 less for women in social

w




Table Hi-17

Median educatioral attairTment of year-round full-
time workers, by sex and Income, 1981

{Persons 25 yesis of age and over)

~

e _—

. Educational atialnment
. Men

Income Women

12.8
12.6
12.4
12.3
123
12.3
12.3
12.4
12.5
12.7
12.8
12.9
13.5
14.7

129
127
125
12,6

$1to 1,999 orloés'
2,000 102,999
3,000 10 3,999
4,000 10 4,999
5,000 t0 5,999
6,000 106,399.. -
7,000 10 8,499...c.veemvs ccmecrsinsssassesn
8,500 109,999
10,060 to 12,499
12,500 to 14,999
15,000 to 17,499
17,500 to 19,999.....
20,000 1o 24,999
25/000 10 20.999......cvcooeererrmnimssirns 159
30,000 to 34,999 b 15.6
35,000 10 49,899, .cvccrncennssnsssssssceens e 164
50,000 to 74,999 : 16.9
75,000 aNd OVeT..... s sremrmnsnesssssscsssans 16.1

-

-
* Some, polsons reported thow annual income as'aloss.
Source Unpublished data.U'S Department ol Comn‘uco Bureav of the Census

. 0

sciences, a ficld already dominated-By women, to $588
more for women in civil engincering; a field dominated
by men. These figurcs do not indicate whether different
salaries are being offéred to women and men hired by the
same company for the same job, but are avcrages of
offers by all survcycd companices that planned to employ
graduates in specified fields.

*

Women in Poverty'®

Advance census data show that among poor persons
aged 15 and over women outnumbcljcd men by 5.2 mil-

»

J¥ The poverty defimtion used to denive the estimates i this section differs
slighily from ihe une used heretofore. Tevhnueal revisions wese madete ently and
data for the 1978 sncome year were used as the base year for the revised poverty
definition. For adetailed description: of the “revisions and * “veir impact on poverty

, data," see Current Population Reports, P—60, No. 133, “Characteristics of the
Population Below the Poverty Level 1980,

Poverty thresholds are established Ly the Federal Government to use in deter-
munming ehpibility for ertarg federally funded assistance programs. The poverty
1ndev establishes a range of income cutoffs adjusted for such factors as family
s1ze, number of children under 18 years of age, and, for one. and two-person
famities (13 10 64 years otd and 63 years and over). Theindexis changed annually
to adjust for changes in the cost of living. For 1981, the poverty threshold for a
family of four persons was $9,287; for a two-person family umt, it was $5,917, but
was established at $5;498 if the houscholder was over 63 years of age and 34,111
where the houscholder was under age 65; for asingle person, it was $4,620, but
ranged from $4,359 to $4,729 depending on the person‘s age. In this discussion of
women 1n poverty,, the terms “poot,” “in poverty,™ and “low income™ ate used
interchangeably and refer to the level established by the Federal index.

Table (1l-18

Average annual salary offers, bachelor degree

. candidates, by curriculum and sex, 1976.

Women Men

Currlculum

L Business

Accounting
General business
Marketing

$12,252
~10,32¢
3,768

$12,204
10,512
10,236

Humanities and sociai sciences
Humaniti s 4
“Social st ances

9,792
10,392

8,916
9,240

Engineering
Aeronauticat 14,136
Chemical 15,396
Civil 13,836
Electrical 14,100
Industrial 13,968
Mechanical 14,712

 Metallurgical 14,520
b 3

13,824
15,336
13,248
13,848
13,644
14,340
14,544

Science

Agricultural

Bidlogical

Chemistry

Computer Science

Health professions

Mathematics .

Other physical and earth sciences *
Source’ Women end Mmolwu M Scarnce and £
Foundation

9,912

9,540
12,624
12,540

9,900
11,784
12,516

10,272
9,840
12,132
12,420
10,596
11,904"
12,636

1972, » %

lion in 1981. The 13.2 million women in poverty ac-
\untcd for 62 pereent of all persons over 15 with low
incomes (tablc 111-19).

The data show that the number of persons and families
in poverty have been increasing. However, poverty is
more prevalent among women than it is among men for
several reasons,"’ .

Working women charactcnsncally have lower carn-
ings thando working men. In 1981 according to advance

" census data, all working .women.earned only $7,222—

this was 48 percent of the $15,061 median earncd by men.
The occupations in which large numbers of women
have traditionally been employed—-such as service work,
including private houschold work, and clerical work—
command lower pay than the occupations in which large
numbers of men have traditionally Yeen employed—
craft and kindred, professional, and managerial.
Women usually experience significantly higher unem-
ployment rates than do men, which also makes it diffi-
_cult for many women to work their way oyt of poverty.
“In addition, womep are more likely than men to bccomc

** Twelfth Report and Final Report, National Advisory Counut on Economic
Opportunity, August 1980 and Sepiember 1981,
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Table ill-19 -

Persons In poverty, by sex and age, 1981

o - Number .
(In thousands) Poverty Rate
Age Womeg  Men _ Women Men
Total, 15 years and over 13,248 8,012 4..»'“14 4 ‘95
15to 17 years 1,016 927% ™80 159
1810 21 years _ 1,501 1,084 979 4
2210 44 years 5381 3373 fov, ij
4510 54 years 1,162 752 "10.¢ .0
54 to 59 years 676 385 1.1 71
60 to 64 years 740 411 13.2 8.6
65 years and over 2.773 1,08C 18.6 10.5

Soutce Gurent Populahon Aeports, P-60, No 134, and unpublished deta {fom lhe

Maroh Supplemant 1382 y 5 Department of Commetce, Buteau ot the Census .

discouraged with thelack ofjob prospects and to discon-
tinu¢ their scarch for work, Thus, many avoinen who
_want _]Obs are not in the labor force (neither working nor
" looking ‘for work) because they think no jObS arc availa-
ble to:them.

There were 6.9 million familics f{llmg befdw the pov-
erty index, 11 percent of all 61.0 million families in the,

" United States. The number of married-couple familiesin

poverty was 3.4 illion or ncarly 7 percent of all
marricd-couple familics. These families constituted half
of all families i in poverty. .

Onc of the most interesting changcs in the composition
of American familics has becn among single-parent fam-
ilies headed by womien with no husband present. Such
familics numbered 9.4 million, 15 percent of all families
or more than 1 in every 6 families; those, in poverty
totaled 3.3 million, about 35 percent ‘of all families witha
female maintaining a family. They represented slightly
less than half the families in poverty. Their status is due
largel, to thestill-escalating rates of divorce and separa-
tion and the choice by many women in all sectors of
socicty to become or remain single heads of houschoids.
Among familics headed by single parents, more than | of
every 3 headed by a woman is poor compared with 1 of
every 10 headed by a man.

Rcsponsnb:lmcs, for the care of children, especially of
very young children, restrict employment and carning
opportunitics for many women. Expanded child care
faulmcs—both publi. and private—would hclp to allevi
"ate the problem. -

Because they tend to live longcr than men, women
predominate among persons in our society whose
<hances of being poor are the greatest—the aged. Al-
though the poverty rate of women exceeded that of men
invirtually every age group in 1981, the greatest differen-
tial occurred among persons 65 years and over. There
were 2.8 million poor women and about 1.1 million poor
men in this age group. Almost 20 percent of all women
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aged 65 and over were in poverty, compared with about
10 percent of similarly aged men. The earnings gap
means that working women eligible for social’ security
benefits based on their own earnings records’can count
on a level of social security income which is proportion-
ately lower than men’s.

Finally, sex ard age discrimination prevent women,
both white and minority, from taking as full advantage
of job market opportunitics as their male counterparts.
Although title VII of the Civil Rights Act and the Age
Discrimination in Employment Act (se¢ ch apter V) pre-
hibit discrimination on the basis of sex, age, and race,
employment patterns have been slow to changc

The mcndcncc of poverty among mothers is parucu-
larly high.'® About 1 in 6 mothers (16 percent) was poor
in 1981; about2in 5 black mothers (39 percent) and | in8

"white mothers (13 percent) lived in poverty (tabie
111-19).. About two-thirds of all such mothers were
white, double :he number of black mothers. The chances
of mothers being in this poor category varied not only by
race but also by work expericnce and by the ages and
number of children in the family.

The averag® poor single mother was 33.4 years old, a
high school grzduate, with a family of 3.4 persons of
which 2.26 were :hildren.

Low-income v thers who workcd—40 percent of all
low-income mothers—had a 10 percent poverty rate. The
3.2 million mothers who did not work had a 28 percent

. poverty rate. About the same proportion of low-inconie
mothers hcading houscholds worked compared with
poor mothers in husband-wife families (39 percent), but
the poverty rate for the single parents was 27 percent
versus 5 percent ainong mothers in two-parent families.
Five percent of the mothers in poor married-couple fami-
lies had spouses who did not work compared with
slightly over 1 percent of such women in compamblc
nonpoor families.

The lowest poverty rate—1.1 percent—was, for white
mothers in marricd-couple families who worked full time

adand whose children were all under 6 years old. In all
uatcgoncs the poverty rate for black mothers exceeded
that of white mothers, on the average it was 3 times that
of white mothers. The highest poverty rate—96.3
percent—was for black mothers who did not work in the
previous year and who had children both under 6 years
old and between 6 and 17 years old. Only when they
worked full time the year round did black mothers have
poverty rates of less than 10 percent,

.In 1981 the number of poor familics in the United
States was 6.9 million, or 11,2 percent of all families.
Large numbers of women maintained such families.
Among them were nearly 1.3 million women, 40 percent

1

2 1n census data, the term “mother™ refers to women with a child or children
who are under age 18.
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Tabte Hi-20

Working mothers——women with own children under 18 years old, by poverty status in 1981, work
experience, age of children, and race

B\

(Numbers in thousands)

All races White Black
Below poverty level Below poverty level Below poverty |evel
Percent Percent Percent
Mother's work experience Total Number of total Total  Number of total Total Number of tota!
Total . 32,082 5,270 16.4 26,786 3,391 12.7 4,394 1,699 38.7
Mother worked last year 20,816 2,118 10.2 17,485 1,454 8.3 2,749 606 22.1
50 to 52 weeks 11,105 581 5.2 9,170 389 4.2 1,595 177 11.1
40to 49 weeks 2,360 189 8.0 2,026- 134 6.6 261 50 19.2
27 to 39 weeks 2,245 288 128 1,905 195 10.2 283 83 29.3
14 to 26 weeks 2,578 466 18.1 2,223 332 14.9 300 124 41.5
13 weeks or less 2,527 595 23.5 2,160 404 X\ 18.7 310 171 55.2
Mother worked full time 13,685 1,185 8.7 11,025 774 *7.0 2,198 377 17.2
50 to 52 weeks 8,614 351 4.1 6,881 213 3.1 1,427 132 9.2
40 to 49 weeks 1,450 109 7.5 1,202 75 6.2 191 30 15.7
27 to 39 weeks 1,246 144 116 1,006 101 10.1 202 35 17.5
14 to 26 weeks 1,335 278 20.8 1,082 186 17.2 222 89 40.0
13 weeks or less 1,040 303 29.1 854 199 23.3 156 91 58.5
Mother did not work last year 11,266 3,152 28.0 9,301 1,937 20.8 1,645 1,092 66.4
Women with children under 6
years only
Tatat . 8.563 1,560 18.2 7,147 1,015 14.2 1,170 490 | 41.9
Mother worked last year 5,168 586 1.3 4,398 424 9.6 630 148 23.5
50 to 52 weeks 2,092 70 33 1,742 53 3.0 288 16 5.5
40 to 49 weeks 631 54 8.5 556 42 7.6 54 9 "
27 to 39 weeks 625 70 1.3 534 51 9.6 69 18 "
14 to 26 weeks 868 161 18.6 749 120 16.0 104 40 38.5
13 weeks of less 952 231 24.2 817 158 19.3 115 65 56.0
Mother worked full time 3,362 333 9.9 2,750 232 8.4 491 90 18.4
50to 52 weeks 1,632 38 23 1,308 27 2.1 264 10 3.9
40to 49 weeks 406 35 8.6 346 25 741 40 9 ")
27 10 39 weeks 402 42 104 330 29 8.7 55 13 "
14 to 26 weeks 495 98 19.9 413 73 17.7 74 25 ‘M
13 weeks or less 427 121 28.2 353 79 22.4 58 34 "
Mother did not work last year 3,395 974 28.7 2,749 590 21.5 540 343 63.5
Women with children under 6
years and 6 to 17 years ¢
Total 6,220 1,428 23.0 4,997 908 18.2 1,012 463 458
Mother worked last year 3,442 518 15.1 2,733 343 12.5 598 159 26.6
£0to 52 weeks 1,515 145 9.6 1,144 89 7.8 312 51 16.3
40to 49 weeks 435 40 9.2 364 27 7.4 59 13 ]
27 to 39 weeks 399 62 15.4 319 40 12.5 68 17 ]
14 to 26 weeks 556 130 23.4 453 92 20.4 89 36 ]
13 weeks orless 537 142 26.5 452 95 20.9 70 43 "
Mother worked full time 2,061 291 14.1 1,491 169 11.3 490 112 229
50to 52 weeks 1,114 91 8.2 775 41 5.3 287 47 16.3
40 to 49 weeks 254 26 10.2 196 19 9.6 49 6 ]
27 to 39 weeks 217 37 17.2 154 25 16.1 55 9 "
14 to 26 weeks 270 72 26.6 199 45 22.5 64 26 "
13 weeks or less 207 65 313 166 39 23.4 36 24 "
Motherdid not work last year 2,777 910 328 2,265 565 25.0 413 304 735
Women with chlidren 6 to 17
years only
Total 17,299 2,281 13.2 14,641 1,469 10.0 2,213 745 33.7
Mother worked last year 12,205 1,013 8.3 10,354 688 6.6 1,521 299 19.7
50 {0 52 weeks 7,498 366 4.9 6,284 247 3.9 995 i 1.1
o 40 to 49 weeks 1,294 95 7.4 1,107 65 5.9 148 29 19.2
ERIC - 101
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Table 11-20

Working mothers—women with own children under 18 years.old, by poverty status in 1981, work experi-

ence, age of children, and race
(Numbers in thousands)

Allraces

White Black

Below poverty level

Below poverty level Below poverty level

Percent Percent Percent
Mother's work experience Total Number of total Total Number of total Total Number of total
27 to 39 weeks 1,220 156 12.8 1,052 104 9.9 146 a7 324
14 10 26 weeks 1,155 175 15.1 1,021 119 11.7 107 49 45.6
13 weeks or less 1,039 222 21.3 890 152 17.0 124 64 51.2
Mother worked full time 8,262 561 6.8 6,785 373 5.5 1,217 175 14.4
50 to 52 weeks 5,867 222 38 4,797 145 3.0 876 74 8.5
40 to 49 weeks 790 48 6.1 660 32 4.8 103 15 14.7
27 t0 39 weeks 628 65 10.4 522 48 9.1 92 13 14.4
14 to 26 weeks 570 108 19.0 4an 68 14.4 84 38 45.3

13 weeks or less 406 117 289 335 81 241 62 34 ("
Mother did not work last year 5093 , 1,268 24.9 4,288 781 18.2 692 446 64.5

' Baseless than 75 000

Source Table 27 March Supplement, 1982 (Unpublished data).US Department of Commerce, Bureau of the Census

of the total, who werein the labor force (table 111-21). A
large proportion of these women (28 percent) were un-
cmployed. Another 2 million women maintaining poor
families were not in the labor force. (See also the section
on Women Who Maintain Families in chapter 1.)

The hiads of occupations in which women were em
ployed were a significant factor in women’s poverty
rates. The highest rates of poverty among employed
women who maintained families and unrelated individ-
uals' were for persons in traditional, low-paying
vceupations —private houschold work, other service
work, operative work, and sales. For example, black
women who maintained families and were private house-
hold workers had a poverty rate of 63.7 percent (table
111 22). Even among women who worked year round full
time, 7 percent remain in poverty, 5 percent ¢ € the white
women heads of houscholds and 14 percent of blach
womnen. The lowest poverty rates for women workers
whu maintained families or who were unrelated individ-
udls were for professional, technical, and hindred work-
ers or managerial workers. These women were likely to
receive higher pay than women in other occupations.

Poverty and Education

Although the average (median) educational attain-
ment of poor women and men was comparable in 1981,
11.1and 11.0 years, respectively, and 42.3 percent of the

'* Reters tu Pefsuns 15 years old and vver who are not living with relatives,
These persons may constitute a one person houschold, be part of a household
including one Or more families. or reside in group quarters such as a
roominghouse.
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women and 42.4 percent of the men were high school
graduates, the effects of poverty and race on educational
attainment and of edu.ational attainment and race on
poverty status van be seen by comparing the data relating
to those in poverty with those of the total population.
Educational attainment (median years of school com.
pleted) for all women and men was 12.4 and 12.5 years,
respectively; 67.5 percent of the women and 67.6 percent
of the men completed high school. White women and
men and black women and men of ail income levels had
median educational attainments of §2.5, 12.6, 12.1 and
12.1 years, respectively. The percentages graduating
from high school were 69.4, 69.3 53.6 and 52.9. Poor
whitec women and men and black women and men had
completed an average of 11.3, 11.4, 10.8 and 10.4 ycars
of school, respectively, and the percentage of cach who
were higns.nool graduates was 45.0, 45.7, 35.8 and 31.2
percent.

Data on educational attainment also confirm that
women were much more likely to be hving 1n poverty
than were men. The highest poverty rates were for per-
sons with the lowest educational attainment—41.5 per-
cent of the women with 1 to 5 years of schooling were
poor, in comparison with 27,5 percent of the men (table
111-23). The poverty rate was above 20 percent for
women who had not graduated from high school.

Poverty rates were highest among black women. Of
those who did not complete elementary school, 54 per-
cent were in poverty; 46 percent of those who had com-
pleted 1 to 3 years of high school were in poverty. Gradu-
ation from high school or some college attendance
significantly reduced the proportion of black women in
poverty: black women who completed high school had a
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poverty rate of 28 percent, and those with I year or more  elderly. This is the same pattern as among white women,
of college had a rate of 16.1 percent. but poverty rates for black women were generally 2 to 4
Poverty rates for black women declined somewhat by times higher for women of similar age and educational
_ age, withthe lowest ratesamong those 35t044and45t0  attainment.
6‘ 54 years of age and the highest among the young and the

Table l11-21

Employment status of women in poverty who maintain families, by race, 1981’

.

(Numbers in thousands)

All races White Black
i Below Below Below

poverty Percent poverty Percent poverty Percent

Emp}pymant_f}alus leve!l of total level ' of total level of total
Total 3,252 34.6 1,814 27.4 -1,377 529
In civilian labor force 1,286 22,6 745 18.1 . 520 35.7
Employed 926 18.3 572 15.2 334 1 28.2
Unemployed 360 57.7 173 49.7 186 69.1

Not in civilian labor force 1,966 53.0 1,069 42.8 856 74.6

* Persons 15yoars ot age and ovef
Source Current Popuiation Reports, P-60 No 134 (Advance Report). U S. Department of Commerce. Bureau of the Census

Table I11-22

Occupation groups of low-income persons who maintained families and unrelated individuals’ and were
wage and salary workers, by race and sex, 1981

(Numbers in thousands)

All races White : ‘ Black °
Below poverty level Belt. ~ poverty level Below poverty level
Percent Percent Percent
Occupation of longest job Total  Number of total Total Number of total Total Number of total
Females malntaining families
Worked last year 5,834 1,280 21.9 4,288 779 18.2 1,429 480 336
Professional, technical, and )
kindred workers 792 54 6.9 631 43 6.8 ) 136 11 7.7
Managers and administrators
{except farm) 390 34 8.7 358 32 8.9 26 2 (Y]
Sales workers 273 52 19.0 252 43 16.9 16 7 Y]
Clencal and kindred workers 1,849 265 143 1,406 171 12.2 407 89 22.0
Craftand kindred workers 116 18 15.7 103 15 14.8 13 e 3 "
Operatives (except transport) 782 217 27.7 513 125 24.3 248 86 34.8
Transport equipment operatives 50 11 (Y] 33 9 * 17 2 (U]
Laborers (except farm) 97 32 " 64 21 ® 30 10 "
Farmers and farm managers 9 6 * 9 6 * - - Y]
Farm laborers and supervisors 10 8 gy 5 4 ® 4 3 ®
Service workers (except
private household) 1,308 496 379 852 282 332 438 207 473
Private household workers - 159 87 55.0 62 28 ® 93 60 63.7
Males malntalning famillos
Worked last year 41,463 2,196 5.3 37,635 1,831 4.9 2,889 289 10.0
Professional, technical and
kindred workers 7,059 114 1.6 6,539 97 1.5 288 10 35
Managers and administrators
Q (except farm) 7,001 220 31 . 6,668 189 2.8 221 20 9.3
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Table l11-22—Continued

QOccupation groups of low-income peréons who maintained families and unrelated individuzls’ and were
wage and salary workers, by race and sex, 1981

(Numbers In thousands)

A All races White Black
Below povarty level Below poverty level Below poverty level
Percent Percent Percent
Occupation of longest job Total Number of total Total Number of total Total Number of total
Sales workers 2,493 63 2.5 2,424 57 2.3 45 6 ®
Clerical and kindred workers 2,558 57 2.2 2,204 42 1.9 283 9 3.3
Craft and kindred workers 9,353 463 5.0 8,690 407 4.7 - 497 37 7.5
Operatives (except transport) 4,240 267 6.3 3,654 215 5.9 466 42 9.0
Transport equipment operatives 2,327 133 5.7 2,013 100 5.0 282 31 -10.9
Laborers (except tarm) 2,036 224 11.0 1,690 167 9.9 287 46 15.9
Farmers and farm managers 1,085 321 29.6 1,050 308 29.3 30 19 *
Farm laborers and supervisors 468 130 27.8 393 95 24.1 58 30 ®
Service workers (except
private household) 2,807 197 7.0 2,297 152 6.6 410 42 10.2
Private household workers 35 6 () 11 2 ® 24 4 ®)
Female unrelated individuals
Worked last year 8,014 1,165 14.5 7,088 960 13.5 781 182 23.4
Professional, technical, and 1,709 85 5.0 1,561 81 5.2 116 5 4.2
kindred workers
Managers and administrators
(except farm) 673 32 4.8 638 28 4.4 31 4 ®
Sales workers 504 81 16.0 481 76 15.8 18 2 ®
Clerical and kindred workers 2,328 242 10.4 2,105 213 10.1 175 22 12.5
Craft and kindred workers 166 6 3.5 146 4 2.8 18 2 . —_
Operatives (except transport) 668 80 12.0 560 66 11.9 85 12 13.5
Transport equipment operatives 37 5 ® 26 - ® ° 7 2 *
Laborers (except farm) 106 19 18.0 85 15 17.3 17 1 « (%)
Farmers and farm managers 22 7 ® T2t 6 @) - — o)
Farm laborers and supervisors 39 32 ® 26 19 ® 13 13 )
; Service workers (except
private household) 1,470 429 29.2 1,247 367 29.4 204 61 29.7
Private household workers 292 146 50.0 190 86 44.9 97 58 59.8
Male unrelated Individuats
Worked last year 9,634 1,160 12.0 8,242 924 11.2 1,173 207 17.6
Professional, technical, and
kindred workers 1,800 122 6.4 1,717 114 6.6 118 6 4.6
Managers and administrators
(except farm) 1,179 100 8.4 1,063 82 7.7 86 9 11.0
Sales workers 598 52 8.6 570 47 8.3 19 3 ®
Cierical and kindred workers 700 47 6.7 569 41 7.2 115 5 4.2
Craft and kindred workers 1,784 194 10.9 1,574 164 10.4 183 28 15.5
Operatives (except transport) 975 106 10.9 814 89 10.9 143 15 10.3
Transport equipment operatives 514 33 6.5 405 26 6.5 104 6 5.8
Laborers except farm 728 184 25.3 545 119 21.8 175 65 37.1
Farmers and farm managers 83 27 32,5 77 24 30.7 2 — -
Farm laborers and supervisors 140 50 35.5 90 32 35.7 42 16 38.8
Service workers (except
private household) 1,028 247 24.0 816 187 22.9 181 54 29.5
Private household workers 6 - — — —_ - 4 - -

Heters 16 peisuns 15 yeais uid aud uver why are nuiiving with r@1atives These persons may LoNSLIlUTE & UNE-PErSUN NUUSENOID, DB PaN of & HOUIENOId INLIUTING ONB UT MOTe
ather families, of ceside in group quarters such as a roominghouse
' Base le3s than 75,000
Source Table 2S. March Supplement. 1982 (Unpublished data), U S Department of Commerce, Bureau of the Census
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Table 111-23

Poverty rates of women and men, by educational attainmont, age, and race, 1981

Age
. 15 18 22 35 45 55 60 65
Years of school completed Total to to to to to to to and
17 21 34 44 54 59 64 over
Allraces, women
- Total 14.4 18.0 179 14.2 11.9 10.1 11.1 13.2 18.6
No years of school completed 41.4 " (Y] " " " " " 46.2
Elementary: 1to5 years 415 " " 44.5 39.5 41.3 44.1 359 41.4
’ 6and 7 years 32.8 50.0 51.2 39.1 415 25.9 215 27.6 304
8years % 24.8 26.2 410 40.7 28.2 21.3 20.3 17.6 233
High School: 11to 3 years 21.6 14.9 29.3 35.2 24.2 18.2 15.7 16.1 182
4 years 10.7 16.5 14.7 13.5 9.7 5.7 6.6 9.3 10.2
College: 1 year or more 6.6 " 11.0 7.2 50 4.4 3.7 5.6 73
* All races, men
Total ; 9.5 15.9 13.4 9.3 7.5 7.&“’ 714 8.6 10.5
No years of school completed 36.9 " " 35.9 " " - (" " 38.4
Elementary: 1to5years - 27.5 " M 26.3 ,303 29.7 25.9 26.1 271
: 6 and 7 years 20.6 36.3 25.7° 295 26.5 18.1 15.0 14.6 155
8years 15.4 21.3 32.3 25.6 17.5 11.6 13.9 9.6 108
High School; 1to 3 years 14.4 13.1 226 19.6 13.6 10.2 8.5 8.7 10.4
4 years ¢ 7.4 18.8 9.7 9.0 6.7 5.3 4.3 6.6 48
College: 1 year or more 4.5 (Y] 7.4 5.8 34 2.4 3.4 39 3.1
White women
Total 11.6 129 14.2 1.3 9.6 7.4 8.8 11.0 16.2
No years of school compieted 37.7 " M " . " " " 416
Elementary: 1to5years 36.4 Y] " 42.0 38.6 37.5 38.6 25.8 349
6 and 7 years 28.6 40.2 46.5 33.9 36.5 17.9 225 22.6 28.1
8 ykars : 21.7 21.1 39.1 36.3 24.5 15.3 15.5 160 21.8
High School: 1to 3 years 16.5 10.2 22.2 28.0 189 13.5 1.4 13.8 16.3
4 years 8.8 16.7 11.6 10.7 7.8 4.5 6.4 8.5 9.7
College: 1 year or more 5.6 " 9.5 5.9 4.4 4.0 3.4 5.4 6.6
White men
Total 7.8 11. 10.4 8.0 6.5 5.9 59 7.3 8.5
No years of school completed N 337 " " 32.1 Y] (") " " 35.8
Elementary: 1to5years 235 " " 26.7 29.9 24.1 20.6 227 218
’ 6and 7 years 18.0 26.1 " 28.4 234 17.3 14.0 13.6 13.4
8years 13.3 16.2 27.9 24.4 17.0 11.2 12.4 8.5 9.6
High Schoot: 1to 3years 11.2 2.8 17.0 153 10.9 9.2 6.6 8.1 9.0
4 years 6.3 " 75 7.6 5.8 4.7 39 6.0 44
College: 1year ormore 4.1 " 6.6 5.3 3.1 21 3.3 3.4 29
Black women .
Total ' 35.0 445 385 33.4 29.0 30.0 32.4 35.2 435
No years of school completed 59.9 " " ) " " " " ®
Elementary: 1to5 years 59.4 " " (") " ") " (Y] 57.6
6anu 7 years 49.1 " " " M 46.7 41.1 44,6 43.8
8 years 48.0 49.5 " ) 426 493 " " 450
High School: 1 to 3 years 46.0 41.7 56.9 62.2 41.6 35.3 3n.7 33.6 374
4 years 28.0 U] 33.6 30.9 24.9 22.1 11.1 26.0 24,7
College: 1 year or more 16.1 " 21.3 18.3 10.1 10.4 " n 20.7
Rlack men
Total 22.7 39.2 30.8 17.8 15.6 16.8 19.0 +21.9 323
No years of school completed 48.9 " " " Y] " " " ¢
Elementary: 1to5 years 39.0 " " (") " 44.1 Y] 34.1 42.3
6 and 7 years 31.8 63.6 Y] (" 338 22.8 " M 31.7
8 years 31.8 46.7 " " " 14.4 (" " 29.7
High School: 1to 3 years 31.4 34.0 43.3 37.4 236 16.0 228 16.2 23.7
4 years 161 23.0 16.5 12,6 13.1 67 196 15.6
Gollege: 1 year or more 9.2 " 15.1 9.9 5.4 4.7 M ° " ("

' Baseless than 75 000
(€) ‘Source Table 2, July 1982 (Unpubhshad data), U S Department of Commatce, Bureauof the Census
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Chapter IV

EDUCATION, TRAINING, AND EMPLOYMENT OF

WOMEN

%

. Education of Women in the Labor Force’

The employment status of women is greatly affected
by educational attainment. The more education women
have received, the greater is the likelihood that they will
be in paid employment. On the average, women in the
labor force have more schooling than women wko are
not in the labor force.

Based onMarch 1981 Current Population Survey data
on educational attainment in calendar ycar 1980, the
median years of school completed was 12.7 for wcmen
16 years of age and over in the labor force, compared
with 12.1 for other women in the same age group (table
IV-1). Twice as great a proportion of women in the labor
force (15.7 percent) as women not in the labor force (7.5
percent) were college graduates. A much higher propor-
tion of women not in the labor force had § or fewer years
of schooling (22:9 percent) than did those in the labor
force (5.9 percent).

Among women in the labor force in March 1981, 79.8
percent (37.0 million) had completed at least 4 years of
high school, including 15.7 percent who had also com-
pleted 4 or more years of college (chart IV-1). At the
lower end of the education scale, nearly 6 percent of the
women workers had 8 or fewer years of schooling and
about 14 percent had completed only 1 to 3 years of high
school.

Rise in Educational Attainment

In March 1981, 47.4 percent of women workers of ages
18to 64 years had completed 4 years of highschool (table
1V-2). Although this proportion was relatively stable

-

' Data on educational attainment are derived from the Curremt Population
Survey conducted by the Census Bureaa for the Bureau of Labor Statistics. The
last full BLS report .on educational attainment is Educational Attainment of
Workers—Some Trends from 1973 to 1978, Special Labor Force Report 225, U.S.
De¢partment of Labor, Bureau of Labor Statistics. Information on March 1981
educational attanment 1s from unpublisiied data, U.S. Department of Labor,
Bureau of Labor Statistics,

'
<
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during the 1970’s, it has increased dramatically since
1940, when the proportion was 29 percent. The greatest
changes in recent years have been in the increasing pro-
portion of women workers with a college education and
in the decreasing proportion of those with 8 or fewer
years of school. The proportion of women in the labor
force who were between 18 and 64 years of age and who
had completed 4 or more years of college was 16.5 per-
centin 1981 compared with 12.5 percent in 1973 and 6.6
percent in 1940, At the lower end of the eduéational
scale, the proportion of women workers with 8 or fewer
years of schooling has stcadlly declined, reaching 5.3.
percent in March 1981. In tﬂe early 1950° s, when women
began to come into the labor force in large numbers,

more than 30 percent df womeqaworkers had completcd 8
or fewer years of schooling.

The proportion of women wor)cers with at least [ year
of college reached 36 percent in;March 1981, up 9 per-
centage points from March 19’73 Despite widespread
publicity about the weakemng job market for college
graduates, these persons contmue to have a relative eco-
nomic advantage over other workers. They are most
likely to be in the labor force and least likely to be
unemployed, and more of them continue to hold the
highest paying professional and managerial jobs. As dis-
cussed in chapter I1, the d{amatic increase in the employ- .
ment of women in managenal jobs is largely the result of

growth in the number of women who have attended

college and in the number who have attended graduate
school, as wellas in changing attitudes about women and
work.

The rise in the educational attainment of women has
morc than kept pace with projections published in 1973
by the Bureau of Labor Statistics.? The percentage of
women workers completing 4 years of high school was
projected to reach more than 46 percent by 1985. The

* Education of Workers. Projections 1o 1990, Special Labor Force Report 160,
U.S. Department of Labor, Bureau of Labor Statistics.

?
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Table V-1

(Persons 16 years of age and over)

Distribution of women and men in and out of the labor foice, by years of school completed, March 1981

Women Men
Number of school years completed {n labor Notin Inlabor Notin
force labor force force labor force
Total (number in thousands) 46,414 42,844 61,306 18,887
. Percent 100.0 100.0 100.0 100.0
Elementary:
1tod years 0.8 4.6 1.5 7.2
5107 years 2.1 1.7 3.3 - 9.9
8 years '3.0 10.6 4.6 13.3
- High School: RN
1to3 years 14.2 22.4 154, 27.3
4 years 45,5 34.9 37.5 223
Callege:
1to3 years 18.6 12.4 17.4 12.6
. 4 years 10.0 5.5 11.3 ) 4.2
- ' Syearsormore 5.7 2.0 9.0 33
Median school years completed 12.7 12.1 12.7 11.2
Source Educationa! Altainment of Workers. U S Department of Lebor. Bureau ol Labor Statistics. 3
Chart V1.
- Nearly 8 out of 10 women workers are at least high school graduates.
Distribution of women workers, by highest number of schoo! years completed, March 1981,
Percent A Percent
Elementary High S€hool College
50 N - 50
45 . 455 45
40~ & L 40
, 354 - 35
30—' r [~ 30
25 -25

- 20
- 15
- 10
- 5

0

8 years 1-3 4
or less years years

Source: U.S. Department of Labor, Bureau of Labor Statistics.
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Table 1V-2

Years of school completed by women in the civilian labor force, selected years, 1940-81'
(Women 18 10 64 years of age) >

N

Percent distribution by years of school completed

Median years of

v Elementary High School College ‘
. . i school completed |
Total |
Number
(In Total Lessthan 5to8 1t03 4 1103 4years
Year! thousands} percent 5 years? years years years years ormore Women Men N
1940* 13,150 100.0 6.4 30.9 18.7 28 6, 88 , 66 11.0 8.6
1952 18,310 100.0 5.2 25.0 18.4 34.7° 9.0 1.7 12.0 10.6
1957 19,548 100.0 3.9 219 19.1 373 . 9.3 8.4 121 11.3
1959 20,431 100.0 3.3 20.6 19.2 39.0 9.8 8.2 12.2 11.7
1962 21,996 100.0 2.8 17.8 18.8 39.7 11.2 97 1237 T 1214
1964 23,327 *100.0 2.1 17.1 18.9 41.8 10.7 9.5 12.3 12.2
1965 23,845 100.0 2.0 15.8 18.9 42.9 10.5 9.9 12.3 12.2
1966 24,571 100.0 1.7 . 15.0 18.5 439 11.0 9.9 12.3 12.2
1967 25,674 100.0 1.9 14.0 18.5 43.8 11.9 9.9 12.4 12.3
1968 26,859 100.0 1.6 13.3 17.7 44.5 12.3 10.6 12.4 12.3
1969 27.183 100.0 1.6 121 > 174 459 125 10.5 12.4 12.3
1970 28,950 100.0 o © 14 11.3 17.0 46.3 13.3 10.7 12.4 12.4
1971 29,429 100.0 1.3 10.7 16.4 46.2 14.0 1.4 12.5 124 |
1972 30,566 100.0 1.2 9.6 16.4 47.1 13.9 11.8 12.5 12.5
* 1973 31,530 - 100.0 1.2 . 87 15.5 47.6 14.6 12.5 12:5 12.5
1974 32,857 " 160.0 1.1 8.1 14.8 46.6 16.0 13.5 12.6 12.5
1975 34,009 100.0 1.0 7.7 14.3 47.0 16.1 14.0 12.6 12.6
1976 35,240 100.0 0.9 7.0 13.8 46.7 16.8 14.7 12.6 12.6
1977 36,706 100.0 0.9 6.6 13.8 46.6 17.1 15.1 12.6° 12.6
1978 38,278 100.0 09 6.1 13.4 46.6 17.9 15.0 12.6 12.7
1979 ‘ 40,076 100.0 09 5.4 12.7 46.6 18.7 15.7 12.7 12.7
1981 43,570 100.0 0.7 4.6 11.3 47.4 19.? 16.5 12.7 12.7

* Datafor 1340-591nclude only dersons roporlmq educational attainment
' Fiywies lui each year refor to March of that year, with the exception of 1940 and 1952.10r these years data roler to Aoni and Qctobey, respectively
! Inclydes persons reporting no school years completed
* 1940 Census of Popuiation figures revised foi comparabilily with jabor force estimates from the Current Population Survey v 1952-59 ~

Soure U S Department of Labot, Bureau of Labor Statistics.

)

actual educational attainmen! of these workers exceeded
that level in March 1980, when the proportion reached
47 .4percent. The proportion of women attaining 4 years
of high school education plus those with 1 to 5 or more
years of college was projected to increase to nearly 78
percent. In March 1980 this proportion was 83.4 percent,
as indicated in table 1V-2,

When the projections were made, BLS anticipated a
slowdown in the growth rate of the labor force during the
1980°s. It was expected that the slowdown would be
accompanied by an accelerated decline in the number of
less-educated workers (8 years of school or less) and by a
morc moderate rate of growth for more highly educated
workers, These expectations were based on the projected
labor force participation rates and the effect over time of
a changing age distribution of workers with different
amounts of schooling. However, the labor force partici-
pation rate for women continued to move up strongly
throughout the 1970’s and even during the 1973-74 eco-
nomic dow nturn. In addition, Census Bureau data show

i

that enrollments are up for women. It seems likely that
the educational attainment of women will continue to
rise. )

The measurement of educational attainment has tradi-
tionally focused on years of school completed without
much attention to the underlying measurement of reten-
tion of students through each level of educational attain-
ment. The rising educational attainment of workers, par-
ticularly of women and minorities, can be traced to the
growing proportions of these groups completing high
school and going on to college. Data from the Bureau of
Labor Statistics show that about half of the 3.2 million
young adults (ages 16-24 years) who had graduated from
highschool in 1978 were incollege in the fall of that year.
Moreover, there were no statistical differences between
the proportions of young men and young women, or of
black and white high school graduates, who went on to
college. Similarly, a study by the National Center for
Education Statistics reported that in 1980-81 women
made up 51 percent of the total college student body, up
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Table IV-3

College-age pbpulation and degree recipients, by l.evel of degree and race/ethnic group, 1979

. American Asian
’ Indian/ American/ Non-
Alaskan Pacific resident
ltem _ Total White! Black' Hispanic Native Islander atien
¢ Percent distribution
Coliege-age :

population .

(18-24 years) 100.0 81.2 9.1 4.9 0.7 2.4 25
Bachelor's 100.0 87.3 6.6 2.2 0.4 1.7 1.9
Master's 100.0 83.0 6.5 1.8 0.3 1.8 6.5
Doctor's 100.0 80.0 3.9 1.3 0.3 25 12.0

,100.0 88.4 6.5 1.8 0.4 2.1 0.7

First professional

" Non Hsspanic .
Note Details may not add o totais because of rounding.

Source Digest ol Educalion Statistics. 1981, U S. Department of Education, Nationat Center for Education Statistics

from 41 percent 10 years earlicr. Growth in college en-
rollment is projected to grow only slightly, from
12,097,000 in 1980-81 to 12,101,000 in 1990-91. At that
fime women are projected to be 52 percent of enrollces.

Despite the recent strides black and Hispanic popula-
tion groups have been making in completing high school
and going on to college, data on degrees awarded to
race/cthnic groups show that most minorities (except
Asian American, Pacific Islanders) are not represented
in proportion to their college-age population (18-24
years). Table 1V-3 shows the most recent data on race/
cthnic groups among degree recipients, by level (bache-
lor’s, master's, doctor’s, and first professional), for
1979.

In recent years there has been a growing awareness
that more attention must be paid to the retention of
minority students in school at all levels below college to
assure that more of these students will meet college re-
quirements. This need is reflected in the growth of pro-
grams that focus on retention. Forexample, the National
Academy of Sciences has created aspecial Committee on
Minorities in Engineering, which has developed a pro-
gram to identify and retain minority students in engi-
neering. The committee program is divided into three
phases: precollege, college and career development. Par-
ticipants at ths committce’s national symposium in Sep-
tember 1978 found that programs designed to retain
minoritystudentsin school requiresome of the following
clements:

e [ffective counseling by faculty, particularly by mi-
nority faculty members, in order to provide contin-
uing motivation and to help students develop in-
sights about their professional opportunitics and
career alternatives.

¢ Timely academic support, including tutoring by
faculty or other students, short courses in specific
study techniques, study groups, videotaped in-

© _ struction, and modules for sclf-paced study.

Aruitoxt provided by Eic:

¢ Flexibility in courses of study, including curricu-
lum stretch-out programs, reduced course loads,
and-leaves of absence in order to better meet the
personal and academic needs of the students.?
Another aspect of education that is receiving increased
attention is the precollege preparation of girls and
women for college majors which lead to occupations that
are nontraditional for women. For example, deficiencies
in mathematics skills often have prevented women from
entering such technical fields as science and engineering.
In this particular area, the National Institute of Educa-
tion funded a 2-year survey to identify factors that work
against women’s acquisition of a solid foundation in
mathematics and the pursuit of carcers requiring this
foundation. The hypothesis that males dominate in
mathematics because they have superior ability in spatial ,
visualization is not sup ported by the results of the study.*
Three variables were found to have the greatest effect on
the participation of women in ma;thematics:
* A positive attitude toward mathematics;
e A perceived need for mathematics for future carcer
and educational plans; and .
¢ Theinfluences of significant other persons, includ-
ing parents, teachers, and counselors.

Educational Attainment (;f Women Workers
by Selected Characteristics

Age—Younger workers, botfx women and men, have
more education than older workers. For example, 89.7
percent of women workers 20 to 34 years old in March
1951 had completed at least 4 years of high school,
compared with 77 percent of women workers 35 years of

*Building the Muluplier Effect. Summary of a Natonal Symposium, 1979,
National Academy of Sciences, Committee on Minorities in Engineering.

* Achievemen! and Patucipation of Women in Mathemaucs: An Overview,
1980, Education Commission of the States, Denver, Colo.
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Tabls V-4

Distribution of women workers by educational attainment and age, March 1981

(Women 16 years of age ahd over)

High school graduates

N Less than . 4years 1103 4 yoars
Number 4 years of * years or more
(in of high high of - of

Age thousands) Percent school Total school college college
Total 46,414 100.0 9,329 37,038 21,118 8,633 7,287
201 79.8 455 18.6 15.7

16 to 19 years 3,978 100.0 2,182 1,951 1,532 419 20
549 - 49.0 38.5 10.5 0.1

20 to 34 years 20,227 100.0 2,080 18,159 9,183 5,022 3,954
10.3 89.8 45.4 24.8 19.5

35 years and over 22,209 100.0 5,085 17,111 10,399 3,371 3,341
229 77.0 46.8 15.2 15.0

?

Soufce U S”Department of Labor, Bureau of Labor Statistics

age or older (table 1V-4). In the younger group 24.8
percent had 1 to 3 years of college and 19.5 percent were
wollege graduates. Among the older women, the propor-
tionwas about cqual (15 percent) for those who had 1 to
3 years. of college and those who were coliege graduates.

Disparities in the education of younger and older age
groups of women are significant in terms of the jobs
these workers can obtain and the wages they can com
mand. With shifts occurring in the U.S. economy from
the production of goods to the provision of servives—
only about one job in three is now in agriculture, manu-
facturing, mining, or construction—demands are in
«reasing for literacy and communications skills and for
specialized knowledge in academic disciplines. Women
who lack an adequate educational preparation are most
likely to be locked into jobs that are low- paymg and in
declining sectors of the economy. .

Sex—The gap between women and men workers in
median years of school completed has been narrowing
since 1940 and has now disappeared. In April 1940 the
median years completed by women 18 to 64 years old was
11.0-2.4 years above the median for men. By March
1981 the median for both groups of workers was 12.7
years, as shown on table IV -5 (these data are for women
and men 16 years of age and over).

However, there were some differences between
women and men workers in educational attainment at
the lugh schouland college levels. A higher proportion of
the women (79.8 percent) than of the men (75.2 percent)
had completed at least high school, but 37.7 percent of
the men compared with 34.3 percent of the women had
some college educaticn. (The proportion of women
workers with some college education was only 27.1 per-
centin March 1973.) A somewhat smaller proportion of

111

women workers than of inen workers were in the lowest
cducational group 1n 1981, about 6 percent of the women
and 9 percent of the inen had cornpleted 8 years or less of
school.

Black women—There has been a significant closing of
the gap between the educational attainment of white and
minority women workers that is due to rapid gains
among the black women. The median educational atiain-
ment for ecach of these groups is shown on chart IV-2.

The median cducational attainment of black women
workers rose between March 1973 and March 1981 from
12.2 to 12.5 years of schoul completed compared with
the median for white women of 12.5 years in 1973 and
12.7 years in 1981. The gap of 0.2 y=ars that now exists

between black and white women workers is down from |

1.8 years in 1962, an achievement that was made in less
than one generation.

The narrowing of the educational gap between black
and white women workers reflects two major occur-
rences: the continued decline in the number of black
women with only 8 or fewer years of school completed
(11 percent in March 1973 compared with 6.2 percent in
March 1981); and continued increases in the proportion
of black women workers who complete high school and
in the proportion with | or more years of college (59
percent in 1973 compared with 70 percent in 1981).

Hispanic women—The median years of school com-
pleted by Hispanic women workers in March 1981 was
12.2 years, compared with 12.6 years for white women
and 12.5 years for black women (see table 1V-6). The
Hispanic womcn were concentrated at the low end of the
range of educauonal attainment for all wornen workcrs
Twenty percent had 8 years or less of schooling, com-
pared with less than 3 percent for white women. Only
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Table IV-5 L

Years of school completed by the U.S. labor force, by sex, March 1973 and March 1981
{(Numbers in thousands) ‘

Labor force
. Total Employed Unemployed
Total, Percent Notin
16 years Parcent of the
old and of pop- fabor  labor
“Years of school completed over Number ulatlon Numbsr Number force force
k\ 1Y
March 1981
Women
Total 89,259 46,414 52,0 42,885 3,529 76 42,844
tlementary:  Less than 8 years' . 6,602 1,349 20.4 1,204 146 10.8 5,252
8 years 5,945 1,400 23.6 1,210 191 13.6 4,544
High school: 1103 years 16,193 6,897 407 5,610 987 15.0 9,596
4 years 38,047 21,112 58.6 19,556 1,556 7.4 14,935
- College: 110 3 years 13,966 8,656 62.0 8,226 429 5.0 5,310
4 years or more 10,507 7,301 69.5 7,080 221 3.1 3,206
Median school years completed 124 12.7 - 12.7 123 - 121
Men
Total 80,193 61,306 76.4 56,349 4,958 8.1 18,887 ;
Elementary: Less than 8 years' 6,169 2,945 47.7 2,607 338 115 3,224 |
8 years 5,333 2,827 53.0 2,505 323 11.4 2,506 ‘
Highschool: 1to 3 years 14,5396 9,446 64,7 7,975 1,472 15.6 5,149 ;
4 years 27,200 22,982 84.5 20,966 2,017 8.8 4,217
College: 1to 3 years 13,029 10,647 817 10,096 551 5.2 2,383 .
4 years or more 13,867 12,459 89.8 12,200 259 21 1,379
Median school years completed 125 12.7 -~ 12.7 12.2 -~ 1.2

March 1973
Women

Total 76,810 33,905
Elementary: Less than 8 years' 7474 1,631

' 8years 7,269 1,928

High school: 1to 3 years 16,207 6,295

4 yoars 29,864 15,309

College: 110 3 years 8,352 4,688

4 years or more 6,644 4,054

Med!an school years completed 12,2 125

Men

Total . 68,371 §3,420

Elementary: Less than 8 years' 7,348 4,134 : 4.8
8years 6,686 4,162 6.9

High school: 1to 3 years 13,972 9,939 . 8.4
4 years 21,632 19,137 \ 4,0

College: 1to 3 years 9,546 7,734 . 39
4 years or more 9,177 8,314 , 1.8

Median sc*.00l years completed 12.3 12.4 -—

"Includes yersons reporting no sChool years completed
Suuri®  ducahond! Aftainment of Workers, Speuial Labor Force Repott 161, March 1973, Unpubished 1981 data. U S Department ot Labor, Bureay of Labor Statistics

about 59 percent had completed high school (including  for white women, About 7 percent of the Hispanic
those with some college or college graduates), about 11 women had completed 4 or more years of college, less
percentage points less than the proportion for black  than half the proportion for white women workers and
women and 22 percentage points less than the proportion  over two-thirds of the proportion for black women.
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Chart Iv-2,
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The ditference in the educational attainment of white and minority race workers is narrowing.
Median years of schoot completed, by sex and race, March 1962, 1973, and 1981,
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Source. US Department df Labor, Bureau of Labor Statistivs.
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Educational Attainment and Labor Force
Participation

Women are largely responsible for the generally rising
trend between 1973 and 1981 in labor force participation
among persons with some college education. While par-
ticipation rates for women with some college education
rose sharply over the 1973-81 period, they were up only
slightly for men with I to 3 years of college and were
Jown slightly for men with 4 or more years of college.

As shown in the following tabulation, the labor force
participation rate of women, with | or more years of
college rosc over 10 percentage points between 1973 and
1981, to about 65 percent in 1981, The rate for men with
some college education edged up only two-tenths of a
percentage point over the same period, reaching 86 per-
cent.,

Since 1973, labor force participation rates for persons

the rates of persons with less than a high school educa-
tion have declined, as shown in table IV-6. In March
1981, 55 percent of women high school graduates who
had not gone to college were in the labor force. For
women with I to 3 years of high school, the labor force
participation rate was 62 percent. For women who had

completed 8 years of school, labor {orce participation
was 23.5 percent,

Participation rate

1981 1973
Women
College, 1 ormore years 65.2 54.7
1to Jyears 62.0 50.1
4 years or more 69.5 61.0
Men
College, 1 or more years 85.9 85.7
110 Jyears 81.7 81,0
4 years or more 89.8 90.6

-~
Education @nd the Occupational Distribution
of Women

__with atleast some college education hiave increased while _The amoun:_of education_a woman has received

greatly affects the kind of job she can obtain (chart
1V-3). For example, 60 percent of the women employed
inprofessional and technical occupations in March 1981
had compfeted 4 years or more of college. More than half
of the women who work in private houscholds com-
pleted fewer than 12 years of school. -
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Table IV-€

Empioyment status df women, by educational attainment and race, Margh 1973 and March 1981

{Numbers in thcusands)

4

IR

Labor force
Total Employed Unemployed
, , Total, Percent Notin
. 16 yoars Percent _ of ~_ the
old and ot pop- iabor  labor
Years of school completed over Number ulation  Number Number force ferce
B March 1981 >
All women
Total 89,259 46,414 52.0 42,885 3,529 7.6 . 42844
Elomentary:  Less than8 years' 6,607 » 1,349  20.4 1,204 146 10.8 5252
8 years 5,945 1,400 23.6 1,210 191 13.6 4544 |
Highschool:* 1toJdyears 16,193 659 40,7 5,610 Q87 15.0 9,596
o~ A4years 38,047 21,112 58.6 19,556 1,556 7.4 14,935
College: 1todyears 13,966 . 8,656 62.0 8,226 429 5.0 5310
. 4 years ormore 10,50'7 7,301 69.5 7,080 221 KR 3,206
Median school years completed 124 12.7 —_ 12.7 12.3 — 121
¢
White ) roc
Total 77,217 39,975 51.8 37,370 2,505 £.5 37,242
Elementary: Less than 8 years' 4,891 948 19.4 832 117> 12.3 3,963
Byears 5,299 1,204 22.7 1,047 151 13.0 4,085
High school: 1to3years 13,237 5,384 40.7 4,694 684 12.8 7,853
4 years 32,115 18,496 57.6 17,340 1,155 6.2 - 13619
College: 1to3years 12,257 7,492 61.1 7,182 310 4.1 4,766
4 years ormore 9,419 . 6,452 68.5 6,274 178 2.8 2966
Median school years completed 12,5 12.7 —_ 12.7 123 —_ 12.2
Black
Total 10,039 5,346 53.2 4,507 839 15.7 4,694
* Elementary: Less than8 years! 1,408 332 23.6 306 25 7.5 1,077
8 years 565 170 30.0 140 . 30 17.6 396
High school: 1to3dyears 2,692 1,102 40.9 819 283 25.7 1,590
4 years 3,302 2,224 67.4 1,855 369 6.6 1077
College: 1todyears 1,383 955 69.1 846 110 1.5 428
" 4 yoars or more 689 562 31,6 541 1 \N3T 127
Median schoal years completed 121 125 - 12,5 12.2 - 10.7
Hispanic?
Total 4,607 2,187 47.5 1,940 248 1.3 2,420
Elementary: Less than 8 years' 1,228 387 315 329 59 15.2 840
8 years 373 139 37.2 107 32 22.9 254
High school: 1todyears 1,013 373 36.8 307 66 17.8 640
4 yoars 1,296 806 62.2 785 71 8.8 490
College: 1toJ years 478 330 69.1 316 14 4.2 148
4 years ormore 220 / 152 69.1 145 6 4.1 68
Median school years completed 11.0 12,2 — 123 10.5 - 8.6
March 1973
All women
Total . 76,810 33,905 441 31,924 1,981 5.8 42,905
Elementary: Less than 8 years! T,A74 1,63 21.8 1,510 121 74 5,843
8 years 7,269 1,928 26.5 1,807 121 6.3 5,341
High school: 1103 years 16,207 6,395 385 5,685 610 9.7 9,912
4 years 29,864 15,309 513 14,492 817 5.3 14,555
O
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Table IV-8—Contlnued

"/ (Numbers In thousands)

Q

E
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)

,,Employment status of women, by educational attainment and race, March 1973 and March 1981 e

RIC

Labor force
Total .Employed Unemployed
Total Percent Notin
16 years Percent of the
old and of pop-. leborv  labor .
Years of school complated over Number  ulation Number Number force  force
. College: 1to 3years 9,352 4,688 50.1 4,485 203 .43 4,664
4 years or more 6.§44 4,054 61.0 3,945 109 N 2,590
Median school years completed 122 125 — 125 122 " — 120
White _ Co. ' L
Total ’ 67,753 29,476 43.5 . 37,948 1,527 ‘5.1 38,277 |
Elementary, Less than 8 years' 5770 1,141 19.8 1,052 ' 88 . 7.7 4,629
8 years 6,533 ° 1,663 25.5. 1,571 * 95 5.7 1,872
High school. 1to 3years 13,678 5,224 38.2 4,774 451 8.6 8,455
4 years - 27,208. 13,678 50.3 13,033 642 4.7 13,530
College: 1to 3years 8,465 4,13 489 3,982 1547 3.7 4,329
N 4 years or more 6,097 3,634 59.6 3,536 99 ’ 2.7 2,462
Median school years completed 123 , 125 - 12.5 12.2 — 12.0
Black ’ -
Totat 9,056 4,432 48.9 3,976 454 10.2 4,628
Elementary: Less than 8 years* 1,700 490 28.8 457 33 6.7 1,214
, 8years 733 263 35.9 235 26 9.9 469
High School: 1to3 years_ﬁ 2,531 ¢ 1,03 42.4 913, 159 14.8 1.457
. 4 years ( 2,656 1,632 61.4 1,458 175 10.7 1,025
College 1to 'dea 887 551 62.1 503 . 49 8.9 335
) *  dyears or more 547 423 77.3 410 10 2.9 125
Median school years completed 115 ) 122 - 123 12.0 —_ 10.3
3
Hispani¢? ’ '
Total 3,198 1,263 39.5 1,157 106 9.2 1,935
Elementary: Less than B years' 984 270 27.4 4 237 33 13.9 713
8 years 344 18 34.3 104 14 13.5 226
High school: 1 to 3years 732 246 33.6 222 24 10.8 486
- 4years 837 450 538 421 29 0.9 ag?
College: 1to 3years 213 119 55.9 114 5 4.4 94
4 years or.more 88 61 69.3 59 2 3.4 27
N - L]
Median school years complated 1015 120 - 12.0 9.9 - 9.2

* InCludos persans reporting no schoot years complotad

! Data tabutated without reQard for age

Seurco Unpublished data, U'S Oepartment of Ladbor, Bureau of Labor Stalistics
L)

The relationship between the education women receive
and their occupations also can be shown in the distribu-
tion, by-educational-attainment, of women employed in
each occupation group. Of the 7.3 million women in
professional and teclinical occupations in March 1981,
60 percent had earned a degree and nearly 82 percent had
attended college. OF the 14.9 million cierical workers,
over 31 percent had attended college; another 59 percent
had only a high school diploma. About 8 percent of the

clerical workers had 4 or more,years of college. More
than 20 percent of women white-collar workers of all
kinds have had at least 1 to 3 years of college education.
Women in private household work had the Jcast school-
ing of women in any occupation group. Only 8.5 percent
had attended collcge. The proportion of private house-
hold workers who had 1 to 3 years of high school was
greater (58.5 percent) than the proportion who had com-
pleted high school (33 percent).

' 115 T

- 199




Chart Iv3.
The jobs women hold refiect the education they have received.
Women who work in
- these occupations ... . ... had this level of education in March 1981
Less than 4 years High school 1-3 yeaic 4 or more years
of high school graduate of college of college
percent — 0 10 20 30 40 50 60 70 80 90 100
Professional & technical workers
Managers & administrators
Sales workers
Clerical workers -
Craft workers
Transport operatives
Cperatives (except transport)
Nonfarm laborers )
Service &orkers
(except private household)
. Private household workers )

R Farm workers

Sourco: US. Department of Labor, Bureau of Labor Statistics.

Education and Unemployment

There is generally an inverse relationship between the
amount of education workers have and unemployment:
the fewer years of schooling they have, the higher their
unemployment rate (table IV-5). In March 1981, 37.5
percent of all unemployed women had not graduated
from high school, but only 18.7 percent of employed
women lacked a high school diploma. This same trend
was evident among male workers: men who lacked a high
school diploma accounted for 43 percent of unemployed
and 23.2 percent of employed men in March 1981.

Thereis an exception, however, to the inverse relation-
ship that genecrally exists between years of education an¢
unemployment. The highest unemployment rate among
women workers in March 1981—15 percent—was for
women with 1to 3 years of high schoo], compared witha
10.8 percent uncmployment rate for women with less
than 8 years of school (table IV-8). This can be ex-
plained, in part, by the high proportion of tecnagers who
combine high school and part-time work. Women with
less than 8 years of school completed were more likely to
“ . beolder, and to have a stronger labor force attachment
in lower paid, relatively stdble occupations.

ERIC
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“School Enrollments’®

Declines in the Nation’s birth rate in the past 15 years
have affected enrollments in elementary and secondary
schools. After peaking in 1970, enrollments stcadilyl de-
creased and were almost 7 percent lower in 1978. De-
clines in enrollments between 1970 and 1978 were similar
for females and males through the high school level.

Atthe college level, there have been increases in enroll-
ments since the early 1970’s. Most of the increases were
the result of growth in college attendance by women. The
increases were particularly great for women above the
traditional age for college: women 25 years and over had
the greatest inc.case in enrollments between 1970 and
1978 of any age group of women or of men. Enrollment
in 2-year colleges accounted for about 67 percent of the
total increase in enrollments by women in the first and
second years of college. Women also gained in graduate

* Most of the information and data on women under 35 years of age in this
section wer¢dersved from School Enroliment— Social and Econormic Characteris
tics of Students: October 1979, Current Population Reports, Series P-20, No.
360, April 1981, U.S. Department of Commerce, Bureau of the Census. Informa.
tion from other sources is as noted intext.
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Table IV-7

Persons in the labor force, by years of school compl
(Percent distribution)

eted, sex, race, and Hispanic origin,’ March 1981

Characteristic Total Hispanlc White Black
Both Sexes
Total: Number (in thousands) 5,616 94,303 10,894
Percent 100.0 100.0 100.0
Less than 4 years of high school 484 21.5° 342
Elementary: 8 years orless 29.1 7.4 11.8
High school: 1103 years 19.3 14.1 22.4
High school: 4 years or more 51.6 78.4 65.8
High school: 4 years 30.6 413 39.6
College: 1to 3 years 134 18.0 16.9
4 years or more . 76 19.1 9.3
Median school years completed 121 12.7 12.4
Women .
Total; Number (in thousands) 2,187 39,975 5,346
7 Percent 100.0 160.0 100.0
Less than 4 years of high school 41.2 18.8 30.0
Elementary: 8 years orless 24.1 5.3 9.4
High schoo!: 1 to 3 years N 174 13.5 20.6
High school: 4 years of more 59.0 81.1 70.0
High school: 4 years 36.9 46.3 46
College: 1to3years 154 18.7 17.9
4 years of more 70 16.1 10.5
Median school years completed 122 12.7 12.5
Men - .
Total: Number (in thousands) 3,429 54,328 5,549
Percent 100.0 100.0 100.0
Less than 4 years of high school 53.0 23.5 383
Elementary: 8 years orless 323 8.9 14.2
High school: 1to3 years 20.7 14.6 24.1
High school: 4 years or more 47.0 76.2 61.8
High school: 4 years 26.7 31.7 31.7 ,
College: 1to3years 123 17.5 16.0
4 y\ears ormore 8.0 21.0 8.1
. N . .
Median school yeE’rs\gompleted 122 12.7 12.3

A «

L .
* Mast persons in the United Slates of Hispanic ongin are ciassified as white (about 96 percent), and (ho (@3t & , ciassined as biack Their gumbﬂs are included I the

apdropnate comparative data shown fot whites and blacks

/

Source  Educatinnal Attainment of Werkers,”U'S Department of Labor, Bureau of Labor Statistics

' «

school enrollments. In 1978 about the same number of
women as men were in first-year graduate studies, and
women were likely to be full-time students.

Age—Since 1973 the proportion of girls from 5to 15
years old who are in school has edged upward. This trend
continues in each succeeding age group as more young
women stay in school, go to college, and enroll in gradu-
ate school.
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Nearly all girls 7 to 13 years old were enrolled in school—""

in 1980, and more than97 percent of 14- and 15-year-old
girls also were in school (table IV-9). As young women
pass age 16 (the compulsory school attendance age in
many States), the proportion who remain inschool draps
sharply for each older age group. Among women 16 and
17 years old, 89 percent were in school in 1980; among
women 18 and 19 years old, 45.8 percent were in school;
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nearly 29.5 percent of thie women 20 and 21 years old
were in school.

Sex—A smaller proportion of females than males
fivi 3 to 34.years of age were enrolled in school in
Outober 1979, 51.8 percent males and 49.0 percent fe-
males. The same relativrship existed 10 years earlier, but

Table IV-8

Unemployment rates of women workers, by educa:
tional attainment and race, March 1973 and March
1981

Education and race 1981 1973

Less than 8 years’

All women 10.8 74
White 123 77
* Black 75 6.7
Hispanic 15.2 13.9
High school, 1 to 3years
All women . 15.0 9.7
White 12.8 6.8
Black 25.7 133
Hispanic 17.8 10.8
College, 4 years ormore
All women 3.1 27
White 28 26
Black 37 28
Hispanic 4.1 3.4

“Inchudes persons reporting na schoot years completed
Soure.e US Department of Labot Bureau of Labor Statistics

Table IV-9

the proportions by sex have been converging. In 1969,
60.5 percent males were enrolled and 53.6 percent fe-
males.* »

Race/Ethnic Group~School enrollment rates in 1979
were about the same for girls and young women of
various racial and ethnic groups for ages 5 to 17, but
some differences were apparent after the high school
years. Among women 18 and 19 years old, enrollment
rates for those white and black were 48.2 and 45.1 per-
cent, respectively; for Hispanic women, therate was 38.8
percent. Hispanic women are less likely than white or
black women to continue past the secondary school level,
and their high school dropout rate is also somewhat
higher than that of the other groups. A substantially
smaller proportion of Hispanic women than of white or
black women of ages 18 to 34 were in school in 1980.

Between 1973 and 1980 the school enrollment gap
narrowed between black and white women 17 to21 years
old. In the 22 to 24-year-old group, the proportion of
black women enrolled in school in 1980 was slightly
larger than that of white women, probably because black
women tend to be a little older than white women when
they complete their schooling.

Type of School Enrollments
Of the 27.4 million girls and women of ages 3 to 34

who were in school in October 1989, there were 15.6
million (57 percent) in nursery school, kindergarten, or

¢ Digest of Education Statistics, 1981, National Center for Education Stattscs

Females 3 to 34 years of age enrolled in school, by age, race, and Hispanic orlgin,' October 1980

{Numbers in thousands)

Rl

,Total White Black Hispanlc
Percent Parcent Percent Percent
g of of of of

Age Number population Number population Number population Number  populstion
3and4 years 1,078 35.5 855 34.6 191 39.7 72 26.6
5and 6 years 2,882 96.4 2,345 96.4 453 96.7 259 94.9
7to09years 4,769 99.2 3,897 99.2 744 99.3 441 99.0
1010 13 years 6,872 99.4 5675 99.4 1,043 99.3 571 99.9
14 and 15 years 3,580 97.7 2,962 97.8 539 97.4 294 92.1
16 and 17 years 3,509 88.8 2913 _ 864 525 90.4 235 82.2
18 and 19 years 1,910 458 1,582 451 279 48.2 11 38.8
20 and 21 years 1,235 295 1,064 30.2 . 135 23.7 51 17.6
22 1024 years * 912 149 766 14.8 112 13.9 52 " 126
25 10 29 years 833 8.8 719 8.9 87 7.4 44 6.9
30 to 34 years 613 7.0 530 7.0 66 6.5 21 ° 44

‘Dataon persons of Hispanic Orginare tabuiated separately, without régard to race, which means that thov are aiso included inthe data for white and black persons At thetime

of the 1970 census, about 96 percont of the Hispanic population was listed as white

Source Schoor Entorment—Socialand Economec Charactenstics of Students, 1980. Current Popuiation Reports, P-20, No 362,U S Department of Commorco Bureay of the

ran
) Sus
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Table iV-10 o

College enroliment of persons 14 to 34 years old,’ by type of college and year of enroliment, October 1973
and October 1979 ’

(Numbers in thousands)

H

. Total Total famale » Total male
Coliege and year of enroliment 1979 1973 1979 1973 1979 1973
All cofleges?
Total? 9,967 8,179 4,983 3,502 4,984 4,677
First year 2,874 2,282 1,540 1,333 1,334 1,205
Second year 2,291 1,807 1,172 787 1,719 1,020
Third year 1,653 1,476 766 625 888 851
Fourthyear 1,458 1,230 702 515 756 715
Fifth year or higher 1,691 1,382 804 498 888 886
2-year colieges
i
Total 2,407 1,798 1,301 . 785 - 1,106 1,013
First year 1,298 929 741 452 557 477
Second year 925 743 466 285 459 458
Third year 184 126 94 48 91 78
/ 4-year instltutions
/
Total . J 5,606 6,160 2,736 2,610 2,871 3,551
First year ! 1,404 1,226 701 557 702 669
Second year 1,329 1,018 682 479 647 539
Third year 1,416 1,302 650 561 766 742
Fourth year 1,458 1,230 702 515 756 715
Fifth year or higher 1,691 1,384 804 498 888 886

' Cwvilian noninstitutional population
" includes enrollment not reported by type of college
S US Dep ontof C . 8 of the Census.

H

Q

elemenitary school; 8.9 million (32.4 percent) in high
school (grades 9-12); and 3.6 million (13.1 percent) in
college, |

School enrollments by women in 1980 were down from
1973 at the elementary level, unchanged at the high
school level, and up by more than one-third in college.
There were almost as many female students as male
students at the elementary and secondary school levels,
but there were 9 percent more men than women in col-
lege. The gap between college enrollments of women and
men has narrowed- considerably since 1973, when the
number of men was about 33 percent higher than that of
women,

Secondary school—Preliminary data from the Na-
tional Center for Educational Statistics showed that in
1978~79, 1.5 million boys and 1.6 million girls graduated
from high school. This relationship is long standing. In
October 1979 the dropout rates were about the same,
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13.3 for males, and 13.4 for females, In 1970, the rates
were 16,2 and 17.7, respectively.’ )

College—1It was in 1978 that the enrollment of women
in institutions of higher education first cqualed that of
men. Up to that year, more men were enrolled.” Increas-
ing numbers of women under 35 years of age have at-
tended college since the early 197G's. In 1979 there were
about 5 million women in this age group who were en-
rolled in college (table 1V~10), up 42.3 percent from
1973.

Most of the women in college were first or sccond year
students. Women have made tremendous stridesin upper
level college attendance in recent years, but they are
outnumbered by men inupper level classes. Men enrolled

! Ibid.
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Table (V-11

School anroliment and labor force status of 1979 high school graduates and labor force status of October
1978-7? school dropouts,’ by sex and race

(Numbers in thousands)

Civitisn labor force

a As
Civilian percent Unemployed
noninstitutionat of Aspercent Notin
population popula: Em. of civilan  labor
Characteristic Number * Percent Number tion ployed Number Isbor force  force
1979 high school graduates
Total & 3,160 190.0 2,048 64.8 1,741 307 15.0 1,112
White 2,773 87.8 1,848 66.6 1,607 241 13.0 925
Black 317 10.0 156 49,2 100 56 359 161
, Rispanic origin? 154 49 104 67.5 86 18 17.3 50 ,
"Enrolled in college - 1,559 ° 49,3 ~660 42.3 582 78 1.8 899 [
Full-time 1,431 45.3 553 38.6 478 75 13.6 878 .
Part-time 128 4.0 107 83.€ 104 2 1.9 21 |
Men enrolled in college 743 50.4 302 40.6 267 35 1.6 M ‘
Women enrolled in college 816 484 358 43.9 315 43 12.0 458 “
!
+379 high school graduates |
not onrolled In college
Total 1,601 100.0 1,388 86.7 1,159 229 16.5 213 1
Men 731 45,7 672 91.9 579 a3 13.8 "59
Women 870 54.3 716 82.3 580 136 18.0 154
Single 745 46.5 629 86.8 511 118 18.8 116
Married and other marital .
status’ 125 7.8 87 69.6 69 18 20.7 38
White 1,397 87.3 1,235 88.4 1,602 173 14.0 162
Black 170 10.6 123 72.3 75 48 39.0 47
Hispanic origin? 85 5.3 69 81.2 . 58 1" 15.9 16
1978-79 school dropouts
Total* 794 100.0 523 65.9 387 136 26.0 271
Men 394 496 310 78.7 252 58 18.7 84
Women 400 50.4 213 53.2 135 78 36.6 187
Single 286 719 151 52.8 87 64 424 135
Married and other marital . .
status?® 112 28.1 60 53.6 o7 13 1.7 52
White 622 783 426 68.5 328 98 23.0 196
Black 154 19.4 82 53.2 A6 36 439 72
Hispanic origin? 7 89 47 66.2 /38 ] 19.1 24

* Aqes 16 to 24 vears old
' Dataon persons of Hispamc origin are tabulatod separately, wilhout regard to race, which means that they are all Included Inthe data for white and black persons Al tha time

of the 1970 census, about 96 percent of the Hispanic population was listed as white.
? Includes widowed, divorced. and separated women. o
+ Parsons g#d 16 to 24 who dropped out of sChoot batween October 1978 and October 1979. In addition, 94,000 persons 14 and 15 years old dropped out of school

Source: U.S. Department of Labor, Bureau oi Labor Statistics, Special Labor Force Reponts, Students, Graduatas. and Dropouts in the Labor Markel. Octobar 1979,

>

in third year and higher college levels in 1979 outnum-
bered women by 12 percent, although the number of
women enrolled in all years of college was about the same
as the number of men.

Forty-nine percent of the 3.2 million persons who
graduated from high school in 1979 were in college the
following October (table 1V-11). The proportion for
women was 48 percent in 1979 compared with a high of
50 percent that was first reached in 1971 and was reached

o "1ainin 1976 (table 1V-12). The proportion for men was

ERIC :
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50 percent in 1979, down from the peak of 63 percent in
1968. g

Race/ethnic group—Enrollment‘data for women by
race/ethnic characteristics for 1978 showed over 41,000
American Indian/Alaskan Natives, representing an in-
crease of over 9 percent since 1976; 109,000 Asian/
Pacific Island women, an increase of 22 percent in 2
years; 601,000 black women, up 7 percent; 205,000 His-
panic women, up 18 percent since 1976; and 4.6 million
non-Hispanic white women enrollees, up 7.5 percent.
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Table 1V-12

Proportion of high s¢hool graduates enrolled in
college in October of the yearof graduation, by sex,
1962-79

Percent enrolled in college

Year of graduation Total Women Men
1962 49 43 55
1363 45 39 52
1964 48 41 57
1965 51 45 57
1966 ) 50 43 59
1967 , 52 47 58
1963 55 49 63
1969 54 47 60
1970 52 49 55
1971 53 50 58
1972 49 46 53
1973 47 43 50
1974 - 48 46 49
1975 51 49 53
1976 v 49 50 47
1977 51 49 52
1978 50 49 51
49 48 50

1979

Source Special Labor Force Reports Nos 155 and 168, Summary, Special Labor
Furce Report Apil 1974 and annuai updatein Special Labor Force Reports Nos 180,
191 200 215and 223, US Department of Labor, Bureau of Labor Stetistics

Enrollments of black and Hispanic women were greater
than cnrollments of men in those grouns. Black women
represented 57 percent of black enrollments and His-
panic women accounted for 53 percent of Hispanic en-
rollments,

Women Earning Degrees

Equalityin higher education is an important meahs for
women to achieve cqual status in our society. While
women were 50.9 percent of persons enrolled in post-
secondary schools in 1979, they were 54.4 percent in
2-ycar institutions and 48.1 percent in 4~year institu-
tions. Less than one-fourth of students in 2-year institu-
tions (community colleges) complete 4 years of higher
education.®

According to the data in tables IV-~13 through IV-16,
in 1978-79 women earned 617,316 degrees from the Na-
tion’s colleges and universities, including 444,110 bache-
lor’s, 147,830 master’s, 9,197 doctor’s, and 16,179 st
professional degreces in medicine, law, theology, and
other professions,

In the past decade, women have made great strides in
increasing both their numerical rcpres_cntation and their

———

! “Women 1n Higher Education. Trends in Enroliments and Degrees Earned,”
Harvard Educational Review, Vol, 52, No. 2, 1982, °

proportion of the degrees awarded at all four degree
levels. Between the 1971-72 and 1978-79 school years,
the numter of.women who were awarded degrees made
these gains: their bachelor’s degrees increased by over
one-fifth; their master’s degrees increased by nearly half’
their doctor’s degrees more than doubled; and there were
over six times as many first professional degrees in
1978-79 as in 1971-72.

At both bachelor’s and master’s degree levels, women
made major gains in fields where women traditionally
nave been poorly represented. At the same time, the
number,of women obtaining degrees in traditionally fe-
male fields remained virtually unchanged. At the doc-
toral level, the numerical increases of women awarded
degrees were greatest in traditional female fields and
were smallest in noiitraditional fields.

Projections for the 1980°s indicate that the number of
women completing work at each degree level will con-
tinue to increase.

Fields of Study in Which Women Earned Degrees
Although women earn degrees in a broad and varied

range of subjects, particularly at the bachelor’s level,
educatjon remains their single largest field of study. In

" 1978-1979, 21 percent of the bachelor’s degrees, more

2
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than half of the master’s degrees, and more than two-
fifths of the doctor’s degrees earned by women were in
education. These proportions increased at the master’s
and doctor’s levels since 1971 but decreased at the bache-
lor’s level.

Bachelor’s degrees—Women received 48.2 percent of
all bachelor’s degrees in1978-79, up from 43.4 percentin
1971-72 (table I'V~13). Of the 444,110 bachelor’s degrees
women received in the 1978-79 school year, nearly
92,232 were in education, down from about 132,000 in
1671-72. As a proportion of all bachelor’s degrees
awarded to women, education accounted for 20.8 per-
cent in 1978-79 compared with 36 percent in 1971-72.
The second largest field for women earning degrees in
1978-79 was the social sciences, in which women re-
ceived nearly 45,395 degrees. This was about 10.2 per-
cent of all bachelor’s degrees awarded to women in that
school year, down from 16 percent in 1971-72.

Women made the greatest proportional gains between
1971-72 and 1978-79 in bachelor’s degrees earned in
fields where their representation has traditionally been
small—business and management, agriculture and natu-
ral resources, computer and information scicnces, and
architecture and environmental design. There were de-
creases or little change in the percentage of degrees
awarded to womenin traditionally female fields, such as
in home economics, library science, foreign languages,
and the health professions.

Master’s degrees—Women received 49.1 percent of all
master’s degrees in 1978-79, up from 40.1 percent in
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Table IV-13

Women's share of bachelor’s degrees, awarded by discipline 1971-72 and 1978-79

1978-79 1971-72

. Percent . Percent

) Total Percont of women Total Percent  of women

- bachelor's ofdegrees earning bachelor's of degrees eaming

degrees awarded bachelors degrees  awarded bachelor's

Dizcipline awarded towomen degrees awarded .towomen degrees
All disciplines 921,390 +48.2 100.0 846,110 43.4 100.0
Agriculture and natural resources 23,134 271 1.4 12,710 4.2 0.1
Architecture and environmental design 9,273 258 0.5 5,578 120 0.2
Area studies . 2,586 58.4 0.3 2,497 52.9 —_
Biological sciences 48,846 40.2 4.4 36,033 29.3 29
Business and management 172,915 305 . 119 116,709 9.3 ° 2.9

Communications , 26,457 49.9 30 10,802 4.3 1.0 '
Computer and information sciences 8,719 28.1 0.6 2,388 13.6 —
Education 126,006 73.2 20.8 177,638 74.4 36.0
Engineering i 62,375 8.3 1.2 50,357 0.8 0.1
Fine and applied arts 40,969 62.5 58 30,447 59.7 4.9
Foreign languages 11,825 75.9 20 20,433 748 4.2
Health professions 62,085 820 ° 115 25,484 77.2 5.4
Home economics 18,300 95.1 39 11,271 97.3 3.0
Law 678 40.4 0.1 545 5.0 {*)
Letters 42,007 57.9 55 73,398 61.0 12.2
Library science 558 94.6 0.1 1,013 92.0 8.6
Mathematics 11,806 41.6 1.1 24918 38.1 2.6
Military science 347 35 ) 357 0.3 )
Physical sciences 23,207 22.5 1.2 21,549 14.0 0.8
Psychology 42,461 61.2 59 38,154 44.7 4.6
Public affairs and services 38,249 53.2 46 9,303 49.1 1.2
Social sciences 108,342 41.9 10.2 156,698 37.0 15.8
Theology 6,091 25.7 0.4 3,744 27.2 0.3
Interdisciplinary studies 34,154 49.9 38 14,084 29.2 1.1

*Less than 0 C5 percent

$ Digest of Education Statistics. 1981, U S. Depastment ot Education, National Conter for Education Statistics
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1971-72 (table 1V-14). The largest representations of
women were clustered in these fields: home economics,
. where women ecarned 91.2 percent of the master’s de-
grees; library science, 80.4 percent of the degrees; for-
eign languages, 69.5 percent of the degrees; health pro-
fessions, 71 percent of the degrees; and education, 68.6
percent of the degrees.

The concentration in traditional fields for women was
even greater at the master’s level than at the bachelor’s
level. For example, 56 percent of all master’s degrees
earned by women were in education, while 25 percent of
all bachelor’s degrees awarded to women were in this
field. Employment opportunities were a factor in this
increase. Many women who majored in another field as
undergraduates. may have sought a master’s degree in
education to qualify for high school teaching jobs.

With the exception of mathematics, women earned
only a small percentage of the degrees that were awarded
in nontraditional fields. In mathematics women made
considerable progress toward equity in the degree

awards, carning 34.6 percent of the degrees compared
with 29 percent in 1971-72. However, women ecarned
only 6.1 percent of the engineering degrees, 19.2 percent
of the business and management degrees, 18.2 percent of
the degrees in physical sciences, and 18.8 percent of the
degrees in computer and information sciences.

Doctor’s degrees.—Women received 28.1 percent of
all doctor’s degrees awarded in 1978-79 (table IV-15).
The number of women receiving this degree doubled
between 1971-72 and 1978-79.

Women predominated among doctoral recipients in
three fields, all of them traditional areas for women:
home economics (67.5 percent of the degrees); library
science (51.4 percent); and foreign languages (53.8 per-
cent). Only a small percentage of all doctorates awarded
annually are in these fields. Degrees in these fields ac-
count for one-third of all doctorates awarded to women,
about the same as the number of degrees awarded to
women in education.
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Table IV-14

Women's share of master's degrees, awarded by discipiine 1971-72 and 1978-79

1978-79 1871-72
Percent Percent
Total Percent  of women Total Percent of women
master's  of degrees eaming  masters ofdegrees  eaming
+  degrees awarded  master's  degrees  awsrded  masters
Discipline awarded towomen degress awarded to women degrees
All disciplines 301,079 49.1 100.0 231,486 40.1 100.0
Agriculture and naturai resources 3,994 20.2 0.5 2,458 5.9 0.2
Architecture and environmental design 3,113 285 0.6 1,724 141 0.3
Area studies 773 49.0 0.3 1,017 39.0 0.4
Biological sciences 6,831 37.6 1.7 5,756 338 2.1
Business and management : 50,506 19.2 6.6 26,654 39 1.1
Communications u 2,882 48.5 0.9 1,856 34.6 0.7
Computer and information sciences 3,055 18.8 0.4 1,588 10.3 0.2
Education ' 11,536 68.6 51.8 . 89,067 52.2 53.8
Engineering . 15,495 6.1 0.6 16,457 11 0.2
Fineand applied arts - 8,524 53.9 31 6,678 474 3.4
Foreign languages 2,426 69.5 1.1 4,779 65.4 3.4
Health professions 15,485 7.0 7.4 5,902 554 3.5
Home economics 2,510 91,2 1.5 1,453 93.9 1.5
Law 1,647 15.5 0.1 955 48 *)
Letters 8,891 61.2 3.7 12,743 575 7.9
Library science 5,906 80.4 3.2 7,028 81.3 6.1
Mathematics R 3,036 34.6 0.7 5,201 293 1.6
Military science ' . 38 - - 2 - -
Physical sciences 5,451 18.2 0.7 6,386 13.4 0.9
Psychology 8,003 54.1 2.9 4,438 37.2 1.8
Public affairs and services 19,946 50.6 6.8 8,406 488 4.4
Social sciences 12,887 35.3 3.2 16,522 28.3 5.1
Theology 3,558 320 0.8 2,710 24.4 0.7
Interdisciplinary studies 4,586 38.8 1.2 1,706 35.2 0.6

*L.e3s than 0 05 percent

Source: Digest of Education Statistics. 1981, U.S. Oepartment of Education, National Center for Education Statistics.

First professional degrees. Women received 23.5
percent of all first professional degrees in 1978-79 com-
pared with almost 7 percent in 1971-72 (table 1V-16).
Most of these degrees in both years were in law—62
percent of the professional degrees awarded to women in
1978-79, up from 52 percent in 1971-72. The number of
women receiving law degrees was 10,034 in 1978-79 com-
pared with 1,289 in 1971-72.

Most of the other first professional degrees awarded to
women in 1978-79 were in medicine. Women earned 23
percent of these degrees, up from 9 percent in 1971-72.

Degrees below the bachelor’s level. —Women received
53 petcent (153,836) of all associate degrees and other
for/n/)al awards in occupational curriculums in 1978-79
(table IV-17). This was more than double the number of
theseawards that were made to women in 1970-71. Most
of the degrees or awards to women were in health serv-
ices, paramedical technologies, and business and com-
merce technologies.

123

Especially large increases have occurred in recent years
in the number of awards and degrees earned by womenin
health services and paramedical technologies. There
have also been large increases in the number of degrees
and awards earned by women in natural science technol-
ogies, business and commerce technologies, and public
service-related technologies.

Financial Assistance for Education

Financial aid for college students has become increas-
ingly important as college costs continue to rise and as
larger numbers of high school graduates from middle
and lower income families seek to continue their edita-
tion. Various forms of this assistance are available from
institutions of higher education, Federal and State gov-
ernments, and private groups and organizations. For
example, many colleges have set aside funds to be used
for financial aid to students, and a number of States have
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Table IV-18

Women'’s share of doctor’s degrees, awarded by discipline, 1971-72 and 1978-79

1978-79 1971-72
’ . . Percent Percent
4 Total Percent  of women Total Percent  of women
' ‘ doctor's of degrees eaming = doctor’s of degrees eaming
degrees awarded  doctor’s degress  awarded  doctor's
Disclpling awarded towomen  degrees awarded towomen degrees
All disciplines e 32,730 28.1 100.0 32,113 143 100.0
Agriculture and natural resources 950 - 1.7 0.8 1,086 29 .M
Architacture and environmental design 96 229 0.2 36 8.3 ,
Area studies 133 : 36.1 05 , 149 174 {*)
Biological sciencus 3,542 25.6 9.9 3,645 16.3 13.6
Business and management 863 11.7 1.1 810 28 (")
Communications 192 28.1 0.6 145 13.1 ()
Computer and information sciences 236 12.7 03 128 23 ()
Education 7,731 42.2 35.5 6,398 21.2 29.6
Engineering 2,506 3.3 0.9 3,638 0.6 ()
Fine and applied arts 700 35.1 2.7 621 22.2 3.0
Forelgn languages 641 53.8 3.8 781 38.0 6.4
Health professions 718 36.8 2.9 466 16.5 1.7
Home economics 219 67.6 1.6 123 61.0 1.6 -
Law i 46 15.2 0.1 20 0.0 0.0
ietters 1,924 40.8 + 85 2,416 23.5 124
Library science 70 51.4 0.4 39 28.2 ) ~
Mathematics \ 730 16.7 13 1,199 78 20
Physical Sciences 3,102 11.3 3.8 4,391 5.6 5.3
. Psychology 2,662 '40.0 116 1,782 240 9.3
Public affairs and services 368 30.2 1.2 178 24.2 ()
Social sciences 3,360 25.8 9.4 3,659 13.9 11.0
Theology 1,232 4.6 0.6 312 1.9 ()
Interdisclplinary studies 709 28.9 2.2 91 15.4 ) -

*Less than 005 porcent
Source: Digest of Education Statistics, 1981, U.S. Depariment of Education, National Center (Or Education Statistics.
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scholarship and loan programs. Parent-teacher associa-
tions, community scholarship funds, employers, unions,
churches, civic and fraternal groups, and professional
organizations also have financial assistance for college
students. )

Federal Programs’

An estimated $2.5 billion in financial aid was awarded
in fiscal year 1980 in Federal programs administered by
the U.S. Department of Education. These programs pro-
vide aid both for college and university students and for
students in vocational, business, or technical schools.
Persons seeking detailed information about these pro-
grams should inquire at the school where they are apply-
ing or where they are enrolled. Information on some of

* The programs descnbed in this section were in effect for the 1982-83 school
vaar, However, new policies may alter some of the aid programs or their provi-
ans for ensuing years.
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these programs is also available in a pamphlet, The Stu-
dent Guide—Five Federal Financial Aid Programs, pub-
lished by the U.S. Department of Education.

These five programs, described below, are authorized
by title IV of the Higher Education Act of 1965, as
amended. Grants are awards of money which do not
have to be paid back. Loans are borrowed money which
must be repaid with interest.

Pell Grants.—These grants provide financial aid di-
rectly to undergraduate students, based on a national
needs analysis system which considers family size, the
ability of the student’s family to contribute to educa-
tional costs, and other factors. Grants are made to cligi-
ble students attending approved colleges and universi-
ties, and vocational, business, and technical schools. Pell
Grants are entitlements and can be used at any approved
postsecondary school.

Campus Based Aid Programs.—In this category of
student financial aid are three programs; supplemental
educational opportunity grants (SEOGS); college work-
study; and national direct student loans. :



Table IV-16

Women's share of first prolosilonal degrees, by tield of itusly, 1971-72 and 1978-79

0

, 1978-1979 1971-72
Percent Percent
Total of women Total of women
first”™ Percant eaming first Percent eaming
professional ‘of degrees first professional of degrees first
degrees  awarded professional degrees  awarded professional
Discipline awarded towomen degrees awarded towomen degrees
Total 68,848 23.5 100.0 38,276 6.4 100.0
Chiropractic (D.C.) 1,779 10.6 1.2 - - —
Dentistry (D.D.S. or D.M.D.) 5,534 1.8 4.0 3,777 1.2 1.8,
Law, general (L.L.B. or J.D.) 35,206 28.5 61.9 17,652 7.3 522
* Medicine (M.D.) 14,786 *23.0 21.0 8,986 9.2 33.4
Optometry (0.D.) 1,046 13.0 0.8 531 2.4 05
Osteopathic medicine (D.O.) 1,065 15.7 1.0 472 2.3 0.4
Pharmacy.(D. Pharm.) 4 639 36.0 1.4 - - —
Fodiatry or podlatric medicine (Pod D.) 572 7.2 0.3 240 21 0.2
Theotogical professlons, gereral 6,607 13.1 53 5,055 2.3 4.8
Veterinary medicine (D.V.M.) 1,714 289 - KR 1,252 7.8 4.0
Other - - - 311 21.2 2.7

Source: Digast of Education Statistics. 1981, U.S. Department of Education, Netionsl Ceater tor Education Statistics.

[}

Table V-1, ]
Associate degrees and other formal awards conferred below the baccalaureate level} by sex and T,
curriculum, 1970-71 and 1978-79
. Women Men
Curriculum category and division 1978-79 1970-71! 1978-79 © 1970-71!
Total, all curriculums | 153,836 116,863 128425 155979
Arts and science or general programs 78,632 64,317 69,984 84,452
Occupational curriculums 75,204 52,566 58,441 71,527
Sciencelengineering-related 35,379 26,090 30,428. 42,123
Date processing technologles 2,540 2,408 ° 3308 5,156
Health services/paramedical technologles 28,626 21,915 4,118 2,455
Mechanicallengineering technologies 1,506 411 18,871 29,761
Natural science technologies . 2,707 1,356 4,131 4,751
Nonsclence/nonengineering-related N ’ 39,825 26,476 28,013 29,404
Business and commerce technologies . 32,001 21,504 20,862 22,067
Public service-related technologles 7,824 4,972 7,151 7,337
' Does notinclude thoss below the technical or semiprofassional level.
Source: U.S. Depariment of Education, Netional Canter for Educetion Stetistics.
¢ Supplemental Educational Opportunity Grants— student incentive grants. These grants are awarded
; This program was scheduled for phase-out in FY based on need, as determined by each State.
1983. Funds are allocated to participating schools, ¢ College Work-Study Program—Students who need
which in turn make the grants based on need. Stu- financial aid may be employed through this feder-
dents eligible for these grants also may receive ally supported program to earn part of their educa-
other kinds of financial aid, such as student loans tion expenses. They work while school isin session
and wages in college work-study programs. In ad- and also may work during vacations. Eligible post-
dition, the Department of Education allocates secondary institutions select the students to be em-
funds which participating States match, for State ployed, define the jobs to be performed, supervise
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the work, and pay the students. In general, salaries
are at or above the minimum wage.

¢ National Direct Student Loans—These are low in-

terest (3 percent) loans to help pay for education
after high school. These loans are made through
the school’s financial aid office.

Guaranteed Student Loans and PLUS Program.—
Through this program, loans are made by private
lenders to students and their parents at low interest rates
to help finance the cost of postsecondary education or
training at universities, colleges, and vocational schod!s.
Over 17,000 banks and other lenders and over 8,000
postsecondary institutions participate in the program.
The interest rates were set at 9 percent on January 1,
1981. The Federal Government provides several forms of
support for this program, including interest subsidies,
insurance, and reinsurance payments for student and
parent loans. In addition, the Federal Government is
liable for costs associated with defaults, death, disability
and bankruptcy. State and private nonprofit guarantee
agencies participate as administrators by serving as inter-
mediate loan insurers and default collectors, and provid-
ing other services. )

Health Education Assistance Loan (HEAL).—These
loans are authorized by the Health Professions Educa-
tional Assistance Act of 1976 (P.L. 94-484). Federally
insured health education assistance loans are made by
private lenders to full-time students.pufsuing one of the
following degrees at a._pa’rticipating school: Doctor of
Medicine, Doctor of Osteopathy, Doctor of Dentistry,
Doctor of Veterinary Medicine, Doctor of Optometry,
Doctor of Podiatry, Graduate or equivalent degree in
Public Health, Bachelor or Master of Science in Phar-
macy, Chiropractic, Clinical Psychology, or Health Ad-
ministration. Students apply directly to accredited insti-
tutionsin these fields, thenloanapplications are certified
by the school and the application is sent to private
lenders. There is no needs test, and the loan cannot
exceed education costs.

Social Security Benefits
Section 202(d) of the Social Security Act authorizes

educational benefits for unmarried full-time students
between ages 18 and 22 whose parent (or, under certain

conditions, grandparent) worked long enough under so-’

cial security and has retired, become disabled, or died.
The Omnibus Budget Reconciliation Act of 1981 phases
out this program in April 1985. Until then, to be eligible
for benefits, students must have received children’s bene-
fits under social security in August 1981; must have been
enrolled in a postsecondary school by May 1982; and
must be 18.

Equity in Education

Although public schools in the United States have
been coeducational for more than a century, the struc-
tures, behaviors, and policies that limit the wpportunities
and aspirations of girls and women still occur in the
educational system—from preschool to gradunate school,
in vocational education, and in nonformal adult educa-
tion programs. Some school counselors have discour-
aged girls and women from considering courses and ca-
reers in nontraditional fields, particularly in ma(t‘gmat-
ics, science, and vocational education.

During the 1970's, women’s groups developed legisla-
tive strategies to end sexism in education, and through
education, to open economic opportunities to women.
The result' was the enactment of three laws that seek to
achieve these goals. The U.S. Department of Education
administers these laws, which are: Title IX of the Educa-
tion Amendments of 1972 (P.L. 92-318); the Women’s
Educational Equity Act of the Education Amendments
of 1974 (P.L. 93-380); and the Vocational Education Act
asamended by theé Education Amendments of 1976 (P.L.
94-482).

Title IX

Title IX pramotes educational equity for women and
girls in all federally assisted educatiop:programs, includ-
ingelementary and secondary school, college and univer-
sity, and vocational éducation programs. The law ap-
plies to all types of education, including athletic
programs, counseling, facilities, and extra curricular ac-
tivities.

Compliance with the law has been favorable. Women
constitute a majority of undergraduate students, largely
due to their enrollments in community colleges, and are
earning increasing proportions of degrees at every level.
The most significant increases have occurred in the en-
rollment of women in graduate and professional schools

- such as law and uedicine. At the secondary level,. sex-

segregated physical education classes are rapidly disap-
pearing. Prior to passage of title IX, 7 percent of partici-
pants in interscholastic high school sports were female.
By 1981, a five-fold incrcasq had occurred, and between
1971 and 1981 the number of female athletes increased
by 527 percent.® o

With respect to employment, women were 13 percent
of principals in 1974 and only 14 percent in 1978. In

" Tatle 1X: The Half Full, Hulf Empty Glass, National Advisory Council on
Women's Educational Programs, Fal), 1981.
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1981, women werestill less than 1 percent of the approxi-
mately 16,000 district superintendents. The number of
women heading colleges and universities increased by 48
percent between 1975 and 1980, from 148-to 219. The
proportion of women faculty members is increasing ex-
cept at the full professor level. However, women con-
tinue to lag behind their male counterparts in salaries and
tenure at every level.

Women’s Educational Equity Act

The Women's Educational Equity Act was enacted in
1974, and amended in 1978 to promote educational eq-
uity for women and girls at all educational levels. The
program provides grants and contracts to public agencies
and institutions and privatc and nonprofit organizations
to develop materials and model programs to ‘_achicvc
educational equity for girls and women of various racial,
cthnic, age, regional, and socioeconomic groups.

In addition, the act also established a Presidentially
appointed National Advisory Council on Women’s Edu-
cational Programs which makes policy recommenda-
tions to the Federal Government on educational equity
for women and girls. The Council is under the U.S.
Department of Education, and its mandate addresses all
Federal policics and programs affecting women’s educa-
tio;\. . A

Since 1975 the Council has completed a number of
studies and activities in specific equity-related topic ar-
cas: the educational needs of rural women and girls;
women’s studies programs; education, training, and
counseling needs of working women; the educational
needs of black women; educational needs of American
Indian women; sexual harassment on the campus; and
the effectiveness of the Vocational Education Act in
serving girls and women.

Vocational Education Act Amendments

The Vocational Education Act amendments enacted
as the Education Amendments of 1976 mandate activi-
ties to climinate sex bias, stereotyping, and discriming-
tionin federally funded vocational education programs.
They require each State to employ a full-time sex equity
coordinator to ensure the elimination of bias and occu-
pational segregation by sex in vocational programs. The
act also calls for the development of a national voca-
tional cducation data system, to include enrollments by
sex and race; authorizes contracis and grants for re-
search and for the development of model programs;
permits States to use Federal funds for vocational pro-
grams for certain categories of adult women, such as
displaced homemakers and part-time workers who want
full-time jobs and women who seek nontraditional em-
ployment; and requires that Federal grants to States for
consumer and homemaking education must be used to

support programs and services thgl encourage participa-
tion of both males and females to prepare them for
combining the homemaker and wage earner roles.

Among the priority targets in 1979, one designated
need was for programs designed to attract women into
nontraditional occupations. A project begun in 1978 to
credential women’s life experiences was carried over into
1979. Another project begunin 1978 toaddress the voca-
tional needs of wornen offenders was carried over into
1980. In 1980 two projects were funded to facilitate
employment of displaced. homemakers andto develop a
support service system for sex equity services in voca-
tional education. In 1981 a project with the National
Academy of Sciences (NAS), the Carnegie Corporation
of New York, and the Employment and Training Admin-
istration in the Department of Labor was funded to
focus on the issue of job segregation by sex, The NAS
established the Committee on Women’s Employment
and Related Social Issues to carry out this project, anda
two-day workshop was held in May 1982 to present and
discuss research commissioned on job segregation by
sex. ’

Career Education

Career education programs were originally mandated.
in the Education Amendments of 1974 (Section 406 of
Public Law 93-380). Drawing on the experience under

_ thisinitial legislation, Congress enacted the Career Edu-

cation Incentive Act (Public Law 95-207), which took
effect in fiscal year 1979. The act provided for the allot-
ment of Federal funds to State departments of education
on a population formula basis to assist in the develop-
ment and implementation of career education in each
State. In addition, discretionary funding was authorized
for demonstration projects at clementary, secondary,
and postsecondary school levels and for the dissemina-
tion of information about career education. |

In the Reconciliation Act of 1981, title V of this pro-
gram was consolidated into the Block Grants for Im-
proving School Programs.and its separate identity and
authority expired. However, at least 15 percent of the
funds distributed to local education agencies must be
used for programs that develop and implement compre-
hensive career guidance, counseling, placement, and
follow-up services.

The purpose of career education is to help people,
throughout their lives, to becomeaware of their interests
and competencies as these develop and change; to exam-
ine career opportunities available in the world of work;
and to find and use the means necessary to match their
abilities with these opportunities. These efforts are to
begin in the Nation’s schools at the kindergarten level
and are to continue through the postsecondary school
years.
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Of the 16,000 local school boards inthe United States,  (Part D). Title II1 authorized national programs for tar-
9,000 had initiated career education efforts by 1979,and  get groups facing particular disadvantages in the labor
48 States had appointed career education coordinators,  market. Title I'V authorized youth programs, including:
according to the American Institute for Rescarch. the Job Corps; Youth Incentive Entitlement Pilot Pro-
jects; Youth Gommunity, Conservation and Improve-
Federally Funded Employmenl and Training ment Projects (YCCIP); the Youth Employment and
Programs v Training Program (YETP); and Lhe summer youth pro-
gram. Title. VNauthonzed the® I aftonial, Commission for
The Manpower Development and Training Act of Employment Policy; while title ,authonzcd countercy-
1962 (MDTA) was the keystone of Federal manpower  clical public service employmerit for the temporarily un-
training programs for a number of years. Some training  ¢mployed. Title Vil established the Private Sector Initia-
programs were also mandated under the Economic Op-  tives Program (PSIP); and title VIII authorized the
portunity Act of 1964, the Social Security Amendments ~ Young Adult Conservation Corps (YACC), a program
of 1967, and the Emergency Employment Act of 1971, = administered by the Departents of Interior and Agri-
The prog?ams were administered by the U.S. Depart-  culture, serving 16-t0-23-year-olds in year-round pro-
ment of Labor as part of an overall national cffort to  jects inareassuch as tree nurseries, wildlife preservation,
meet emplqoymcnt and training needsand to fully utilizz ~ and recreation.
human résourccs The emphasis was on training and Representation of women in CETA—Eligibility data
supporn?/c scrvices to unemployed and disadvantaged  Prepared for FY 1981 planning by CETA prime sponsors
persons,, and to groups with Spcma] cmp]oymcn[ prob- indicated tha!; women were 57 percent of the 17 tillion
lems, sueh as youth, older persons, and members of personseligible forany youth oradult CETA program,'*

minority groups. Program assignments in CETA~-Data on in-program
assignments of men and women as compared with their
The Comprehensive Employment and Training Act stated preference at entry were presented in a .paper

commissioned by the National Commission for Employ-

After more than a decade of centralized administra- ment Policy' using FY 1976-78 interview data from the
tion by the Federal Governfnent, the bulk of the funds  Continuous Longitudinal Manppwer Survey (CLMS).
for employment and training programs was shifted by  Alternatives for program assignment include cl1ssroom
the Comprehensive Employment and Training Act of training, on-the-job training (QOJT), adult work experi-
1973 (CETA) to State, city, and county governments, ¢nce, publicservice cmployment(PSE,}nand direct refer-
which weredesignated as prime sponsors. CETA author-  ral to a job. In fiscal year 1978, women were 60 percent
i2ed State and local planning councils to use these funds ~ Of the enrollees inclassroom training, 36 percent of those
to continue programs formerly administered by the Fed-  in on-the-job training, 56 percent of those in adult work
eral Government or to institute new programs and serv-  eXperience, 38 percent of those in public service employ-
ices as needed in their locality. Some funds were ear-  Mment, and 45 percent of those referred directly to jobs. .

marked for discretionary use by the Federal Government The Berryman paper concludes: “Preference data
for programs targeted at meeting the needs of certain show that women are at least as likely as men to get the
groups. activity that they svanted at CETA entry. However, for

The primary purpose of CETA was to provide job  those who wanted job training, females are much more
training and employment opportunities for economically ~ likely to get classroom training than OJT. For those who
disadvantaged, unemployed, and underemployed per-  Wanted jobs, they were more likely to get adult work
sons to enable them to obtain self-sustaining, unsubsi- ~ ¢xperience than PSE jobs.™
dized employment. As amended in 1978, CETA con- Occupational assignments in CETA—Berryman and
tained eight titles. Title I—Administrative Provi- Othersreviewed CLMSrecords on the type of occupation
sions—covered matters such as cligibility for prime desired at CETA entry ve:sus the occupational assign-
sponsorships, wages and allowances, and reports to ment received, using three categories: Traditionally male
Congress. Title II—Comprehensive Employment and ~ Occupations (females less than 25 percent of that occupa-
Training Service—listed employment and training serv-  tion’s labor force); mixed occupations (females consti-
ices to be provided to the economically disadvantaged,  tute 25 to 74 percent); and traditionally female occupa-
such as classroom and on-the-job training, work experi- tions (females 75 percent or more). In fiscal year 1978,
ence, counseling, testing, and supportive services for the —
economically disadvantaged (Part B); a small upgrading
program for persons working at less than their skill po- '; gzurﬂ ?rl\ 1312_ Cl;'S ;!lat; prt':)’a:d b’y ;hlcﬁolrgcmn fo:v !.ET(A\ ¢ cho
tential, and retraining for displaced workers (Part C); . poberiv pell May 1 1981, 1 o e an. Winsion B Fhow.
and public service employment for the disadvantaged Y0p. Cit., pp. 58-59. CETA: Is it Equitable for Women?
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11.7 percent of the adult females were assigned to institu-
tional or OJT training, work experience, and public serv-
ice jobs in the “traditionally mnale” category; 62.2 per-
cent were assigned to jobs in the “traditionally female”
category; and 26.1 percent were assigned to jobs in the
“mixed” category, as compared with 69.7 percent, 10
percent, and 20.3 pcrccnt respectively, for male cnroll-

‘ees. ! .

Among fiscal year 1978 enrollees, nearly 44 percent of
the women who desired training and employment experi-
ences in traditionally male occupations received them,
while nearly 74 percent of those desiring traditionally
female job training and experiences received them; and
nea:ly 44 percent of those desiring “mixed job” experi-
ences received them.” Among male enrollees 82.3 per-
cent desiring traditionally male jobs received them;
nearly 40 percent desiring traditionally female jobs re-
ccived them; ahd 36.2 percent of those desiring mixed
occupations received them.

In-CETA wages—-Barryman and others analyzed
wages carned by men and women in OJT, adult work
experience, and PSE for fiscal years 1976-78, comparing
men and women with the same educational attainment
(still in high school, high school dropout,_high school
graduate, beyond high school-in school, and beyond
high school-out of school). These data show that women
carned 64 percent to 91 percent of what men with the
same educational attainment earned in OJT programs in
fiscal year 1978. Women earned between 86 and 97 per-
cent of men’s earnings while in adult work experience
programs, and 87 percent to 107 percent of what men
earned in PSE programs. Bcrr;"man and others report
that the wage gap between mén and Women in CETA
varied by census occupational category, with higher sta-
tus occupations, such as professional and managerial,
showing smallet hourly wage differences. Males had sys-
tematically higher hourly wages in'sales, clerical, crafts,
nontransport, operative, transpgrt operative, nonfarm
labor, and service ggcupations,

Post-program impact of CETA-—Whether CETA con-
tributed to occupational development, upward mobility,
development of new careers, and overcoming sex stereo-
typing, including entry into traditionally male occupa-
tions, can be determined in part by examining the rela-
tionships betwecen women’'s earnings and program
participation. It has been estimated by Westat, Inc. that
in 1977, the annual earnings of nonminority women in
the fiscal year 76 cohort were, on the average, $500
higher than they would have been in the absence of the
program. The annual carnings of minority womenin this

.

‘¢ Op. Cu, Table9, “Adult Distnibution Among Traditional Male, Traditional
Female and Mixed CETA Jobs,™ page 31, Note: These are not standard Depart. ~
ment of Labor definitions.

4 Op Cui., Berryman and others, Table 16, “ Adults Who Got Desired Occupa.
tion,” page 4],

cohort ware $600 hlgheras a result of participation in_

CETA .

An aItcrnativc set of estimates from a joint study
conducted by the Congressional Budget Office (CBO)
and the National Commission for Employment Policy
suggest an upper bound of CETA net impact for women
of $1,300.'” This study excludes PSE ehrollees. How-
ever, together thcsc two studiesindicatc arange of CETA
-net impact for women of $500 to $1,300 in annual earn-
ings.

Women with little or no employment the year prior to

- entering CETA realized the largest gains in 1977 earnings

f

after participating in the public service employment and
~ork experience programs, both of which focus on em-
ployment experience. Women for whom lack of employ-
ment experience was not the primary problem, but who
needed to upgrade their skiils, realized their largest gains
after participating in on-the-job training and classroom
training.’

The Job Training Partnership Act

A new employment and training system was cm'l?cd
October 13, 1982, to replace CETA. The Job Traifling
Partnership Act of 1982 (JTPA) (Public Law 97-300)
permanently authorizes job training and related assist-
ance to economically disadvantaged individuals, dislo-
cated workers, and others w0 face significant employ-
ment barriers. The ultimate goal of the act is to move
trainees into permanent, self-sustaining employmgnt.

Under JTPA, many responsibilities formerly carried
out by the Federal Government will be transferred to
State and local governments. Governors will have ap-
proval authority over locally developed plans and will be
responsible for monitoring local program compliance
with the act. JTPA also creates a new public/private
partnership to plan and design training programs as well
as to deliver training and other services.

JTPA becomes cffective October 1, 1983. The five
titles in the act are outlined below.

Title I—Job Training Partnership. Title I outlines the
service delivery system. Each State Governor will desig-
nate service delivery areas (SDA's) within the State,
based on proposals made by the State job training coor-
dinating council. Local government units and voluntary
consortia with populations of 200,000 and over will be
designated service delivery arcas upon request. In each
SDA, local government units and the private industry
council (PIC) will be equal partners in deciding on proce-
dures for development of 2-year job training plans and

' Net Impact Report No, I: Impact for 1977 Earnings of New FY [976 CETA
Enrollees in Selected Program Activities, prepared for the Office of Program
Evaluation, Employment and Traimng Adminstration, Department of Labor, by

* Westat, Inc., December 1980,

Y"CETA Training Programs—Do they Work for Adults? a Joint CBO-NCEP -

Study, Howard Bloom and Maureen A, McLaughlin, July 1982.
'* Unpublished technical note prepared by Westat, January 1982,
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in choosing grant recipients and administrators for the
plans. The PIC will provide policy guidance for and
exercise oversight of the job training plan. Members of
the private industry council will be appoiated by local
government officials from nominations offered by busi-
ness and other specificinterest organizations. A majority
of members must represent business; the others will rep-
resent education, labor, rehabilitation agencies,
community-based organizations, economic development
agencies, and the Public Employment Service.

Performance standards mandated by the act will be
based on increases in employment and earnings and on
reduction of welfare dependency. Seventy percent of the
funds available for each SDA must be spent on training.
The act puts a cap of 15 percent on administrative costs,
and a cciling of 30 percent on administration, suppomve
services, allowances; and wages combined. However,
under certain specified conditions, a waiver of the sup-
portive services ceiling may be granted by the Governor.
No funds may be used for public service employment
except for Native American and migrant and seasonal
far mworkers programs. The act prohibits discrimination
based on race, color, religion, sex, national origin, age,
handicap, or political affiliation or belief; laws prohibit-
ing discriminationin federally assisted programs are spe-
cifically applicable to the act.

Title II—Training Services for the Disadvantaged.,
Funds appropriated by Congress will be passed through
the Secretary of Labor to State Governors according to a
formula based on unemployment and the number of
economically disqdvantaged persons. The formula allo-
cates one-third of the funds on the basis of substantial
unemployment (at least 6.5 per¥ent), one-third on excess
unemployment (cxcess of 4.5 percent), and one-third on
the number of economically disadvantaged persons in
the State. Funds will then go to service delivery areas
within the State by the same formula.

Under title I1 a broad range of training activities are
authorized, including on-the-job and classroom train-

work expericnce, remedial education, counseling,
job development, and suppcrtive services. Forty percent
(percentage to be adjusted if necessary) of the funds must
be spent on youth 16 through 21 years of age.

Ninety percent must be spent on the economically
disadvantaged. Up to ten percent may be spent on those
not disadvantaged if they have other employment barri-
ers, such as those with limited English-language profi-
ciency, displaced homgemakers, school dropouts, teen
patents, and older workexd:s vcnty-clghtpcrccntof the
funds a&ocatcd to.cach Stale must be disiributed to the
service delivery arcas. Eight percent of the State fiinds
are allocated Yo _|omt education projects, 3 percent to
programs for older workers, and 6 percent to iricentive
grants for programs 2xceeding performance standards or
serving hard-to-serve individuals, Summer youth pro-
graras are authorized separately undér title I1.

o>
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Title III—Employment and Training Assistance for
Dislocated Workers. ‘This is a new State-administered
program to provide training and other einployment serv-
ices to dislocated workers (those laid off due to plant
closings, the long-term unemployed, and those who are
unable to return to the same industry or occupation).
States must match the Federal funds, but the jpatching
requirement is reduced if the State has higher than aver-
age unemployment.

Title IV—Federally Administered Prograrns. This title
extends and strengthens the Job Corps program, ‘reau-
thorizes the programs for Native Americans and migrant
and seasonal farmworkers, and establishes a new pro-
gram for veterans. Also authorized on the national level
are multi-State programs, pilot projects, research and
demonstration, evaluation, and labor market informa-
tion' programs. Under multi-State programs the act in-

_cludes programs for women, single parents, displaced

homemakers, and older workers. The National Commis-
sion for Employment Policy is reconstituted as a non-
governmental commission.

Title V—Miscellaneous Provisions. This title amends
the Wagner-Peyser Act torequire the Employment Serv-
ice to coordinate its activities with local job training
programs. It also amends part C of title IV of the Social
Security Act (the WIN program) to remove discrimina-
tory language and to provide for coordination with
JTPA service delivery area programs. It requires that

participants in JTPA programs not be violators of the .

Military Selective Service Act.

Apprenticeship Training Programs
-

Apprenticeship is one of the oldest methods of orga-
nized skill training in many countries, and it is still one of
the most effective. The U.S. Department of Labor is
actively working to increase the number of women in
nontraditional apprenticeable occupations because these
occupations generally offer higher pay than traditional
female occupations such as clerical work or retail sales.
The Bureau .f Apprenticeship and Training (BAT) inthe
Department is responsible for the development of labor
standards tosafeguard the welfare of ap'prenuccs bring-
ing employers and labor together to set up apprentice-
ship programs, and providing equal employment oppor-
tunities in apprenticeship.

Effective June 12, 1978, the Department’s rcgulauons
concerning equal employment opportunity in appren-
ticeship and training programs were amended to require
affirmative action for women.' The regulations affect
apprenticeship programs registered by BAT and State

/api)rcnticcship programs registered with recognized

* Federal Register, May 12, 1978, Vol. 43, No. 93, pp. 20760-72.
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State apprenticeship agencies. Sponsors of apprentice-
ship programs who are underutilizing women and minor-
itiesin the crafts represented by their program must now
adopt affirmative action plans with percentage goals and
timetables for the admission of applicants from these
groups. The goal for apprenticeship is to be set at a rate
which is not less than 50 percent of the proportion of
women in the work force of the sponsor’s labor market
area.

Historically, women have had limited participation in
apprenticeship programs. Of 11 million skilled blue-
collar workers in 1976, only about a half million
(545,038) were women. Nearly 165,000 of these women

were bakers, tailors, upholsterers and decorators, and:

window dressers. They constituted, respectively, 37, 32,
29, and 71 percent of the total employment in these
occupations. On the other hand, the proportion of
women carpenters, electricians, painters, plumbers, ma-
chinists, mechanics, stationary engineers, and a few
other skilled and apprenticeable trades ranged from less
than I percent toabout 3 percent of employment in these
specific ficlds.

In June 1977, women were apprenticed in about 200 of
the 450 occupations recognized as apprenticeable by the
Department of Labor. In the 53 trades in which 95 per-
cent of all apprentices are employed, there were 4,819
women apprentices (2 percent of registered apprentices).
By December 1979, a year and a half after the new
apprenticeship regulations became effective, the percent-
age of women apprentices rose to 3.5 percent, with
women making up 4.7 percent of entry-level apprentices.
The number of women apprentices slightly more than
doubled from 4,819 women in 1977 to 10,500 women in
1979. By July 1982, the number of women apprentices
rcached 18,326, or 6.1 percent of all registered appren-
tices. Women were in 426 of the 732 occupations recog-
nized as apprenticeable by the Bureau of Apprenticeship
and Training.

Outreach Projects. —Since the 1960’s the Department
of Labor has funded outreach programs designed to
recruit women into apprenticeship. By 1978 the concept
of nontraditional job development for women had been
incorporated into all apprenticeship outreach programs.
At their peak, special apprenticeship outreach programs
for women were funded in as many as 23 cities. However,
most of these special projects no longer received Federal
funds by 1982. Some of the most successful projects are
described below:

e Women in Apprenticeship?®—~This carly research

and demonstration effort in Wisconsin contributed

" This projest 15 wummanzed 1n Women in Apprenticeship—Why Not?
Norma Briggs, Manpower Research Monograph No. 33, 1974, U.S. Department
of Labor, Manpower Administration The project's final report (with the same

wle) by Charles Nye and Patricia Mapp is available from the National Technical
Information Service, Springfield, VA 22151.

to a knowledge of barriers to women seeking ap-
prenticeship opportunities. Such barriers as atti-
tudes, procedures of government agencies and edu-
cational institutions, and legal and regulatory
restrictions were identified, and recommendations
were made on how to minimize the barriers.

* Recruitment and Training Program, Inc. (RTP)—
Originally this project was aimed at recruiting
blacks into the construction trades. In 1974 a pilot
program targeting women was begun. In each of
the RTP offices astaff member was assigned exclu-
sively to the recruitment of women into skilled
trades jobs. By 1981 the number of offices serving
women had increased to 35.

¢ Better Jobs for Women—Initiated in 1971 under
the leadership of the Denver Metropolitan YWCA,
this effective project was developed with assistance
from the Bureau of Apprenticeship and Training
and the Women's Bureau. The project focused its
cfforts on women who maintain families and
sought to place them in nontraditional jobs
through counseling, work orientation, physical fit-
ness training, job placement, and followup serv-
ices.

® Advocates for Women—Now called Women in
Apprenticeship, Inc., this successful program was
originally funded by the Department of Labor in
1974. Serving nine counties in the San Francisco
Bay area, its aim is to place women in apprentice-
ship jobs, chiefly in the construction trades. The
program provides counseling, tutoring, job and
vocational training, and referral and placement
services. i

* LEAP Apprenticeship Qutreach Program for
Women.—Project L.EAP (Labor Education Ad-
vancement Program for Women) was funded by
the Department of Labor, since 1974, and was
administered by the National Urban League. The
program operated in 5 cities in conjunction with
LEAP projects that were already providing out-
reach for minorities. Women were placed as asbes-
tos workers, bricklayers, carpenters, cement ma-
sons, drywall tapers, electricians, ironworkers,
laborers, pipe trades workers, roofers, sheet metal
workers, tilesetters, and welders.

Programs in Prisons—Since 1978, significant develop-
ments have occurred in training oppurtunitics made
available to women in both Federal and State prisons. In
the four Federal institutions that house women and in at
least 18%" State prisons where women are incarcerated,

' As of August 1982, at least I8 State pasans which house women had begun
the process needed tostart an apprenticeship program. The States with pecgrams
either operational or in the development stage are: Caitforma, Lonnecticut,
Georgia, llinots, Jos3, Lowsuns, Maryland, Michigan, Misscun, Nebraska,
New Jersey, Norin Carohina, Oklzhorns. Oregon, Perasylvasa, South Carolina,
Tennessee, and Virginia.
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training is of fered—or programs are being developed—
in a number of apprenticeable nontraditional skilled
trades. The developments stemmed from the dual con-

cefn of “he Women’s Bureau to increase the number of
women in apprenticeable occupations as well as to im-

prove the training and employment opportunities of
women offenders and ex-offenders.

Inlate 1977 an informal committee of representatives
from the national offices of the Women’s Bureau, the
Federal Bureau of Prisons (now the Federal Prison Sys-
tem), and the Burecau of Apprenticeship and Training
began work to open apprenticeship opportunities to fe-
male residents in Federal correctional institutions. As a
result of that effort, registered apprenticeship training
programs have been established at the all-female Federal
Corrections Institution at Alderson, West Virginia, and
women have been admitted to existing apprenticeship
programs in the three Federal facilities that house both
women and men—Pleasanton, California (became co-
correctional in early 1980), Lexington, Kentucky, and
Fort Worth, Texas, where apprenticeship programs were
alread, in place but women had not had access to train-
ing that was nontraditional. The programs have been
training women in occupations such as electrician, fire-
fighter, welder, sewing machine mechanic, auto me-
chanic, plumber, painter, powerhouse operator, carpen-
ter, and stationary engineer, as well as in traditional
occupations such as cosmetologist and dental technician.

The second phase of the women offender initiative was
to expand the concept of apprenticeship and nontradi-
tional job training to State prisons, where the majority of
women offenders are incarcerated. To aid this process, a
consultation was held at Alderson in March 1980 to
demonstrate to State corrections officials—commis-
sioners, wardens, superintendents, and education-
al and training directors—how the program worked at
Alderson and how it could be adapted to State facilities.
In addition, the Women’s Bureau developed a model,
based on the Federal prison program, which provides
guidance for implementing similar apprenticeship pro-
grams for women.*?

Women in Apprenticeship Training Initiative—This
national initiative was designed toincrease the participa-
tion of women in apprenticeship training programs
through raising awareness about women’s ability to per-
form such jobs.and their interest in and need for jobs
that pay good wages. A second objective was to facilitate
the development of information, advocacy, and support
groups for women in each city in which the training took
place. Regional training coordinators were funded to
conduct training for employers, unions, educators, ap-
prenticeship agency staff, community-based organiza-

" The Women Offender Apprenticeship Program: From Inmate to Skilled
7raft Worker, 1980, U.S. Department of Labor, Women's Bureau,
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tions, and women’s groups in about 45 cities across the
country in 1982.

Demonstration Projects

Many training and employment programs do not suf-
ficiently address the special needs of women. To explore
various approaches toward meeting those needs, the
Women’s Bureau, with limited funding and resources
from the Labor Department’s Employment and Training
Administration, began in fiscal year 1978 to directly
fund research and development projects focusing on the
training and employment needs of women.* The pro-
jects were designed also to increase the Bureau’s base of
knowledge about women’s training and employment
needs and to demonstrate better techniques in outreach
to them. The impact of the projects, which were mostly
small efforts, was expected to be enhanced by written
reports and models which the Bureau would distribule to
encourage replication.

The majority of these projects were developcd to pro-
vide job skills training and employment services to meet
the needs of particular target groups of women. Others
were designed to obtainmore information about particu-
lar employment needs or to provide information to
women at the community !evel about already existing
programs and resources. A few of these projects are
described below as examples of the kinds of programs
that were developed.

Skills Training: Nontraditional—The Nontraditional
Occupations (NTO) project was designed as a jobs skill
training program. The goal was to increase the participa-
tion of young low-income women (16-19 years of age) in
a broad range of nontraditional training or jobs by as-
sisting them to acquire the knowledge, skills, and confi-
dence to:

o Enroll in school-based education in science, math,
vocational-technical skills, and related academic
areas.

» Enroll in CETA-sponsored training including skill
programs and on-the-job training.

o Enter and succeed in a wide variety of entry level
blue-collar, male intensive jobs which offer the
opportunity for upward job mobility.

The project served 18- and 19-year-old female high
school dropouts from selected areas of Boston by adapt-
ing the techniques of the successful Nontraditional Oc-
cupations Project developed and implemented during
1976 and 1977 by the Boston YWCA for low-income
adult women. Forty-six young women participated in the
NTO program. Of these, 60 percent were black and 40
percent were white; 40 percent had completed the 11th

2 Women's Bureau Outreach Projects, 1978-1980, U.S. Department of Labor,
Women's Bureau.
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grade of high school, 20 percent stayed in school through
the 8th grade; 97 percent were single, and one-third had
children. Most had very little work experience, but exam-
ination of the work histories showed experience to be
exclusively in traditional women’s occupations.

The curriculum of this demonstration project inte-
grated hands-on nontraditional skill instruction in both
classroom and actual work settings, skill-building exer-
cises in the physical uemands of nontraditional occupa-
tions, and carcer development activities leading {0 edu-
cational and/or job placement.

Hands-on skill instruction gave young women 320
hours of experience in basic electricity, construction,
carpentry, painting/papering/plastering, and optional
exposure in plumbing, heating/ventilation/air condi-
tioning, and welding. A variety of carefully supervised
projectswere developed to permit young women to apply
classroom skills to actual work settings. Occupational
fitness utilized specifically designed exercises and games
to teach young women how to develop body strength and
stamina as well as techniques for lifting, pushing, pull-
ing, carrying, and climbing. Career development coun-
seling provided up-to-date, nonsexist information
about the world of work; preparation for findinga job ot
an cducational/training opportunity; help in using and
building on newly-acquired skills; and strategies for
dealing effectively with career-related constraints.

Followu p of participants showed that 74 percent com-
pleted the program; post-project jobs were overwhelm-
ingly nontraditional; the average salary was substantially
higher after the program in comparison with the average
of the most recent job held. After S months, 25 members
of the group (75 percent) were still employed. Jobs held
by participants included painter, carpenter, telephone
repairer, youth counsclor, and welder (trainee).

Adolescent Mothers.—The Solo Parents or Teen
Mothers initiatives were developed by the Office of
Youth Programs in the Employment and Training Ad-
ministration and the Women'’s Bureau in response to the
rising incidence of adolescent pregnancy and the large
number of teen mu.hers who drop out of school and thus
lack job skills. The Women’s Bureau awarded over $1.5
million to research and demonstration projects in six
U.S. cities to explore alternative approaches for improv-
ing the employability of adolescent mothers. Approxi-
mately 500 CETA eligible mothers 14 to 19 years of age
were served in the projects by the end of fiscal year i581.
Community-based organizations = 1d public school sys-
tems were awarded contracts to operate the program
models. The demonstration grants were for 12 months,
including service delivery, start-up, and phase down ac-
tivities.

The demonstration projects provided a range of sery-
ices All programs included an educational and training
component, with emphasis on nontraditional areas of

work, and provided child care and parenting skills train-
ing. Some provided tutorial services.

The goals of the Solo Parents or Teen Mothers demon-
stration projects were to: .

* Provide comprehensive services which address spe-
cific employment needs of adolescent mothers;

* Provide employment incentives which help deter

future adolescent pregnancies; and

* Provide planning which will stimulate self-initiated

exploration that encourages the adolescent mother
to broaden her occupational horizon.

The adolescent mothers demonstration project initia-
tive was the first Department of Labor effort to impact
on the growing problem of teenage pregnancy by provid-
ing a guidepost for developing employment programs
for teen mothers. Specifically, the program yvras expected
to have an impact on community-based organizations
(CBO’) by providing models for replication. The school
system could expand the vocational education service for
adolescent mothers with specific emphasis on nontradi-
tior:al jobs, and prime sponsors could provide models
that link education and employment for teen mothers in
the community. Additionally, these programs could pro-
vide the CETA community with information about how
best to reach and assist the young teenage mother, the
fastest growing poverty population.

School-To-Work Transition.—Teenage women face a
changing labor market: changes in population, the intro-
duction of new technology or business practices, and
changes in the needs of the public constantly alter the
economy and affect employmentin all occupations. The
school-to-work transition is of particular significance in
the life of adolescent women who may be less aware of
changes in occupation/job structure and/or career op-
tions. Moreover, they may be even less aware of the
likelihood that they may spend as much as 35 years in the
paid labor force despite subsequent marriage and chil-
dren.

In response to the problems of youth employment, the
Labor Department’s Office of Youth Programs, Em-
ployment and Training Administretion, funded 30 youth
employment and training demonstration projects. In
1978 the Women’s Eureau initiated and developed inno-
vative strategies for five projects focusing on young
women; the remaining programs included both young
women and men. The Women's Bureau projects were
located in five different geographic areas, both urban
and rural, and included minority and nonminority girls
in their junior or senior year of high school.

The objective of the demonstration models was to ease
the employment difficulties young women experience
when they transfer from school to workplace: The pur-
pose was not only to deliver transition services, but also
to explore the feasibility of utilizing community-based
organizations to establish linkages between the schools,
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public and private sectors of the community, and par-
ents. All of the programs had a school-based compo-
pent, anadvisory council, parents’ input, and two study
control groups.

About 500 young women received direct service. The
projects recruited female students into nontraditional
vocational training clusters, and the schools involved
have now established relevant courses. Many of the stu-
dents received excellent evaluations from their employ-
ers and were to continue in their jobs in a full-time
capacity after graduation. Because the projects were suc-
cessful, there is growing community-based support for
school-to-work transition programs. Funding for the
projec: terminated September 30, 1981. In 1982 the
Wom: .'s Bureau provided funding to replicate a model
curriculum developed by one of these school-to-work
projects. The Women in Nontraditional Careers (WINC)
program was designed to be easily integrated into almost
any high school curriculum. The Women’s Bureau fund-
ing was to provide information and technical assistance
to school officials in implementing the curriculum in
school systems in three regions.

Employment Services—The Low Income Women’s
Employment Model Project was a 3-year pilot funded in
1978 to provide assistance in becoming job ready and
gaining work skills for primarily Hispanic low income
women, especially heads of families, AFDC recipients,
and agricultural and/or former migrant women. The
project contacted low-income women in the San Anto-
nio, Texas, arca with special outreach information and
recruitment efforts to acquaint them with the program
and its purpose. The women were given pre-employment
counseling, world-of-work orientation and other sup-
portive training. Stipends were provided for incidental
expenses and child care, and special efforts were made to
provide for child care and transportation needs. Fol-
lowup activities and participation in a support group
encouraged job retention and helped the women to deal
with common problems.

Onc interesting feature of this program was job devel-
opment, in which “packages” of jobs were identified,
and women were recruited to fill those jobs. The package
might consist of several kinds of jobs with a single em-
ployer, or it might include only one kind of job, such as
electrical worker, construction laborer or driver, with
one or more employers.

Technical assistance guides for implementation of the
various program components were developed by Na-
tional Women’s Employment and Education, Inc. ior
the Women’s Burcau. These included handbooks for the
program administrator, outreach counselors, job devel-
opers, employment counselors, employment readiness
trainers, and participants.

Rural Women—As an outgrowth of its Low-Income
Women’s Project, the Women’s Bureau funded several

projects targeted to rural women.
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The Appalachian Women’s Employment Information
Project offered employment information and referral
services to women in the mountainous rural areas of
three States—West Virginia, Virginia, and Kentucky.
The primary control and direction for the projects was
provided by the Appalachian women involved at each of
the three sites. This feature addressed the need for
decision-making involvement of the low-income women
in organizations set up to assist them.

Four sites were served in seven counties in Kentucky,
Virginia, and West Virginia. Each became a focal point
in its community, bridging the gap between women of
the community and local employers and service pro-
viders. Each project site had a local advisory committee
of women, was incorporated, and had working relation-
ships with unions. Schools and community colleges con-
ducted skills training and formal classes for program
participants.

Staff members made referrals and did job develop-
ment and vocational counseling. Thc'f/ also provided as-
sistance to “cut through thered tape” with other social

. service organizations to many of their clients and they

exceeded their placement goals in training and employ-
ment. Women’s Bureau funding of this project was com-
pleted in fiscal year 1981..

The Coal Employment Project, located in five Tennes-
see counties—Anderson, Campbell, Clairborne, Mor-
gan and Scott-—emerged from a study to determine the
extent to which women were interested in coal mining
and employers were willing to hire them. Based on the
findings, the Coal Employment Project was funded (in
part by the Women’s Bureau), and developed an advo-
cacy (Coal Mining Women’s Support Team), training,
and placement network which significantly increased the
number of women coal miners. Advocacy was directed at
opening opportunities for women throughout the coal
mining industry through stimulating enforcement of
equal employment opportunity and affirmative action
laws and regulations.

Nineteen women completed the comprehensive train-
ing and received their new miners’ certification. The
training included 40 hours beyond the number required
by Tennessee mining officials for certification. This en-
richment program dealt with support information
needed by women to survive in this new work environ-.
ment. A training manual was developed on safety and
health employment rights to meet the special needs of
women entering the coal industry. The Coal Employ-
ment Project staff members worked closely with State
vocational departments, mine owners, and the United
Mine Workers.

Other Programs for Women

Other special projects included information gathering,
conferences, and consultations to develop new pro-
grams. Many of these involved interagency efforts and
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close cooperation with private sector employers and
community-based organizations. Thc following are ex-
amples:

Displaced Homemakers.—A number of special pro-
jects were developed and funded through CETA in
1980-81 to provide counseling, training, jobseeking
skills, and placement to displaced homemakers. The
Women’s Bureau funded the national Displaced Home-
makers Network to provide technical assistance to 37 of
these projects to ensure their success in providing essen-
tial services to these women. More than 4,000 women
were served through the projects. The Network has de-
veloped models for a successful program with multiple
funding sources and another program that taught dis-
placed homemakers entrepreneurial and small business
skills for operating home health care businesses.

Women Business Owners and Corporate Board
Members.—The Women’s Bureau initiative to develop
training and other information assistance to women
business owners and potential business owners was fos-
tered by the Interagency Task Force on Women Business
Owners. A report by this ad hoc task force led to the
President’s Executive Order 12138 in May 1979 creating
a permancent committee—the Interagency Committee on
Women’s Business Enterprise—and a national women’s
business enterprise policy of action to assist women busi-
ness owners.

The Women’s Business Enterprise Division, located in
the Small Business Administration, was established in
March 1980. The Division is charged with overseeing
implementation of the Executive order in cooperation
with the Interagency Committee, and administering a
national program to devclop women’s business enter-
prise.

Executive Order 12138 directed each department and
agency of the executive branch to;

‘s Take appropriate affirmative action to facilitate,
preserve, and strengthen women’s business enter-
prise.

® Require recipients of Federal financial assistance
to take appropriate affirmative action to facilitate,
preserve, and strengthen women’s business enter-
prise.

The order further directed the Interagency Committee
on Women’s Business Enterprise to promote, coordi-
nate, and monitor implementation of the Executive or-
der; design a comprehensive and innovative plan for a
joint Federai-private sector effort to develop women’s
business enterprise; report annually on ihe Federal re-
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sponse to the order; and make recommendations as
needed. )

The Corporate Board Women’s initiative was devel-
oped by the Women’s Bureau to profile women and-the
corporations on whose boards of directors they serve,
and to determine their impact on corporate programs for
women employees. The project identified corporate
board women in for-profit corporations. The profile
researchfocused ona broad range of women directors on
both public and private boards and on variables which
could be developed from publicly accessible sources
rather than from survey data.

Small conferences with women who were board mem-
bers of corporations or who held upper-management
positions in large corporations were held in five regions
toencourage these women to share their information and
experiences.

These conferences served as a resource for developing
practical ideas about how women in decision making
positions in the private sector can have a positive influ-
ence on the status of women employed in thelr corpora-
tions. r

Child Care.—A national child care initiative was be- -
gun in 1982 which built on previous Women’s Bureau
work in this area, The objective is to promote employer- .
sponsored child care systems in the private sector by
encouraging employers to take advantage of tax incen-
tivesand other benefits associated with the availability of
child care to employees.

Minority Women.—A number of special efforts to
reach minority women to help themidentify employment
and training needs and tolearn how to take advantage of
government programs and local resources have been un-
dertaken. Conferences have been sponsored with His-
panic women and other minority women: several pro-
jects have focused on black women; training workshops
on Federal employment have been conducted with
American Indian women; and a series of six conferences
were held with Asian and Pacific American women in six
citics across the country.

Other Projects.—OQther projects included a study of
women’s employment networks to learn more about how
they are formed, how they operate and change, and the
functions they serve; a program to provide leadership
training to union staff women to facilitate their advance-
ment and to find out more about female membership in
unions; and a small study on undocumented women
workers.
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Part 2
Laws Relating to Women’s
Employment and Status
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HIGHLIGHTS

Sex Discrimination in Employmeht

Forty-two States, the District of Columbia, and
Puerto Rico have laws which prohibit discrimination in
private employment based on sex. The basic Federal fair
employment practice law is title VII of the Civil Rights
Act of 1964, which prohibits employers, labor organiza-
tions, and employment agencies from discriminating on
the basis of race, color, religion, and national origin as
well as sex. Title VII was amended in 1978 to make
discrimination on the basis of pregnancy, childbirth, or
related medical conditions clearly unlawful sex discrimi-
nation.

Executive Order 11246, as amended by Executive Or-
der 11375, not only prohibits discrimination by Federal
contractors on the same bases-as stated in title VII, but
also requires employers to commit themselves to affirm-
ative action programs to assure equal opportunity. In
1978 the Department of Labor issued regulations gov-
erning affirmative action for employment of women in
the construction industry and in apprenticeship pro-
grams.

Equal Pay .

Thirty-seven States have equal pay provisions in their
minimum wage laws or in separate statutes. An addi-
tional eight States, the District of Columbia, and Puerto
Rico prohibit pay discrimination based on sex in fair
employment practices or civil rights laws. The Federal
Equal Pay Act requires that women and men performing
work in the same establishment and under similar condi-
tions receive equal pay if their jobs require substantially
equal skill, effort, and responsibility. Amendments in
1972 extended coverage to executive, administrative, and
professional employees and outside sales personnel;
1974 amendments extended protection to most Federal,
State, and local government employeées.

139

Age Discrimination

Thirty-eight States, the District of Columbia, and
Puerto Rico have laws prohibiting age discrimination in
private employment. The Federal Age Discrimination in
Employment Act of 1967 was amended in 1978 to raise
the upper limit from 65 to 70 years in_private and State
and local government employment, and now protects
persons 40 to 70 years from age discrimination in em-
ployment. There is no upper limit in Federal Govern-
ment employment. ;

Minimum Wage

Forty-one States, the District of Columbia, and

Puerto Rico have minimum wage laws with minimum
rates currently in effect. Only one State now excludes
men from coverage, in contrast with two decades ago
when most of the 35 minimum wage laws did not apply to
men.

The Federal minimum wage law—the Fair Labor
Standards Act—as last amended in 1977. The amend-
ments set minimum hourly wage increases for a 3-year,
period; the last step, at $3.35 an hour, was effective
January 1, 1981. Most covered nonagricultural workers
must be paid the minimum wage for the first 40 hours of
work, and 1% times their regular rates for additional
hours.

Unemployment Insurance

The Unemployment Compensation Amendments of
1976 added a Federal standard that prohibits States from
continuing to enforce any provision that denies unem-
ployment compensation benefits solely on the basis of
pregnancy or recency of pregnancy. The amendments
also require State coverage of most State and local gov-
ernment employees and certain private household work-
ers.
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Sexual Harassment

The Equal Employment Opportunity Commission is-
sued guidelines on sexual harassment in November 1980.
The guidelines reaffirmed the position that sexual har-
assment viclates Section 703(a) of title VII, which pro-
hibits discrimination against an individual in any terms
or conditions of employment on the basis of that per-
son’s sex. The Office of Federal Contract Compliance
Programs in the Department of Labor included in its
regulations effective May 1979 a provision requiring
Federal construction contractors to ensure and maintain
an environment free from harassment, intimidation, or
coercion. OFCCP has proposed regulations to incorpo-
rate major sections of the EEOC guidelines, but no final
determination has been made.

Social Security

In 1977, following a Supreme Court decision which
held invalid a social security dependency test for wid-
owers, Congress removed the dependency test for men,
but provided that social security dependent and survivor
benefits for wives, husbands, widows, and widowers be
reduced by the amount of any Federal, State, or local
government pensions they receive.

Federal Employment

_Equal Employment Enforcement

Reorganization Plan No. 1 of 1978 transferréd en-
forcement of Federal equal employment opportunity re-

quirements from the Civil Service Commission to the
Equal Employment Opportunity Commission.

Veterans’ Preference

The effect of the 5-point preference given to veterans
competing for Federal jobs was narrowed slightly by
excluding those who enter military service after October
14, 1976, unless they serve in a war or campaign. In 1979
the U.S. Supreme Court upheld a Massachusetts statute
granting absolute life preference to veterans in State civil
service employment.

Civil Service Reform

Under the Civil Service Reform Act of 1978, the Civil
Service Commission was abolished and replaced with a
Merit Systems Protection Board and an Office of Per-
sonnel Management,

Part-Time—Flexitime

In 1978 Congress enacted legislation to promote per-
manent part-time positions at all grade levels of Federal
employment. After October 1, 1980, part-time employ-
ees were counted as fractions of full-time positions
against agency personnel ‘ceilings. In 1982 Congress en-
acted legislation to permit but not require Federal agen-
cies to use flexible and compressed work schedules.
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Chapter \%

" FEDERAL LABOR LAWS OF SPECIAL INTEREST TO

WOMEN

There has been relatively little major Federal legisla-
jion affecting women’s employment status and oppoftu-
nitiesin the years since 1975, compared with the preced-
ing decade when there was extensive legislative activity in
arcasrelated to worhen. Basic equal employment oppor-
tunity laws which address a wide range of unfair prac-
tices and discrimination based on race, color, religion,
sex, national origin, age, and mental or physical handi-
cap havé been firmly integrated into the matrix of em-
ployment legislation and government administrative
practices. Amendments have broadened coverage,
strengthened enforcement, and added new provisions.to
meet particular problems. x

Enforcement efforts in recent years have concentrate
on reaching systemic discrimination and industries with
large numbers of affected employees. Agencies with
overlapping administrative and enforcement responsibil-
ity have been required to coordinate their efforts, and
there has been increased Federal-State cooperation in
administering fair cmployment practices laws. Enforce-
ment responsibilities have been concentrated in single
agencies to improve compliance with the law. Also, con-
siderable activity in the courts has tested and clarified a
number of the newer laws and regulations, and has re-
quired change in other laws such as social security, which
treated women and men differently.

Federal legislation on occupational safety and health
and private pension plans, both issues of considerable
importance to women, has been implemented by admin-
istrative agencies. Comprehensive standards have been
developed and regulations promulgated to carry out the
legislation in these two areas. In recent years more com-
plex problems have been addressed, such as the valuation
of jobs women hold and sexual harassment. These issues
are being explored through research and agency guide-
lines, and are being tested in the courts.

This chapter covers Federal labor laws of interest to
women. Laws relating specifically to Federal employ-
ment are covered in chapter V1. Data have been verified
as of July 1, 1982, except where otherwise noted. _
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Fair Labor Standards Act

The Fair Labor Standards Act (FLSA), generally
known as the Federal wage and hour law, has made it
possible to raise wage rates for persons in the lowest paid
occupations and industries. Enacted in 1938, the law
established a nationwide minimum wage standard for
covered employment (individuals engaged in or produc-
ing goods for interstate commerce). The law also set
Federal standards for overtime pay and the employment
of children. .

During the four decades since its enactment, the FLSA
has been amended several times to increase the minimum
wage rate and, generally, to expand the law’s coverage
and to provide for equal pay for equal work. The mini-
mum wage established when the act wentinto effect was
25 cents an hour, and only about 11 million workers were
covered. In September 1981, 61.3 million workers were
covered by the act. The minimum wage, set by 1977
amendments, was $2.90 an hour beginning January 1,
1979. These amendments also set $3.10 an hour as the
minimum wage beginning January 1, 1980, and $3.35an
hour beginning January 1,-1981. For overtitne work,
most covered workers now must be paid not less than one
and a half times their regular rate for all hours worked in
excess of 40 in any one work week.

Increases in the minimum wage are important to
women, who are heavily clustered in low-wage occupa-
tions. Also of particular interest to women are the fol-
lowing amendments to the FLSA:

® TheEqual Pay Act of 1963 (this act, an amendment

to'the FLSA, is discussed later in this chapter);

® The extension, in 1974, of FLSA protection to

private houschold workers whose compensation
constitutes wages for social security purposes (that
is, $50 from any employer in a calendar quarter) or
who are employed a total of at least 8 hours a week
in one or more households; and

¢ The establishment by the 1977 amendments (effec-

tive as of January 1, 1978) of $30 as the minimum
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monthly amount that a worker must customarily
and regularly receive in tips in order for an em-
ployer to consider tips as part of wages (beginning
January 1, 1980, this so-called “tip credit” may not
exceed 40 percent of the minimum wage); employ-
ees must retain all of their tips except to the extent
that they participate in a valid tip pooling or shar-
ing arrangement, and an employer who ¢lects to
use the tip credit provision must inform the em-
ployee in advance and be able to show that the
employee receives at least the minimum wage when
direct wages and the tip credit allowance are com-
bined.

The FLSA does not limit the hours of work for em-
ployees who are 16 years old or older, and it does not
require premium pay for weekend or holiday work or,
generally, for daily overtime; a discharge notice or state-
ment of the reasons for discharge; rest periods; or sever-
ance pay. Some of these subjects are treated by State laws
(see chapter VI1).

Under special certificates, certain workers—learners,
apprentices, handicapped workers, and full-time stu-
\_ dents in retail or service establishments, agriculture, or
institutions of higher education—may be paid less than
the generally applicable minimum wage. Wage rates be-
low'the national minimum apply in Puerto Rico and the
Virgin Islands, but the 1977 FLSA amendments provide
for higher periodicincreases in these jurisdictions so that
they will eventually conform to the national minimum
rate.

The reasonable cost or fair value of board, lodging,
and other facilities provided by an employer may be
considered as part of wages under the FLSA.

Exemptions

Although the FLSA coverage is broad, several types of
workers are exempt from both the minimum wage and
the overtime provisions of the act. Some types of work-
ers are covered by the minimum wage but are exempt
fromn overtime requirements.

In terms of numbers of persons affected, one of the
most .important exemptions from both the minimum
wage and overtime provisions of FLSA is that of individ-
uals employed in a professional, executive, or adminis-
trative capacity, or as salespersons who work outside the
employer’s place of business. Many State and local gov-
ernment employees also are not covered by the FLSA
minimum wage and overtime provisions. 1n 1966 amend-
ments to the act, the Congress extended FLSA coverage
to employees of Staté and municipal hospitals, institu-
tions, and schools, and the 1974 amendments extended
coverageto Stateand local government employees across
the board. However, the U.S. Supreme Court ruled in
National League of Cities v. Usery, 426 U.S. 833
#1976), that the Congress does not have power under the

&

commerce clause of the Constitution to make the FLSA
applicable to State and local employees who are engaged
in traditional government functions such as fire preven-
tion, police protection, sanitation, public health, parks
and recreation, schools, and hospitals. The wording of
the Court decision, however, permits coversge of em-
ployees who carry out functions that are not traditional
for State and local governments.’

Other exemptions from both minimum wage and over-
time provisions include babysitters who are employed on
a casual basis and persons who are employed as compan-
ions to the aged or infirm; farm workers working for an
employer who did not use more than 500 person-days of
farm labor in any calendar quarter of the preceding year;
employees of certain seasonal amusement or recreational
establishments; and employees of certain individually
owned and operated small retail or service establish-
ments that are not part of a covered enterprise. The 1977
amendments somewhat expanded the annual volume test
for exemption of retail or service establishments. Effec-
tive July 1, 1978 ‘such businesses were exempt if their
gross annual volume of sales or business was less than
$275,000; effective July 1, 1980, if less than $325,000;
and effective January 1, 1982, if less than $362,500.
Enterprises that cease to be covered as a result of this
dollar volume test must continue to pay their employees
at least the minimum wage that was in effect at the time
of removal from coverage, plus compensation for over-
time in accordance with the act.

Exemptions from overtime provisions only include
live-in private housechold workers, agricultural workers,
and certain transportation workers whose industrics are
subject to regulation under other Federal laws.

Enforcement A

The Wage and Hour Division of the Employment
Standards Administration in the U.S. Department of
Labor enforces the FLSA with respect to private employ-
ment, covered State and local government employment,
and Federal employees of the Library of Congress, U.S.
Postal Service Rate Commission, and the Tennessee Val-
ley Authority. (The Office of Personnel Management is
responsible for enforcement with regard to other Federal
employees.) Wage and Hour Division representatives
have the authority to enter places of employment that are
subject to the act and to inspect records, question em-
ployees, and investigate conditions and practices as

' The following functions of a State or its political subdivisions have been
determined to be subject to the FLSA: alcoholic beverage stores; of f+track betting
corporations; local mass transit systems; generation and distribution of electric
power; provision of residential and commercial telephone and telegraphic com-
munications; production and sale of organic fentilizerasa by-product of sewage
processing; production, cultivation, growing, or harvesting of agricultural com-
modities for sale to consumers; and repair and maintenance of boats and marine
engines for the general public.
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deemed necessary in order to determine whether a viola-
tion has occurred or to aid in enforcement.

Complaints to the Division’s field offices are treated
confidentially. It is unlawful to discharge or otherwise
discriminate against an employee for filing a complaint
or participating in a proceeding under the FLSA. Viola-

tors of the act may be subject to civil or criminal action.
2

Equal Pay Act

The first Federal law against sex discrimination in
employment was the Equal Pay Act (EPA) of 1963.
Earlier, several States had enacted equal pay laws, and

some Federal agencies had applied the principle of equal *

pay for women and men during World Wars I and I1.

The EPA prohibits pay discrimination because of sex.
Women and men performing we-k in the same establis h-
ment-and under similar conditions must receive the sams
pay if their jobs require substantially equal skill, effort,
and responsibility. The act does permit differentials
based on a seniority or merit system, a system measuring
earnings by quantity or quality of production, or any
factor other than sex.

Employers subject to the EPA also arc prohibited
from reducing the wage rate of any employee in order to
equalize pdy between the sexes. In addition, it is illegal
fora labor organization or its agents to cause or attempt
to causc an cmployer to violate the act.

The act became effective June 11, 1964. As an amend-

ment to the Fair Labor Standards Act, it applics to all
employees covered by minimum wage provisions of the
FLSA. Major breakthroughs occurred in 1972, when
EPA coverage (but not minimum wage and overtime)
was extended to executive, administrative, and profes-
sional employees and outside sales personnel, and in
1974, when FLSA coverage was extended to most Fed-
eral,? State, and local government employecs.?

When enacted in 1963, the EPA affected 30 million
workers. As a result of extensions in equal pay coverage
and growth in the U.S. economy, which have resulted in
a larger labor force, there are now approximately 80
million workers covered by the law.

Under the President’s Reorganization Plan No. 1 of
1978, the Equal Employment Opportunity Commission
assumed enforcement responsibility for the EPA, effec-
tive July I, 1979. Reorganization Plan No. 1 also trans-
ferred enforcement responsibility of this act for Federal

¥ Military jiersonnel are not subject to Equal Pay Act requirements.

? There have been challenges to the EPA extension to State and Jocal govern-
mentsbased on theU S Supreme Court decision yn National League of Cties v,
Usery (see the FLSA section of this chapter). These challenges have been rejected
by Federal courts, which have upheld the EPA provisions as proper under the
commerce clause of the Constitution. The U.S, Supreme Court used the 14th
amendment to the Constitution in upholding the application of title V11 of the
CivilRights Act of 1964 to State and local governments (see the title VIl section in

his chapter).
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Government employment from the U.S. Civil Service
Commission to EEOC, effective January I, 1979. The
law previously was administered by the Department of
Labor for the private sector and for State and local
government employment. During the period of its re-
sponsibility for EPA enforcement, the Labor Depart-
ment found approximately $l7§ million due 1n back
wages for roughly 286,000 workers, most of them
women. Employees also have won substantial amounts
in awards for back wages through private suits. Even
more significant than the recovery of back wages are the
increases in current and future pay rates of the affected
workers in these enforcement cases.

Litigation by the Department of Labor was also im-
portant in building a body of law which, once estab-
lished, facilitates voluntary compliance. Among the le-
gal principles established by litigation are the following:

® The “equal work” standard requires only that com-
pared jobs be “substantially equal;” they need not
be identical. Small differences in job content do
not make jobs unequal.

® Once the Federal Government or a plaintiff in a
private suit has shown that a wage differential ex-
ists bétween men and women doing substantially
equal work, the burden falls on the employers-to--
prove, if they can, that the differentialis cxplained
-by-some factor other than sex.

* Where some, but not all, members of one sex per-
form significant extra duties in their jobs, these’
extra duties do not justify giving all members of
that sex a higher wage. Only those employees per-
forming the extra duties are entitled to the higher
wage.

* The fact that most men may be able to perform
some heavy lifting or other duties that women are
deemed unable to perform is in itself not of such
economic value that it would be a “factor other
than sex” which would justify a higher wage rate
for males. In order to justify a higher rate for
males, the employer must prove the alirged advan-
tage in dollars and cents, and the extra. duties must
have been offered to women on the same terms as
to men.

* An employer’s classifications and job descriptions
arc totally irrelevant in showing that work is une-
qual unless they accurately reflect actual job con-
tent. !

s “Working conditions,” as used in the EPA and as
understood in industrial parlance, does not refer to
the time of the day during which work is per-
formed. Where women were at one time excluded
from night shifts because of prohibitions in State
law, continuing to pay men on these shifts a higher
base rate than is paid to women on these shifts (a
so-called “red-circling” of the rate) is a violatipn of
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the EPA. This yiolation can be cured only by rais-
ing the pay of the women to the same base pay
reccived by the men.

¢ When men—but not women—do heavy lifting on
an infrequent basis in a workplace, the men are not
entitled to higher pay than women who perform
virtually identical duties, because infrequent exer-
tion does not involve substantially additional ef-
fort.

e Mental as well as physical effort must be taken into
account in establishing equality of effort.

o The possession of skills not nceded and not exer-
cised by an employee in a particular job does not
justify a pay differential for that employee.

* In the retail sales industry, there is no substantial
difference in the respongibility that is required to
manage soft-line departments such as clothing,
which are usually managed by women, and the
responsibility required to manage hard-line depart-
ments such as sporting goods, which are usually
managed by men. > ¢

o Concurrent employment of the two sexes need not
be established to make a comparison under the
equal pay principle. For example, an employer can-
not arbitrarily pay a lowes wage to a female em-
ployec who replaces a male employee.

Title VII of the Civil Rights Act of 1964

A milestone in equal employment opportunity for
women was reached with the passage of the Civil Rights
Act of 1964. Title VII of that law, effective July 2, 1965,
prohubits discrimination based on sex as well as on race,
color, religion, and national origin in all terins, condi-
tions, or privileges of employment.

Title VII is administered by the bipartisan Equal Em-
ployment Opportunity Commission (EEOC), whose five
members are appointed by the President. Initially, the
powers of EEOC were limited largely to investigation
and conciliation, but in 1972 the law was amended to give
the Commission litigation authority and to extend cover-
age. Educational institutions and State and local govern-
ments were brought under coverage at that time, and
numerical exemptions (number of workers or members
required for coverage) were lowered.* The 1972 amend-
ment also cxtcnd‘%:d coverage of title VII to Federal em-
ployment. Enforcement authority with regard to Federal
employment originally was given to the U.S. Civil Serv-
ice Commission. Reorganization Plan No. 1 of 1978
transferred this authority to EEOC, effective January 1,
1979.

—

¢ The U.S. Supreme Court unammously sus‘uincd the power of Congress, under
the 14th amendment, to extend title V11 to State and local governments,, Fitzpa-
ck v, Buzer, 427 U.S. 445 (1976).

C

The law now covers all public and private employers of
15 or more persons, public and private employment
agencies, labor unions with 15 or more members, and

joint labor-management committees with apprenticeship
or other training programs. Indian tribes are exempt as -

employers. Religious educational institutions or associa-
tions are exempt with respect to the employment of per-
sons of a particular religion, but are covered with respect
to discrimination based on sex, race, color, or national
origin. Federal employees are.covered under a separate
section of title VII (see chapter VI). )

Under title VII, the following are unlawful employ-

ment practices:

e For anemployer to discriminate in hiring or firing,
wages and salaries, promotions, or in any terms,
conditions, or privileges of employment because of
an individual’s rdce, color, religion, sex, or na-
tional origin. - ,

e For a labor union.to discriminate in membership,

. the classification of ‘members or applicants for
membership, or in referrals for employment; or to
cause or attempt to cause an employer to discrimi-
nate on any of the prohibited bases.

e For anemployment agency to discriminate in clas-
sifying or referring persons for employment onany
of the prohibited bases.

e For any employer, labor union, or joint labor-

management committee to discriminate on the pro-
hibited bases in admission to or employment inany
apprenticeship or other training or retraining pro-
gram.

Exceptionsare permitted when sex isa bona fide occu-
pational qualification that is reasonably necesgary to the
normal operation of the business (as in the casc of an
actor or actress). Also, differentials in compensation
based on seniority, merit, or an incentive system arc
permitted.

A charge of unlawful employment practice within the
meaning of title VII may be made by any individual who
claims to be aggrieved. Upon authorization from such
person, a charge on behalf of the person may be filed by
an agency, organization, or another person. Individuals
or organizations may request the issuance of a charge by
an EEOC commissioner for an inquiry into individual or
systemic discrimination. When a chargg is made on be-
half of a person, identity of the individual may be with-
held from disclosure except to government agencies.
Charges must be in writing and may be made in person or
by mail at any EEOC office or with any designated
agency representative, A formal complaint form is avail-
able; however, the agency will accept any written state-
ment that issufficiently precise to identify the parties and
generally describe the action or practices that gave rise to
the complaint.

It is illegal for employers, employment agencies, and
labor organizations to discriminate against any person

.
~
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Labelieve that title VII has been vioiate

because he or she has opplsed a discriminator

" ment practice or has madq charges, testified, o
pated in an action under title VII.

Where EEOC determines there is reasonable cause to
as?it attempts to
climinate the unlawful employment practice by inforinal
methods of conference, conciliation, and persuasion. If
the effort fails, EEOC may bring civil‘action against the
respondent (or, in the case of a‘government or political
subdivision, it may refer the mattesto the U.S. Attorney
General with a recommendation-for civil action). If
prompt judicial action is determined to 'be necessary,
EEOC or the Attorney General may seek a court order
for temporary or preliminary relief until a decision is
made on the merits of the charge. Private individuals
also may seek temporary or preliminary relief on their
own motion. ,

Time Limit on Complaints

The time limit for the filing of a charge under title VI
is 180 days from the alleged unlawful practice, with
certain exceptions. ‘

Title VII requires EEOC to allow a deferral period for
States and localitics with fair employment practices
(FEP) laws covering the bases of discrimination con-
tained in title VII (see Sex Discrimination section in
chapter VI). When an alleged unlawful employment
practice occurs in a jurisdiction with an effective FEP
law and to which EEOC defers, EEOC must give the
authorized State or local agency an opportunity to rem-
cdy the alleged discrimination before Federal action is
taken.

If the State agency does not complete action on the.

complaint within 60 days, EEOC may proceed to proc-
ess the charge. If the complaint is sent to the State agency

* first, the deadline for filing with EEOC is 300 days from
the date of the unlawfulact, or within 30 days of a notice
that the State agency has finished its proceedings, which-
ever happens first. Some actions may be continuing vio-
lations of title VII, and are not then subject to the usual
{ime limits.

Some discriminatory acts may be considered “contin-
uing” violations and may be subject to a special determi-
nation as to final datc of an allegedly unlawful practice.
For example, in the case of a worker who is laid off and
notrecalled, the timelimit for filing a charge may depend
on whether the lay off and recall activities are regarded as
discrete or as continuing activities. The denial of employ-
ment toa particular parson does not “start the count” on
the time limit for filing a charge if an employer or union
thercafter maintains and supports a discriminatory hir-
ing system.

The FEOC issugs a notice to a complainant of her or
his right to bring a civil action in these specific instances:
when EEOC has been unable to obtain volu ntary correc-
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tion and has decided not to bring civil sun; when EEQOC
has entered into a conciliation agreement to which the
person claiming to be aggricved is not a party; and when
EEOC has dismissed a charge. Such notices also are
issued upon request when EEOC has had jurisdiction of
a charge for 180 days, or if it determines before 180 days
that it will be unable to complete its administrative proc-
essing of the charge within that time. Issuance of a right
to sue notice does not preclude EEOC from offering
assistance to a person receiving such a notice.

The Attorney General has authority to issue rigit to,
sue notices for charges against government respondents.

EEOC Sex Discrimination Guidelines

Because sex discrimination sometimes takes forms
that are different from discrimination on other bases,
EEOC has issued sex discrimination guidelines. The
guidelines provide a narrow interpretation of what con-
stitutes a bona fide occupational qualification. For ex-
ample, the guidelines state that the refusal to hire an
individual cannot be based on assumed employment
characteristics of women in general and that preferences
of customers or existing employees should not be the
basis for refusing to hire an individual. The guidelines
declare that it is an unlawful employment practice to
classify a job as “male” or “female,” or to maintain
separate lines of progression or seniority systems. They
also bar hiring based on the classification or labeling of
“men’s jobs” and “women’s jobs” .or advertising for
workers under male and female headings.

In addition, the guidelines say that State laws which
prohibit or limit the employment of women in certain
occupations (in jobs requiring the lifting or carrying of
weights over certain prescribed limits, or for work du ring
certain hours of the night, for more than a specified
number of hours per day or per week, and for certain
periods of time before and after childbirth) discrizainate
on the basis of sex because such laws do not take into
account the capacities, preferences, and abilities of indi-
vidual women. Thus, these laws conflict with and are
superseded by title VII. This position has been upheld in
a series of court cases—the conflict between Federal and
State laws on this point was largelyresolved in the early
1970%s. . . N

Regarding State laws that require minimum wage and
premium pay for overtime for women only, EEOC
deems it an unlawful employment practice for an em-,
ployer to refuse to hire women in order to avoid the
payment of minimum wages or overtime pay required by
Statclaw, or in order not to provide the benefits for men.
The agency takes a similar position in regard to other
State employment laws that are oriented toward one sex,
such as laws requiring special rest and meal periods or

_ physical facilities for women. If an employer can prove

145

that business necessity precludes providing these benefits




. .
to both women and men, the employer must not provide  ment opportunities and adversely affecting their status
them to members of only one scx. (See chapter V11, State  as employees.

Labor Laws of Special Interest to Women.) Tocounteract the Gilbert decision, Congress amended
The EEOC guidelines also declare that it is an unlaw- title VII to clarify the fact that discrimination on the
ful employment practice for an employer to discriminate  basis of pregnancy, childbirth, or related medical condi-
between men and woinen with regard to fringe benefits—  tions clearly constitutes unlawful sex discrimination.
such as medical, hospital, accident, life insurance, and The Pregnancy Discrimination Ast (Public Law
retirement benefits, profit-sharing and bonus plans; and ~ 95-555, 92 Stat. 2076), enacted in October 1978,
leave—and other %orms, conditions, and privileges of  amended section 701 of the Civil Rights Act of 1964 by
employment. For example, it is unlawful for an em-  adding the following new subsection:
ployer to have a pension or retirement plan which estab- (k) The terms “because of sex” or “on the
lishes different optional or compulsory retirement ages basis of sex” include, but are not limited to,
based on sex, or which differentiates on the basis of sex because of or on the basis of pregnancy,
as to the benefits themselves. The U.S. Supreme Court childbirth, or related medical condmons and
has upheld this guideline in a case involving a city agency women affected by pregnancy, ch.ldb"-th or
. that required female employees to make larger contribu- related medical conditions shall be treated the
tions to its pension fund than were made by male em- same for all employment-related purposes,
ployees, City of Los Angeles v. Manhart, 435 U.S. 702 * including receipt of benefits under fringe
(1978). The city agency had based its practice on nlort\al- benefit progranis, as other persons not so
ity tables and. on its experiende that female employees. affected but similar in their ability or inability
had greater longevity than male employees, resulting in a towork, and nothing in section 703(h) of this
greater pension cost for the average female retirce than | , title shall be interpreted to permit otherwise.
for the average male retiree. The Supremd Court ruled This subsectiop shall not requirean employer
that title V11, which focuses on fairness to individuals . tQ pay for health insurance benefits for abor-
rather than on fairness to classes of persons, precludes tion, cxcept where the life of the mother
treating individuals simply as the components of a would be endangered if the fetus were carried
group. Thus, even though women as a class outlive men, to term, or except where medical complica-
this cannot justify disqualifying an individual to whom tions have arisen from an abortion: Pro-
the longevity characteristics of a group may not apply. vided, that nothing herein shall preclude an
employer from providing abortion benefits
Pregnancy Discrimination Act of 1978 - or otherwisk affect bargaining agreements in
regard to abortion. - ;
Early versions of sex discrimination guidelines issued The report issued by the conference committee stated:
by the Equal Employment Opportunity Commission un- Because the conference substitute applies to
) der title VII ofghe Civil Rights Act of 1964 did not all situations in which women are “affected
specifically mention pregnancy disability. In issuing a by pregnancy, childbirth, and related medical
1972 revision of the guidelines, EEOC included a state- conditions,” its basic language covers deci-
ment that disabilities caused or contributed to by preg- sions by women who chose to terminate their
nancy, miscarriage, abortion, childbirth, and recovery pregnancies. Thus, no employer may, forex-
were to be treated as other temporary non-job-related ample, fire or refuse to hire a woman simply
disabiliues are treated with regard to such matters as because she has exercised her right to have an
leave, insurance, accrual of seniority, and reinstatement. abortion.
A number of States adopted similar guidelines. The exclusion of abortion benefits from
Federal district and appellate courts generally upheld the conference substitute is in. ‘nded to be
this guideline. However, the U.S. Supreme Court ruled limited to benefits for the abortion uself. If a
1n 1976 that a company’s disability benefits plan does not woman suffers complications from an abor-
violate title VII because of jts failure to cover pregnancy- tion, medical payments and disability or sick
related disabilitics, General Electric Co. v. Gilbert etul., leave benefits for the treatment of the compli-
429 U.S. 125 (1976): A year later, the Court ruled that cations would be covered.
title V11 does not require a company to let an employee Except for a “grace period” that was provided for

use her accrued sick leave for a leave of absence because  current fringe benefit programs or furds or insurance
of pregnancy disability, Nashville Gas Co. v. Satty, 434  programs to come into compliance, the provisions of the
U.S. 136 (1977). In Satty the Court also held that the  new section were cffective on the date of its enactment.
employer’s policy of denying accumulated scniority to  Under the law, the foilowing actions are illegal:

female employees returming from pregnancy leave vio- e To refuse to hire or promote pregnant women be-

llatcd title V11 by depriving these employees of employ- cause they are pregnant;
¢
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* To terminate pregnant women because they are
pregnani; or * ’

¢ To arbitrarily establish fandatory leave for preg-
nant women which is not based on their inability to

. work.
On April 20, 1979, the EEQC reissued its sex discrimi-
_nation guidelifies with slight modifications. Accompany-
ing the guidelines was an appendix of 37 questions and
answers that were intended to respond to urgent con-
cerns raised by employees, employers, unions, and insur-
ers who had sought information on their rights and obli-
gations under the act. On October 9, 1979, EEOC issued
a clarification of its enforcemeitt po ition with regard to
<alleged violations of the act in areas covered by two of
the guideline questions. The law does not require an
employer to provide a specific number of weeks “for
maternity leave, or to treat pregnant employees in any
manner different from®other employees with respect to
hiring or prornotions, or to establish new medical, leave,
or other benefit programs where none currently exist.
The basic principle of title VII reflected in the guidelines
is that women affected by pregnancy and related cond:-
tions must be treated the same as other applicants on the
basis of their ability or inability to work. A woman

. unable to work for pregnancy-related reasons is entitled

to disability benefits or sick leave on the same basis as
employees unable to work for other medical reasons.

Persons interested in the guidelines should request
them and the later clarification from EEOC.

Contradictory appellate court rulings in 1982 leave in
question an EEOC guideline which extends maternity
benefits to wives of workers as well as female empleyecs.
The Fourth Circuit affirmed the rule while the Ninth
Circuit found no discrimination in a company’s exclu-
sion of pregnancy-related coverage from insurance bene-
fits for dependents. (Newport News Shipbuilding Co. v.
EEOC; CA 4, No. 81-1283, June 22, 1982.) (EEOC v.
Lockheed Missiles & Space Company, Inc.; CA 9, No.
81-4542, July 6, 1982.) °

Sexual Harassment Guidelines

Undgr Federal law, sexuval harassment is a discrimina-
tory, and therefore unlawful, employment practice. The
Equal Employment Opportunity Commission published
an amendment to its sex discrimination guidelines on
November 10, 1980, to reaffirm its position that sexual
harassment violates Section 703 (a) of title VII of the
Civil Rights Act of 1964, as amended. Section 703 pro-
hibsts theimposition of an onerous condition of employ-
ment upon any individual because of that person’s sex.

The guidelines define what constitutes sexual harass-
ment in violation of title VII, state the manner in which
EEOC will determine whether alleged conduct consti-
tutes scaual harassment, apply general title VII princi-
ples that employers are responsible for their acts and
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those of their agen!s and supervisory employees with
respect to sexual harassment; state the circumstances in
which employers will be considered respensible for acts
of sexual harassment in the workplace with respect to
conduct between fellow employess and acts of nonem-
ployees toward employees; suggest steps an employer
should take to prevent sexual harassment; and state that
employers may be held liable when qualified persons are
denied an employment opportunity or benefit as a result
of the granting of such opportunities and benefits to
another person because of submission to the employer’s
sexual advances or requests for sexual favors.

The EEOC guidelines define sexual harassment as fol-

lows:
Unwelcome sexual advances, requests for
sexual favors, and other verbal or physical
conduct of a sexual nature constitute sexual
harassment when (1) submission to such con-
duct is made either explicitly or implicitly a
term or condition of an individual’s employ-
ment, (2) submission to or rejection of such
conduct by an individual is used as the basis
for employment decisions affecting such an
individual, or (3) such conduct has the pur-
pose or effect of unreasonably interfering
with an individual’s work performance or
creating an intimidating, hostile, or offensive
working environment.

The guidelines state that EEOC will determine the
legality of a particular action on a case by case basis,
looking at the record of alleged harassment as a whole,
the circumstances, the nature of thesexual advances, and
the context in which the alleged incidents occurrzd.

Other Major Guidalines

Uniform Guidelines on Employee Selection Proce-
dures were adopted in August 1978 by the Equal Em-
ployment Opportunity Commission, the Civil Service
Commission (now Office of Personn¢l Management),
the Department of Labor, and the Department of
Justice.

The fundamental principle underlying the guidelines is
thatemployer policies or practices which have ap adverse
impact on employment opportunitics of any race, sex, or
ethnic group are illegal under title V1I and Executive
Order 11246, as amended, unless justified by business
necessity. A selection procedure which has no adverse
impact generally does not violate title VII or the Execu-
tive order. This means that an employer may usually
avoid the application of the guidelines by use of proce-
dures which have no adverse impact. If adverse impact
exists, it must be justified on the basis of business neces-
sity. Normally this means by validation which demon-
strates the relation between the selection procedure and
performance on the job.
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Affirmatiy e action guidehines were 1ssued by EEOC in
January 1979. 1t 15 the Commission’s interpretation that
appropriate voluntary affirmative action, or affirmative
action pursuant to an administrative or judicial require-
ment, does nut constitute unlawful discrimination in
violation of title VIL. An affirmative action plan or pro-
gram under the guidelines must contain three elements. a
reasonable self-gnalysis, a reasonable basis for conclud-
ing that action s appropriate, and reasonable action.
The guidelines describe the circumstances under which
voluntary affirmative action is appropriate and the kinds
of analysis and action the Commussion finds reasonable
in an affirmative action plan.

The U.S. Supreme Court has also ruled that title VII,
while not requining preferential treatment of minorities
in volutary affirmative action employment programs,
does not prohib.: such treatment, United Steelworkers of
America v. Weber, 443 U.S. 193 (1979).

In 1981, the U.S. Supreme Court ruled that the prohi-
bition Of sex-based wage Jisunmination intitle V11 of the
Civil Rights Act 1s not limited to claims of equal pay for
equalwork, County of Washingtonv. Gunther, 452 U.S.
161 (1981). Most women workers are concentrated in
relatively few oecupations. Some who work in tradition-
ally female joubs have filed complaints under title VII,
Jhaiging that such workis undervalued and underpaidin
comparison with other work—generally performed by
men—differentin cuntent but seen to require the same or
less educational preparation, experience, skill, and re-
sponsibility. For ¢xample, nurses have questioned their
pay vompared o that of city sanitarians, and clerical
ciployees have Jaimed discriminauon in comparing
tiea wages tothose of physical plant employees. Thisisa
Jdeviloping arca of the law, and it 15 not yet clear what
practices courts will rule amount 0 sex-based wage dis-
crimination under titic VII.

Feders! Contracts

The Federal program prohibiing diserimination in
anployment i work done under Federal contracts or
subcontiacts or under fedeially assisted construction
wontracts 1s set forth 1in Executive Order 11246, as
amended by Executive Order 11375, which became effee-
Uvean 1968. The program stems from the responsibility
of the executive branch of the Federal Government to
¢stablsh the terins and conditions on which it will con-
tadl with private parties to purchase supplics and serv-
ivn s diceded fur Government operations. Sinee the early
1940°s, Presidents have issued Executive orders which
use the Government’s contracting power to further pub-
lic policy on fair employment practices for minoritics.
Executive Order 11246, as amended, broadened this pol-
icy to include the present prohibited bases of discrimina-
tion.
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Most Government contracts now must include lan-
guage 1n which contractors pledge to take affirmative
action to ensure that applicants are hired and treated
during their employment without regard to their race,
color, sex, religion, or national origin. Such action must
include nondiscrimination in employment, upgrading,
demotion, or transfer; in recruitment or recruitment ad-
vertising; in layoffs or terminations; in rates of pay or
other forms of compensation; and in selection for train-
ing, including apprenticeships. Some contracts of
$10,000 or less are exempt. However, where there is an
accumulation of contracts of $10,000 or more in a year,
the contractor is covered by the order.

The Secretary of Labor has overall enforcement au-
thority for the order and has assigned administrative
responsibilities to the Office of Federal Contract Com-
pliance Programs (OFCCP).® For a number of years, the
OFCCP delegated responsibility for compliance to vari-
ous Federal agencies. Under the President’s Reorganiza-
tion Plan No. 1 of 1978, compliance functions that were
formerly shared with other agencies were consolidated in
the Department of Labor. Duplicative contract compli-
ance offices in some cities were closed, allowing for tue
opening of OFCCP offices in many more locations.

In the compliance process, remedies are routinely ob-
tained by OFCCP where victims of discrimination are
identified. However, failure to comply with the Execu-
tive order or with the rules, regulations, and orders is-
sucd under the order may result in arecommendation for
appropriate proceedings under title VII of the Civil
Rights Act of 1964, cancellation, termination, or suspen-
sion of a contract, contract continuance that is condi-
tioned on an approved program for compliance, and,’or
debarment from further Government contracts.

Compliance procedures vary somew hat by type of in-
dustry. Service or supply contractors or subcontractors
who have 50 or more employees and a contrast of
$50,000 or more or Government bills of lading totaling
$50,000 in any 12-month period must, within 120 days
from commencement of the contract, develop a written
affirmative action compliance program for cach of their
establishments. The requirement also applies to financial
institutions that have 50 or more employees and serve as
a depository of Government funds or as an agent for
issuing and paying U.S. savings bonds and savings notes
in any amount.

Regulations that became cffective in December 1971
set forth the required contents of affirmatis e action pro-
grams for women and minorities. These include a réview
of the work force within each job group at a facility,

' The OFCCP also admumsters programs to assure affirmative action by Fed
eral contractors with respect to handicapped workers, disabled veterans, and
Vietnamsera veterans.
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establishment of goals and timetables where it is found

that there are fewer women and minorities than would

reasonably be expected by their availability, the internal
and external dissemination of an equal employment pol-
icy, and management responsibility for implementing
and monitoring the policy. Techniques to improve re-
cruitment and increase the flow of female or minority
applicants are suggested. Goals are not to be rigid and
inflexible quotas that must be met, but ratherare toserve
as wargets that are reasonably attainable by application
of every good faith effort.

OFCCP regulations, effective in 1978, provide a spe-
cific framework for construction contractors to carry
out equal employment and affirmative action programs
for women and mincrities.® Among examples of affirm-
ative action steps requiced of such contractors are ensur-
ing that work sites are free of harassment, assigning two
or more women to each construction project when possi-
ble, providing written notification of employment op-
portunities to female recruitment sources and commu-
nity organizations, notifying OFCCP if the union
referral process impedes efforts to meet affirmative
auion obligations, disseminating the equal employment
opportunity policy within the company and in advertis-
ing and actively recruiting women in apprenticeship.or
other training.

OFCCP also published a notice effective in 1978 which
sct nationwide goals and timetables for the employment
of women by contractors and subcontractors with a con-
struction contract in excess of $10,000. In setting goals,
the OFCCP noted that females constituted 1.3 percent of
the work forcein the construction industry and S percent
among workers in craft and kindred occupations, where
jobs and working conditions are similar to those in con-
struction. The goals established by OFCCP for employ-
ment and training of women in construction were 3.1
percent, 5 percent, and 6.9 percent for the first, second,
and third years, respectively. These goals are percentages
of the total number of hours to be worked by each
covered contfactor’s aggregate on-site work force in each
trade on all projects, cither Federal or non-Federal.

In a separate but related action, the Department of
Labor issued regulations, effective June 12, 1978, which
set specific affirmative action requirements for women

* L May 8, 1978, the prugiams were for minorinues only and were in effect
thiough “hometown plans™ (voluntary agreements among contractors, unions,
and representatives of the local minonty community which were approved by the
QILL Py, impused plans (these apphied only to projects in excess of $500,000 and
for the most part covered major metropolitan areas with substantial Federal or
federally assisted construction), and special bid conditions (which 2pplied to
«unitactus in eitain high impac projects in areas not wovered by hometown or
.mposed plans). The 1978 regulations allowed hometown plans to remain in
eflect, but eliminated speial bid conditions and imposed plans, However, goals
and umetables fur minurity workers 1thar were established by the plans continued
to apply until November 3, 1980, when separate minority goals became effective
for each Standard Metropolitan Stauistical Area (SMSA) and each economic area
(EA), the standard geographical unit where there s no SMSA.

in apprenticeship programs that are registered with the
Department or with recognized State apprenticeship
agencies. Removing traditional barriers toc women in
apprenticeship can be a significant step toward increas-
ing women’s opportunities for employment by Federal
coniractors.

Inaddition, the OFCCP has issued sex discrimination
guidelines. These guidelines, effective June 1970, forbid
advertising under male and female classifications, basing
seniority lists on sex, denying jobs to qualified applicants
because of State statutes that were enacted to protect
women in the workplace, making distinctions between
inarried and unmarried persons of only one sex, termi-
nating employees of only one sex upon their reaching a
particular age, and penalizing women in their conditions
of emplcyment because they require leave for childbear-
ing.

In 1979, 1980, 1981, and 1982, OFCCP published a
series of proposals for change in the agency’s affirmative
action_requirements under Executive Order 11246, and
under statutes relating to Vietnam-era and disabled vet-
erans and handicapped persons. The most recent pro-
posals would streamline enforcernent and reduce certain
reporting requirements and paperwork, especially for
small contractors. Among the issues addressed in recent
proposals were the size of a contractor required to pre-
pare a written affirmative action program, methods >f
determ:ning underutilization and availability of minori-
ties and women, changes in standards for sexual harass-
ment, methods for setting goals for women in construc-
tion, and back pay as a remedy for discrimination.
Comments have been received from the public on these
proposals and analyzed, but no final determinations
have been made.

Age Discrimination in Employment Act

The Age Discrimination in Employment Act of 1967
(ADEA), as amended, prohibits discrimination against
applicants or workers because of age. It applies to em-
ployers of 20 or more persons, to labor organizations
which have 25 or more members, or which refer persons
for employment to covered employers, or which repre-
sentemployecs of employers who are covered by the law,
and to employment agencies which refer individuals to at
least onc covered employer. State and local governments
have been covered since May 1, 1974, regardless of the
number of employees (elected officials, their appointees,
and certain advisers are outside the scope of the law).

Originally, only persons 40 to 65 years old were pro-
tected. Amendments in 1978 raised the upper age limit to
70 years, effective January 1979, Specifically exempted
were: (1) the involuntary retirement before age 70 of an
employee whois at least 65 years of age, has becn serving
in a bona fide executive or high policymaking position,
and is entitled to an annual benefit of $27,000 or more
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upon retirement, and (2) the involuntary retirement be-
fore age 70 of a permanently tenured employee of a
higher educational institution who is at least 65 years of
age (this exemption was ineffect only until July 1, 1982).
For most Federal civilian workers, an upper age limit for
employment was eliminated (see chapter VI on Federal
Employment).

Under the ADEA, these are unlawful employment
practices:

¢ For an employer to fail or refuse to hire, or to
discharge, or otherwise discriminate against any
individual with respect to compensation, terms,
conditions, or privileges of employment because of
the individual’s age; to limit, segregate, or classify
employees in any way which would deprive or tend
to deprive an individual of job opportunities, or
otherwise adversely affect the person’s status as an
employee because of age; or toreduce the wage rate

-of any employee in order to comply with the act;

* Foranemployment agency tofail or refuse to refer
an individual for employment, or in any other way
discriminate against an individual because of age,
or to classify or refer persons for employment on
the basis of age;

o For a labor organization to exclude or expel from
membership, or otherwise discrirzinate against any
individual because of age; to limit, segregate, or
classify its membership, or to classify or fail or
refuse to refer for employment any individual in
anyway which would deprive or tend to deprive the
individual of employment opportunities, or which
would limit employment opportunities or other-
wise adversely affect a person’s status as an em-
ployee or as a job applicant, because of age; or to
cause or attempt to cause an employer to discrimi-
nate on the basis of age.

The law does not apply if any age requirement or limit
1. (1) a bona fide job qualification (for example, models
for “yunior muss” fashions) or is based on reasonable
factors other than age; or (2) part of a bona fide seniority
system or employee benefit plan, except that no benefit
plan or seniority system will excuse mandatory retire-
ment or refusal to hire based on age. The law does not
prohibit discharge or discipline of an employee for good
cause.

In 1979 the U.S. Supreme Court ruled that an individ-
ual who believes that she or he has been discriminated
against because of age cannot sue her or his employer in
Federal court until a complaint has been brought to the
appropriate State agency, Oscar Mayer v. Evans, 441
U.S. 750 (1979). After the individual has filed the com-
. plaint with the State agency, there is a 60-day waiting
period before she or he can gointo Federal court with the
complaint. However, the administrative process can pro-
ceed 1n both the State agency and the EEOC concur-
{ently. Unlike the procedure under title VII, the ag-
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grieved person does not have to wait for a “right to sue™
notice from EEOC before proceeding to Federal court.
The filing of a charge and the 60-day waiting period
constitute exhaustion of the administrative remedy for
the purposes of filing a civil action under the ADEA.
The President’s Reorganization Plan No. 1 of 1978
transferred enforcement authority for the ADEA from
the Department of Labor to the Equal Employment Op-
portunity Commission, effective July I, 1979.

Oversight and Coordination of Federal Equal
Employment Opportunity

Anearly attempt to provide some oversight of Federal
equal opportunity efforts was contained in the Civil
Rights Act of 1957, which created a temporary Commis-
sion on Civil Rights. Several subsequent laws have con-
tinued the independent and bipartisan Commission and
modified its advisory duties. These include the appraisal
of Federal laws and policies with respect to the denial of
equal protection of the laws for reasons of race, color,
religion, sex, or national origin, orin the administration
of justice. Commission findings and recommendations
are submitted to both the President and the Congress.

Within the legislative branch, the General Accounting
Office occasionally has been asked to appraise the effec-
tiveness of the Government’s equal employment oppor-
tunity efforts. The Congress also has performed over-
sight responsibilities in this area through formal
hearings.

The piecemeal development of Federal antidiscrimina-
tion provisions, often with concurrent jurisdiction as-
signed to two or three agencies, gave rise to concerns in
the 1970’s that there would be inconsistent enforcement
of civil rights laws, regulations, or Executive orders ban-
ning discrimination in employment. In response to these
concerns, the Equal Employment Opportunity Act of
1972 established the Equal Employment Opportunity
Coordinating Council (EEOCC), composed of the Sec-
retary of Labor, the Attorney General, and the heads of

“the EEOC, the U.S. Civil Service Commission, and the

Commission on Civil Rights.

The EEOCC, lacking the staff and authority of a lead
agency, was not successful in accomplishing its mission.
Reorganization Plan No. 1. of 1978 transferred the func-
tions of the EEOCC to the Equal Employment Opportu-
nity Commission, and Executive Order 12067 further
delineated EEOC’s responsibilities for providing leader-
ship and coordination to develcp uniform standards,
policies and procedures in all Federal equal employment
programs. The reorganization plan also consolidated re-
sponsibility for enforcing Executive Order 11246, pro-
hibiting discrimination in employment in work done un-
der Federal contracts or subcontracts or under federally
assisted construction contracts, in the Office of Federal
Contract Compliance Programs of the Department of
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Labor. Also, under the plan the enforcement of ‘equal
employment opportunity for Federal employees was
transferred from the Civil Service Commission to the
EEOQC. Enforcement responsibility for equal pay and
age discrimination also was transferred to the EEQOC,
effective July 1, 1979.

The EEOC has published regulations’” outlining the
procedures under which consultation and coordination
are conducted between the EEOC and Federal agencies
and departments that are authorized to enforce Federal
laws requiring equal employment opportunity. A further
effort to assure a consistent and coherent government-
wide civil rights program was the creation of a special
civilrights unitin the office of the Director of the Office
of Management and Budget.

Antidiscrimination Provisions for Federally
Assisted Programs

. Title VI of the Civil Rights Act of 1964 says that, “No
person in the United States shall, on the ground of race,
color, or national origin, be excluded from participation
in, be denied the benefits of,, or be subjected to discrimi-
nation under any program or activity receiving Federal
financial assistance.” Title VI does not prohibit sex dis-
crimination and it does not apply to employment prac-
tices except where a primary objective of Federal assist-
ance is to provide employment. However, title VII of the
act deals with employment and does prohibit sex discrim-
ination, ’

In the late 1960's and during the 1970's the Congress
regularly inserted nondiscrimination clauses in laws au-
thorizing programs that expend Federal funds, whether
directly or through grants, loans, or contracts to States
and localities or to such groups as community organiza-
tions or universities. Many of these clauses seek to assure
that the benefits and services of Federal programs are
provided without discrimination. Some also bar discrim-
ination in employment in the program itself.

The prohibited bases of discrimination vary. For ex-
ample, title IX of the Education Amendments of 1972
prohibits sex discrimination in most federally assisted
education programs, with certain exceptions such as
public colleges and universities that have always had a
policy of admitting only students of one sex.* The Age
Discrimination Act of 1975, effective July 1, 1979, pro-
hibits discrimination on the basis of age in federally
assisted programs, with certain exceptions such as pro-
grams which are targeted at youth or older workers. The
prohibited bases of discrimination in Federal legislation

' 45 FR 68358, October 14, 1980.

* On May 17, 1982, the Supreme Court held that title 1X was intended by
Loungress (6 inviude voverage of employees as well as students in educational
institutions receiving Federal financial assistance. The Court also concluded that
the authonty to withhold funds under title 1X is subject to program-specific
hmutations.

151

usually are race, color, retigion, national origin, and sex.
In some laws, mental or physical handicap, marital sta-
tus, and age are aiso included.

A 1978 General Accounting Office study identified 78
Federal laws and Executive orders promoting nondis-
crimination in employment, public services, housing,
education, credit, public accommodations, votiﬂg and
jury service, and criminal and civil remedy programs.
Nearly 70 percent of these laws and orders directlyaffect
equal employment opportunity in such areas as the com-
munications industry, revenue sharing, comprehensive
employment and training programs, and the armed serv-
ices.

The Attorney General has long had responsibility for
coordinating enforcement of title VI by all Executive
agencies. On November 2, 1980, Executive Order 12250
on Leadership and Coordination of Nondiscrimination
Laws gave the Justice Department even more responsi-
bilities by stating that the Attorney General shall coordi-
nate.enforcement.-of- title IX-of the Education Amend-
ments, nondiscrimination provisions of Section 504 of
the Rehabilitation Act of 1963, and other Federal finan-
cial assistance programs. An exception is the Age Dis-
crimination Act, which assigns coordination responsibil-
ity to the Department of Health and Human Services.

The Occupational Safety and Health Aét

The Occupational Safety and Health Act of 1970
(Public Law 91-596) is the first comprehensive Federal
legislation in the field-of occupational safety and health.
The act requires employers to provide their employees
with safe and healthful working conditions and to com-
ply with standards, rules, and regulations issued under
the act that pertain to their place of employment.

Three agencies carry out major functions under the
act:

* The Occupational Safety and Health Adminstra-
tion (OSHA) in the U.S. Department of Labor.
OSHA’s functions include setting and enforcing

" occupational safety and health standards; encour-
aging voluntary efforts by employers and employ-
ees to provide effective safety and health programs
in the workplace; fostering strong occupational
safety and health training programs; working in
partnership with States operating their own job
safety and health programs; and providing infor-
mation and advice to employers and employees
concerning prevention of occupational illness and
injury.

* The National Institute for Occupational Safety and
Health (NIOSH) in the U.S. Department of Health
and Human Services. NIOSH conducts research on
safety and health problems, develops criteria on
the use of hazardous materials in the workplace,




provides technical assistan/cé to OSHA, and, di-
rectly or by grants or contracts, works to develop
qualified personnel to carry out the purposes of the
act.

The Occupational Safety and Health Review Com-
mission (OSHRC). This is an independent body
which rules on employer and employee appeals of
OSHA citations, penalties, abatement orders, and
time periods. The three members of the Commis-
sion are appointed by the President for a 6-year
term,

Federal Employee Safety and Health Programs

Federal agencies, as well as private employers, are
covered, with each agency required to establish and
maintain an effective and comprehensive occupational
safety and health program. Under the act, OSHA was
given only advisory and evaluative functions in connec-
tion with the Federal programs. The Federal agency re-
sponsibilities and OSHA functions in regard to Federal
safety and health programs were spelled out in Executive
Order 11807 of September 1974. This was superseded by
Executive Order 12196 of February 26, 1980, which sets
out in greater detail the responsibilities of Federal agen-
cies under the Occupational Safety and Health Act and
clarifies OSHA's responsibilities toward the agency pro-
grams. OSHA is to issue basic program elements, pre-

scribe recordkeeping and reporting requirements, assist

agencies with training and training materials, provide
technical services, evaluate agency safety and health pro-
grams, conduct unannounced inspections of agency
workplaces under certain conditions, and submit to the
President an annual report on the agency safety and
health programs. Final rules for the Federal occupa-
tional safety and health program were published October
22, 1980. OSHA is now developing a “model” Federal
employee safety and health program to cover .Federal
employees and a targeting system to focus the agency’s
attention on those Federal worksites which are most
hazardous.

State Programs

States may take the responsibility for workplace
health and safety in their own States, but the programs
must be approved by OSHA and must provide for the
develcpment and enforcement of safety and health
standards that are at least as effective as the Federal
standards. The 24 states which operate their own pro-
grams serve as partners of Federal OSHA. In 1982,
OSHA was .noving away from on-site monitoring of
these State programs toward a statistical indicator moni-
toring system, and in 1981 eliminated dual Federal en-
forcement of safety and health regulationsin these States

There are important limitations to the act’s applica-
tion. It does not apply to working conditions addressed
by enforceable safety and health standards issued by
other Federal agencies, such as certain working condi-
tions of railroad workers engaged in the operation of
trains. Theyarealready protected by standards issued by
the Federal Railroad Administration of the Department
of Transportation. The act also does not apply to em-
ployees of State and local governments. However, it does
provide that any State desiring to take responsibility for
workplace health and safety in the private sector in its
own Staté must also provide a program for State and
local employees that is at least as effective as its programs
for private employees.

OSHA Standards

Section 6 of the Occupational Safety and Health Act
of 1970 gives OSHA the authority to establish occupa-

tional safety and health standards. Compliance is man-

datory.

OSHA health standards set worker exposure limits to
toxic substances, carcinogens, radiation, noise, dust,
and other occupational health hazards. In 1971 OSHA
adopted consensus standards for more than 400 harmful
physical agents. [n addition to exposure limits, the stand-
ards issued since 1971 cover contamination control, pro-
tective equipment for employees, hygiene practices,
medical surveillance, employee training, and employer
reporting and recordkeeping requirements.

Theagency has issued standards on acrylonitrile, inor-
ganic arsenic, asbestos, benzene, 14 carcinogens,? coke
oven emissions, cotton dust, Dibromochloropropane

_ (DBCP), lead,™ and vinyl chloride. Large numbers of

* Thirteen of the 14 carcinogen standards were 1n effect in November 1980, but
the standard for MBOCA (formerly called MOCA, an acronym for the chemical
substance 4, 4 methylene bis (2-chloroamline)) was struck down 1n 1974 by the
Third Circunt, and was returned to OSHA for new rulemaking.

'* The standard for lead was upheld by the U.S. Court of Appeals for the
District of Columbia Circuit (United Steelworkers v. Marshall, 647 £.24 1189 (2d
Cir. 1980)). On June 29, 1981, the U.S. Supreme Court denied review of the
Appeals Court decision, thus !~aving the lower court’s decision intact (Lead
Industries Assn., Inc. v, Donovan, cert, denied, 49 U.S,L.W, 3964 (U.S. June 29,
1981)).

Th)c): Appeals Court said that OSHA had justified immediate application of the
standard to industries whereexposure to lead is the highest, However, OSHA was
required to review the data on economic and technological feasibility of the
standard for industries where lead exposure is not as great, Supplementary state-
ments on feasibility were submitted to the U.S. Court of Appeals for the District
of Columbia Circuit on January 21, 1981, and December 11, 1981,

The Court also upheld the medical removal protection provision of the lead
standard. Under this provision, workers whom a medical determination has
shown to be at risk of sustaining material impairment to health are to be removed
for up to 18 months from arcas where lead exposure is high to areas where
exposures are lower, without loss of seniority or pay. They aie to be returned to
their former job when the period of removal ends, Over time, lead is eliminated
from the human bodyand removal froma highlead exposure area aia s in lowering
lead levels in the body. ‘

In the Executive Summary to the lead standard, OSHA stated that “temporary
removal may in particular cases be needed for workers desiring to parent achildin
the near future or for particular pregnant employees. Some males may need a
temporary removal so that their sperm can regain sufficient viability for fertiliza.
tion; some women may need a temporary removal to shghtly lower therr blood
lead levels so that prior lead exposure will not harm the fetus.”

]

‘f" favor of sole State authority for enforcement.
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women work in occupations where they may be exposed
to some of these substances.

In 1982 the agency was in the process of reviewing its
standard providing worker access to employer-
maintained medical and workplace toxic exposure re-
cords, its carcinogen policy, and its standards covering
worker exposure to cotton dust and lead.

As a result of the Supreme Court decisions vacating
OSHA'’s benzene standard'’ and affirming the agency’s
cotton dust standard,’? the agency has adopted a four-
step process for developing new health standards. First,

. OSHA must show that a significant risk to worker health

Q
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exists. Second, the agency must determine that an QSHA
standard can reduce that demonstrated risk. Third,
OSHA considers scientific data along with economic and
technological feasibility assessments to determine what
exposure limit is appropriate. In analyzing feasibility,
OSHA considers an entire industry; thus, a rule may
disrupt an individual company, but it cannot threaten
the long-term profitability of an entire industry. Finally,
once the appropriate level of protection is established,
the agency selects the most cost-effective means of
achieving that level of protection. The goal is to produce
standards which provide adequate protection for work-
ers without imposing on society any unnecessary require-
ments or expense. '
OSHA safety standards are concerned with the pre-
vention of*accidents and traumatic injuries to workers.
In the initial years of the program, OSHA issued so-
called “national consensus” standards that had been de-
veloped by voluntary standards-making organizations.
The standards were heavily criticized for their lack of
pertinence to specific worksites and for the inadequate
safety protection they offered. In establishing new prior-
ities, OSHA also revoked nearly a thousand provisions
of its carlier standards. Although OSHA had proposed

** The standard for benzene, one’of the most widely used substances in U.S.
industry, was struck down by the U.S. Supreme Court (/ndustnal Union Departs
ment, AFL-CIO v. Amencan Petroleum Institute, 100 S, Ci, 2844 (1980), and
Marshall v. American Petroleum Institute, 100 S. Ct. 2844 (1980)). The Court
iuted that OSHA had failed to estabhish that it was necessary to lower the benzene
exposure it to 1 ppm (1 part benzene per million parts of air)in order to provide
safe and healthful employment. The Court also said that before the agency can
promulgate any permanent health or safety standard, it “must make a threshold
finding that the place of employment is unsafein the sense thatsignificant risksare
present and can be chminated or lessened by a change in practices.”

' OnJune 17, 1981, the U.S, Supreme Court affirmed 1n all respevts but one a
deciston by the US Court of Appeals for the District of Columbia Circuit
upholding the cotton dust standard (American Textile Manufacturers Insiiute,
Inc. v. Donovan, 10] S. C1, 2478 (1981)). The validity of the standard had been
challenged by representatives of the cotton industiry, who alleged that the Occupa
tional Safety and Health Act requires OSHA (o demonstrate that the standard
ieflect» 4 icasonable refauonship between the costs and benefits associated with
the standard. The Court ruled that the act does not require OSHA to conduct a
cost-benefit analysis tn promulgating « standard. On the other hand, the Court
Jud nut affirm the holding of the Appeals Court that OSHA has the authonty to
require employers to guarantee the wage and employment benefits of employees
who transfer to another positton because they are unable to wear a resptrator. 1t
held that OSHA had failed to make the 1ecessary determnation or statement of
reasons that its wage guarantee requirement is related to the achievement of a safe
and heaithful work environment. This portion of the case is tobe sentback tothe
Sewreiary of Labor for further proceedings consistent with the decision,
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to revoke the requirement for geparate toilet rooms for
each sex, it decided to retain the requirement based on
the comments it received. (There is an exception to this
rule for facilities that contain at least one toilet and that
can be occupied by no more than one person at a time
and that can be locked from the inside.)

In 1979 OSHA consolidated all of its general industry
standards applying to the construction industry and its
construction standards into one volume, eliminating the
need for the industry to refer to two standards rather
than one. Other OSHA standards are subject to ongoing
review.

Enforcement ) .

In 1982 approximately 40 million employees in 3 mil-
lion workplaces were covered by Federal OSHA; States
operating State OSHA programs covered an additional
30 million workers in 2 million workplaces.

OSHA - targets the majority of its safety inspections on
firms in high hazard industries which have the worst
injury records. OSHA also has a targeting program for
its health inspections. OSHA also conducts inspections
in response to employee complaints and reports of
worker deaths and multiple hospitalizations. OSHA is-
sues citations and proposes penalties for alleged viola-
tions of its safety and health standards found during its
inspections.

OSHA compliance officers recommend feasible haz-
ard abatement methods to employers who are cited for
violations of OSHA standards. In addition, the agency
encourages informal settlement of employer disagree-
ments with OSHA inspection findings to avoid lengthy
administrative or legal proceedings. The agency stresses
cooperation and favors speedy abatement of hazards
over high penalties and protracted legal disputes which
can result in delayed abatement of hazards while a viola-
tion is under contest,

Cdnsultation, Training, and Education
k]

Employers who want help in recognizing and correct-
ing safety and health hazards in their workplaces can
request a free on-site consultation funded by OSHA and
delivered in most.States by State agencies or universities.
Pritnarily targeted for smaller businesses, this program is
completely separate from the OSHA inspection effort.
Thus, no citations are issued o\{ penalties proposed. In
1982, the agency was conductingia pilot program in seven
southern States which offered one-year inspection ex-
emptions to employers participating in the on-site con-
sultation program provided they abated any hazards
found by the consultant. |

OSHA encourages nonprofit organizations such as
unions, trade associations, universities and others to es-
tablish ongoing safety and health training and education

158 |




programs for cmployers and employees. Under its New
Directions grant program, the agency provides seed
money to these organizations to bcgm these training
cfforts.

In addition, OSHA operates a training institute to
further the safety and health education of its own per-
sonnel as well as other Federal and State officials. Some
courses are open to the public.

Special Initiatives

Voluntary compliance with OSHA standards is en-
couraged by OSHA's voluntary protection programs
Star, Praise, and Try. Developed in 1982, these programs

. are designed to recognize excellent safety and health

programs already in place at the worksite and in turn
provide employers exemption from routine OSHA in-
spections.

Reproductive Hazards

In recent years, women workers have reported that
some companies are adopting or expanding policies that
exclude women of childbearing age and pregnant women
from jobs involving potential exposure to certain toxic
substances because of possible fetal damage.

In April 1981, the Occupational Safety and Health
Review Commission reviewed an employer’s policy that
excludes women aged.16 to 50 from production jobs in
the employer’s lead pigments department unless the
women have been surgically sterilized. Inits decision the
Commission held that such a policy is not a hazard
within the meaning of the general duty clause of the
Occupational Safety and Health Act, American Cyan-
amid Company, OSHRC Docket No. 79-5762, 9 BNA
OSHC 1596, 1981 CCH OSHD 25,338 (R.C. 1981),
appeal filed, No. 81-1687 (D.C. Cir., June 22, 1981).
The case grew-out of a complaint filed with the Occupa-
tional Safety and Health Administration by the Oil,
Chemical and Atomic Workers International Union,
AFL-CIO, in December 1978. The stated purpose of the
“fetus protection policy” is to protect the fetuses of
women exposed to lead, particularly during early preg-
nancy when the employee might not know of her preg-

nancy.
The general duty clause requires employers to provide

employment free from recognized hazards likely to cause
death or serious physical harm. The Commission iewed
an employce’s decision to undergo sterilization in order
to gain or retain cmployment as growing out of social
and economic {actors outside the workplace that the
employer neither creates nor controls. They felt that it
wds clear that Congress conccjved of occupatignal haz-
ards 1n terms of processes and materials which cause
injury or disease by operating directly upon employees as

,they engage in work or work-related activity.

Employer policies on reproductive hazards have also
been brought before and dealt with in the courts. Ina
December 1982 decision, the U.S. Court of Appeals for
the Fourth Circuit required a lower court to re-examine
its decision on an employer’s reproductive hazards pol-
icy. The U.S. District Court for the Western District of
North Carolina had found no merit in the charge that the
employer’s policy discriminates against women and
therefore violates-title VII of the Civil Rights Act of
1964, as amended (CCH Employment Practices,
#33,257). The employer in this case does not allow
women of childbearing capacity to occupy certain job
classnf:cauons because of possible harmful effects of
certain chemicals upon the unborn fetus.
The Occupational Safety and Health Administration
feels that lack of information makes it impossible for it
to address workplace reproductive hazards as a generic
issue. Thus, it considers and deals with reproductive
hazards to human health on a case-by-case basis.
Examples of the Qccupational Safety and Health Ad-
ministration’s concern for potential reproductive haz-
ards in its rulemaking on health standards include:
¢ Information about sterility in male workers was a
factor in OSHA’s 1978 decision to regulate the
manufacture and formulation of the nematocide
Dibromochloropropane (DBCP).

¢ In Advance Notice of Proposed Rulemaking on
ethylene oxide and ethylcne dibromide, OSHA re-
fers to studies shawing that both of these chemicals
are mutagens or teratogens in experimental ani-
mals.

¢ In its proposed hazard communication standard,

OSHA has proposed to prohibit chemical manu-
facturers from withholding the chemical name of a
substance that is a mutagen or teratogen.

Laboratory and epidemiologic investigation of chemi-
cal reproductive hazards was initiated by the National
Institute for Occupational Safety and Health (NIOSH)
in 1974 and has since become a major part of their
rescarch. During the early years of research on reproduc-
tive hazards of work, NIOSH emphasized hazards to
women workers and the potential dangers to thedevelop-
ing fetus from exposures to the mother. In 1977, the
discovery that the chemical DBCP caused sterility in
male workers brought to the attention of rescarcners the
potential reproductive effects of workplace chemicals on
men.

Public Employment Service

The Wagner-Peyser Act of 1933 authorized the crea-
tion of a cooperative Federal-State employment scrvice
system to develop policies and methods for coordinating
and guiding a nationwide network of about 2,200 public
employment offices. The Federal “partner,” the U.S.
Employment Service (USES), is a unit of the Department
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of Labor. Local offices of the State partner are now
identified as the Job Service in most States.

The USES estabiishes procedures, standards, and
guidelines for the operation of the system and approves
State plans for the delivery of services. S*ate Job Service
offices function as a labor exchange and, without
charge, match the abilities and interests of workers with
employer job openings. Among the tasks involved in this
process are: i

* Interviewing jobseekers and identifying their job
skills, knowledge, and interests; o

» Listing job openings received from employers;

* Referring applicants who mect employer require-
ments for listed jobs;

* Counseling and testing jobseekers who are not eas-
ily placed or who are seeking a job change or train-
ing to help them obtain suitable employment;

* Developing labor market information on employ-
ment, unemployment, and job opportunities for
individual areas, industries, and occupations; and

* Providing job mdtch and referral services to job-
seekers who are interested in relocating.

New needs and legislation have added a variety of
functions to the original concept of matching job-ready
workers with available employer openings. Job Service
offices are responsible in many areas for various job
development, placement, recruitment, and other services
under the Job Training Partnership Act of 1982 (JTPA),
which replaced the Comprehensive Employment and
Training Act effective October 1, 1983. JTPA requires
coordination between Job Service offices and Service
Delivery Arcas (SDA’s) on the State and local levels (sce
chapter [V). !

Job Service offices also have specific duties relating to
target applicant groups such as Vietnam-era veterans,
handicapped persons, older workers, youth, minorities,
persons applying for or receiving Aid to Families with
Dependent Children, migrant and scasonal
farmworkers, women, and workers whose jobs are ad-
versely affected by foreign imports. Local Job Service
offices also have specific duties relating to the following
groups:

* Veterans—By law and regulations, veterans receive
priority (with preferential treatment for disabled
veterans) in all services leading to employment and
training.

* Youth—Services are geared to provide employ-
ment assistance to youth between the ages of 16and
22 who are in school, are high school dropouts, or
arc graduates entering the labor market. To assist
youth in choosing work that is within theirinterests
and abilities, services are provided through three
components: a year-round Program, a cooperative
Employment Service school program, and a sum-
mer youth program.

. Women—T}hc full range of services (counseling,

referral to training, job development, etc.,) are
designed to help women overcome barriers to em-
ployment and to obtain jobs at their highest skill
level, Guidance is alsoavailable in the selection of a
child care facility. .

® Older workers—Middle-aged and older workers
are provided all services within the scope and re-
sponsibility of the Job Service, including special-
ized job placement, occupational testing, local la-
bor market information, counseling, and referral
to training and employment programs adminis-
tered by State and local governments,

® Handicapped—Special placement techniques are
offered that seek to match the physical and mental
demands of a job to the capabilities of a worker.
Such services are given in cooperation with other
community agencies and include counseling and
special placement assistance.

® Rural residents and workers—Year-round assist-
ance in the full range of employment services is
available to rural residents and workers. They also
receive special services in the areas of recruitment
and placemeat in farm and woods occupations.
Growers receive assistance in mecting critical sca-
sonal labor needs and in moving workers from
supply to demand areas.

e Disadvantaged individuals—Such services as test-
ing, counseling, referral to training and other sup-
portive services, job search and development,
placement, and followup are provided. This help is
for the poor and uncmployed or underemployed
persons handicapped by race, age, lack of educa-
tion, or physical or mental disabilities.

e Employers—Assistance is given employers in ob-
taining workers with special skills or other require-
ments, in developing personnel management tools,
and in identifying and resolving internal work
force problems such as turnover, absenteeism, and
special recruitment difficulties. Auxiliary services
include comprehensive information on employ-
ment, unemployment, and other labor market ac-
tivity on a local, State, regional, and national basis.
Also, in virtually every major urban area, the Job
Service operates a computerized job bank, updated
on a regular basis, usually daily, to list local job
openings, and in 24 States computerized Job Serv-
ice matching with either overnight or on-line
matching of applicants to jobs or jobs to appli-
cants. The Jcb Service can also assist employers iii
obtaining tax credit certifications under the Tar-
geted Jobs Tax Credit Program.

Unemployment Insurance

Under the Federal-State unemployment insurance sys-
tem, benefits are paid in cash as a matter of right, with-
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out reference to individual need, to involuntarily unem-
ployed persons who meet eligibility tests and who are
“able and available” for suitable work. Federal legisla-
tion scts certain minimum standards for the program.
However, the laws of the individual States, the District
of Columbia, PuertoRico, and the Virgin Islands deter-
mine, for the most part, such matters as earnings and/or
working time requirements, duration and amount of
benefits, and penalties for refusal to accept suitable
work, discharge for misconduct, or voluntary quits with-
out good cause.

Inthe 1960's, units of two Presidential advisory bodies
called attention to some arcas of unemployment com-
pensation laws that discriminated against women.™
These were: special disqualifications for pregnant
women and women in the postpartum period, special
disqualifications for leaving work because of inarital
obligations, and payment of dependents’ allowances to
female claimants on a more restricted basis than to male
claimants. In December 1970, and again in May 1972,
the Labor Department issued program letters urging
Statc administrative agencies to seek action in their legis-
latures to remove the discriminatory provisions.

* In 1975 the U.S. Supreme Court struck down as
unconstitutional the section of Utah’s law that denied
benefits for a period beginning 12 weeks before an ex-
pected childbirth and ending 6 weeks after the birth,
Turner v. Utah Department of Employment Security,
435 U.S. 44 (1975). By that time, morc than a dozen
States had repealed provisions in their laws relating to
disqualifications for pregnancy or had ceased to enforce
such provisions, but 23 States still had such provisions.

The Uneinployment Compensation Amendments of
1976 (Public Law 94-566) added a Federal standard that
prohibits States from continuing to enforce any provi-
sion denying unemployment compensation benefits
solely on the basis of pregnancy or recency of pregnancy,
thus making claimants subject only to the generally ap-
plicable criteria of secking work, availability for work,
and ability to work.

The Congress also added coverage of certain farm-
workers” and of most State and local government
employces — the latter a group wit.. many women. The
Congress also extended coverage to private household
workers whose employers paid wages of $1,000 or more
i any calendar quarter of the current or preceding year.
This resulted in coverage for an estimated 128,000 pri
vateh 1sehold jobs.

The Unemployment Compensation Amendments of
1976 established a National Commission on Unemploy
ment Compensation for the purpose of undertaking a

? Report of she Lommuiee vn Socsal Insurance and Taxes, President s Com.
mission on the Status of Women, October 1963 Also, Report of the Task Force
on Social Insurance and Taxes, Citizens’ Advisory Council on the Status of
Women, April 1968,
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comprehensive examination of the present unemploy-
ment insurance system and developing recommendations
for further changes. Several of the recommendations
contained in the July 1980 preliminary report of the
Commission are of particular interest to women. These
include:

¢ That the States remove disqualifications if the vol-
untary quit was for good cause (including compel-
ling family circumstances and sexual harassment
on the job).

e That State laws set no specific limitation which
would automatically disqualify an individual who
had a recent record of steady part-time employ-
ment, and that State policy not interpret job search
or suitable work in such a manner as to automati-
cally require availability only for full-time work.

e That each State employment service assign respon-
sibility at the State and local levels to appropriate
and qualified persons to be concerned with the
establishment, implementation, and evaluation of
appropriate services to displaced homemakers who
register for work.

Union Participation and Other Protected
Activities \

The National Labor Relations Act, as amended by the
Labor-Management Relations Act, provides employees
the right to form, join, or assist labor unions, to bargain
collectively through representatives of their own choos-
ing on wages, hours, and other terms of employment,
and to engage in other concerted activities for the pur-
pose of collective bargaining or other mutual aid or
protection, such as striking to secure better working
conditions. Employees are also guaranteed the right to
refrain from membership or patticipation in a union,
except where such membership is a requirement of em
ployment. Laws in some Statcs do not permit union
membership to be a requirement of employment. Such
laws are referred to as right-to-work laws. In the States
where a union membership requirement is permitted, an
employee usually has a grace period of not less than 30
days after being hired to become a member.

Certain labor practices by employers are labeled “un
fair* and are prohibited by the NLRA. These include
interference with or restraint or coercion of employees in
the exercise of the rights described above; domination of
or interference with the formation or administration of a
labor organization, or the contribution of financial or
other support to it, discrimination in hiring, tenure, or
terms or conditions of employment in order to encourage
or discourage membership in a labor organization; dis-
charging or discriminatingagainst an employee for filing
charges or giving testimony under the act, and refusing
to bargain collectively. )
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The law also defines unfair labor practices prohibited
to unions. Unfair practices against workers include re-
straining them or coercing them in the exercise of their
rights and requiring them to pay membership or initia-
tion fecs that are excessive or that discriminate between
members. It isalso an unfair practice fora union to cause
an employer to discriminate againsta worker. Maintain-
ing separate locals for male and female employees is an
example of the unfair practice of restraining and coerc-
ing employees in the exercise of their right to be repre-
sented by a representative of their own choosing. Some
types of workers are exempt from the law. These include
agricultural laborers, private household workers, inde-
pendent contractors, supervisors, persons subject to the
Railway Labor Act, public employees, and some hospi-
tal workers.

The Labor-Management Reporting and Disclosure
Act (LMRDA) provides for the reporting and public
disclosure of certain financial transactions and adminis-
trative practices of unions, union officers and employ-
ees, employers, labor relations consultants, and surcty
companics. It lays down a set of ground rules governing
the use of union trustecships and establishes democratic
standards for union officer elections. It also establishes
safcguards for the protection of union funds and prop-
crty. .

The LMRDA includes a Bill of Rights of members of
labor organizations which protects their freedom of
speech and assembly and their equal rights tolnominate
candidates for union office, vote in union elections and
referendums, and attend and participate in membership
meetings. [t guarantees cértain rights to union members
facing discipline by labor organizations and establishes
procedures which a labor organization must follow in
increasing dues and initiation fees and imposing assess-
ments. The LMRDA Bill of Rights establishes the right
of an employee to review, or in some cases to obtain, a
copy of cach collective bargaining agreement directly
affecting his or her rights as an employec.

The Department of Labor is responsible for enforcing
some provisions of the LMRDA. Other provisions, how-
cver, are enforceable only through private suit by union
members.

Major Retirement Income Programs

Almost all workers in the United States arc now cov-
ered by social security and/or by one or more of over
500,000 scparate pension plans provided by Federal,
State and local governments, and by private corpora-
tions. Social security covers over 90 percent of all paid
employment, including almost all private sector employ-
ees and a majority of State and local government em-
ployees. There are separate pubiic pension programs for
Federal civilian employees and military personnel who
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are also covered by social security (see chapter VI on
Laws Relating to Federal Employment) and for some
State and local employees; private pension plans have
been established by private employers to supplement
social security. All of these plans, developed at different
times to meet different needs, vary in size and in provi-
sion for benefit eligibility, retirenvent ages, contribu-
tions, benefit levels, and financial solvency, and are sub-
ject to a complex legal and regulatory environment.
While they provide an impressive, if unequal, array of
retirement benefits, they do not constitute a unified com-
prehensive system of retirement income for all work-
ers.'

Social Security

Note: After the manuscript for this Handbook went to
press, Congress enacted major amendments to the Social
Security Act, primarily to assure the solvency of the
social security trust funds. The amendments postpone
the June 1983 cost-of-living increase for 6 months and
the effective month of all future cost-of-living increases
to December; bring new Federal employees and employ-
ecs of nonprofit organizations under social security and
prevent termination of social security coverage of em-
ployees of State and local governments in the system;
subject part of the social security benefits of those above
a certain income level to Federal income tax; make
changes benefiting certain widowed, divorced, and dis-
abled women; and require the Secretary of Health and
Human Services to report on earnings sharing proposals
and to include recommendations for feasible mctllods
for implementing such proposals in the report. The 1983
amendments that change material already dealt with in
the text have been incorporated below in bold type.

Current Issues Relating to Women—When the social
security program was established in 1935, basi¢ protec-
tion was provided for workers in jobs covered under
social security. In 1939, before the first social security
benefits were paid, supplementary protection was pro-
vided for workers’ wives and widows as dependents. This
mecthod of providing protection reflected a pattern of
family relationshipsin oursocicty—lifelong marriages in
which women are homemakers while men provide ecp-
nomic support—that was much more common at that
time than it is today.

As noted in a 1979 report to the Congress by the
Secretary of Health, Education, and Welfare, there is
increasing public debate over the way women are treated

4 Social Security and Pensions. Programs of Equity and Secunty, a section of
the Special Study on Economic Change, the Joint Economic Commuittee of the
U.S. Congress, 1980.
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under the social security program.’ A central issue is
whether the system of dependents’ benefits, designed
decades ago, adequately serves a society in which more
than half of the women of ages 16 and over work for pay
outside the hom¢. In a marriage in which both partners
work, social security does not provide commensurately
for paid work by both spouses. For example, the law
entitles a wife (or husband) to a “spouse benefit” equal
to 50 percent of the husband's (or wife's) benefit but a
working wife who would be entitled to both a™spousc”
and a worker benefit receives only the greater of the two.
The result is that one-earner couples generally reccive
greater benefits than two-carner couples with the same
total earned income.

Changes in marital patterns and the increase indivorce
also affect the equity of social security benefits. At
present, for example, a woman divorced after less than
10 years of marriage is not eligible for any social security
benefits as a dependent of her ex-spouse, but is only
cligible for benefits that she may have earned.

These and other issues in the treatment of women
under social security have generated concern in recent
years. A number of bills have been introduced in the
Congress, and the then Department of Health, Educa-
tion, and Welfare reported to the Congress, as requested,
on some of the options for changing the system in order
for it to be more responsive to the needs of women.
Although various options were proposed, none was en-
acted. These options Included allowing a married
couple—whether or not both persons work--to average
or combine their carnings; providing socjal security
credits to homemakers; reducing or clininating the
spouse's benefit; and replacing part of social security
with a demogrant that would go to everyone whether or
not the individual had a work record. A report prepared
by the Congressional Research Service of the Library of
Congress commented on these potential changes in the
social security system as follows:'*

While the structure of the present program
does raise issues, it can be argued that the
program does provide a “rough balance” and
while change is possible, and may be desir-
able, it may not be necessary to cnact the
drastic changes that some have proposed to
make the program more responsive to the
changing role of women in society. For exam-
ple, the dependents’ benefit provides a basic
benefit to low-earning women as well as to

' Social Secunty and the Changing Roles of Men and Women, 1979, U.S.
Depaniment of Health, Education, and Welfase (now U.S. Department of Health
and Human Services),

' Women and Retirernent Income Programs: Current Issues of Equiy and
Adequacy. A report prepared by the Congressional Research Servise, Library of
Congress, for the Subcommittee on Retirement Income and Employment of the
Select Committee on Aging, U.S. House of Representatives, Committee Publica-

111 96-190, 1979,
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non-working women, while at the same time
allowing for higher earning women to receive
a greater social security benefit than the de-
pendents receive. In addition, even in situa-
tions where two-earner families receive no
more in total retirement benefits. than one-
carner families with a dependent, in the two-
earner family both are covered by disability
insurance under social security while the de-
pendent spouse in a one-earner family is not.

It is likely that these “rough balancing” fcatures will
be emphasized as the debate continues on how the pro-
gram should be changed to be more rq‘s’ponsive 1o wom-
en's changing roles.

+  Basic Provisions of Social Security—Monthly social
security benefits are paid to retired workers, workers
who become totally disabled before age 65, and to
certain dependents of workers who have retired, become
disabled, or died. .

When the Social Security Act was passed in 1935, title
11—0ld Age and Survivors Insurance (this is the portion
providing for what is popularly called *‘social
security”)—consisted of 10 short sections and provided
benefits only for certain types of employees when they
reached 65 -yeass old. Since then, title II has been
amended many times in order to add benefits for survi-
vors, dependents and former spouses of ifisured work-
ers; provide protection for workers who become dis-
abled; increase the rate and base of contributions; extend
coverage to most self-employed persons, most State and
local employees, household and farm employces, mem-
bers of the Armed Forces, and clergy; offer reduced
benefits before age 65; provide benefits at age 72 for
certain uninsured individuals; and provide for the auto-
matic increase of scheduled benefits with rises in the cost
of living. In addition, when the Federal program of
health insurance for the aged and disabled (usually re-
ferred to as “medicare™) was set up, the eligibility provi-
sions for hospital insurance benefits were placed in title
IL

In recent years, the social security system also has been’

affected by court decisions, amendments, and adminis-
trative determinations dealing with sex-based differences
in eligibility provisions. For example, in 1975 the U.S.
Supreme Court ruled that a young widowed father with
an entitled child in his care was eligible for the same
benefits that the law provided for mothers in a similar
sitnation, Weinberger v. Wiesenfeld, 420 U.S. 636
(1975). In 1977 the Court ruled in a case involving a
widower who had been denied social security survivor's
benefits because he failed to prove, as required, that he
had received at leas@half of his support from his wife.
The law had no dependency test for widows. The Court
found that the different treatmenit of men and women, as
mandated by the law, was invidious discrimination
against female wage earners because it afforded them
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less protection for their surviving spouses than was pro-
vided for male wage earners. Thus, the gender-based
distinction violated the due process clause of the 5th
amendment, Califano v. Goldfarb, 430 U.S. 199 (1977).

Extensive amendments seeking to assure the financial
soundness of the social security program were consid-
ered in 1977. To forestall substantial “windfall” benefit
payments to men under the Goldfarb decision, the ad-
ministration proposed extending the dependency test to
women as well as to men. Instead, Congress removed the
test for men but provided that, in the future, social
security dependent and survivor benefits for wives, hus-
bands, widows, and widowers will be reduced by the
amount of any Federal, State, or local government pen-
sion they receive based on their own work in employment
not covered by social security. Because of concern that
there might be large numbers of women, especially wid-
ows in their late fifties, whose retirement income was
planned for on the assumption of the availability of full
wife’s or widow's benefits under social security, the of f-
set provision does not apply to persons who are eligible
for a public pension within 5 years of enactment of the
amendments in December 1977, and who would have
been eligible for a social security payment under the law
as it was in effect and being administered in January
1977.17»

Public Law 97-455, enscted January 12, 1983, pro-
vides that the offset does not apply to people who be-
come eligible for a public pension before July 1983 and
who can meet the one-half support requirements.

1983 amendment: provides that, for peoplie who first
become eligible after June 1983 for a Federal, State, or
local governinent pension based on their own work in
employment not covered by social security, any social
security spouse’s or surviving spouse’s benefit to which
they become entitled will be offset by two-thirds of the
amount of the public pension.

In 1978 there was a district court ruling that it is
unconstitutional to provide social security benefits to
wives, but not to husbands, under age 62 who have in
their care children who are entitled to benefits on a
worker's record. Soon afterwards, there was a similar
court decision with respect to benefits for surviving di-
vorced husbands. These rulmgs were based largely onthe
Wiesenfeld decision, and the ‘Federal Government de-
cided against an appeal. 1983 amendment: amends the
act to conform to court decislons by providing social
security benefits for aged divorced husbands, aged or
dlsabled surviving divorced husbands, and fathers who

A\

*" The categories of persons who do not meet the criteria for the exception are
{1) men who do not meet the one-half support requirement that was struck down
in Goldfarb, (2) divorced husbands (who did not become ¢hgible for social
security survivor benefits until a court decision in June 1977), and (3) divorced
women marned at least 10 years, but less than 30 years (who were first eligibie for
benefits in Jaauary 1979 under the provisions of the 1979 amendments).

care for children of their retired, disabled or deceased
wives or deceased former wives,

In calendar year 1983 the earnings base used to com-
pute contributicas to social security is $35,700. The cur-
rent rate of contributions for employed workers and
their employers is 6.70 percent, including 1.30 percent
for medicare hospital insurance. The, rate for self-
employed persons is 9.35 percent, with 1.30 percent car-
marked for medicare hospital insurance. The annual
maximum contribution for most workers is $2,391.90 in
1983.

Increases in the rate of contributions are scheduled by
law. The rate for employees and employers will go to
7.00 percentin 1984; 7.05 percentin 1985; 7.15 percentin
198€; 7.51 percent in 1988; and 7.65 percent in 1990.
These rates include medicare hospital insurance rates of
1.30 percent in 1984; 1.35 percent in 1985; and 1.40
percent in 1986 and after.

The rate for self-employed persons will go to 14.00
percent in 1984; 14.10 percent in 1985; 14.30 percent in
1986; 15.02 percent in 1988; and 15.30 percent in 1990.
These rates include medicare hospital insurance tax ratgs
of 2.60 percent in 1984; 2.70 percent in 1985; and 2.90
percent for 1986 and after. ‘

The medicare portion of the rate for both groups is
1.30 percent for 1982-1984. It will go to 1.35 percent in
1985 and to 1.45 ~crcent in 1986.

As noted above, the 1983 earnings base for social

sccurity contributions is $35,700. In subsequent ycars

this base will rise automaticaily as carnings levels rise, so

lo:.g as there is an automatic benefit increase cach year

that the base is raised.

Eligibility for social security benefits ‘as a retired or
disabled worker is based on an individual’s year of birth
and the number of quarters of years in covered work. In
po case arc more than 40 quarters needed to be fully
insured. Before 1978, receipt of wages of $50 or more in
a calendar quarter was the general measure of a quarter
of coverage for nonfarm employment. Self-employed
persons were credited with four quarters of coverage if
they had a net profitin sclf - cmploymcnt of $400 or more
in a calendar ycar. Amendments in 1977 made the for-
mula the same for computing covesage for the sclf-

. employed and for ecmployed workers in most occupa-
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tions. Both groups were credited with a quarter of
coverage for each $370 of gross wages paid or net self-
employment income in 1983. The amount for later years
will be determined according to a formula based on
average wages.

The monthly benefit due a retired worker'is based on
average earnings covered under social secyrity over the
years. The exact amount of the benefit is determined
when an individual applies for retirement at .the local
Social Security office. For workers who became cligible
for benefits before January 1982, a minimum benefit is
paid if it is higher than the benefit based 6n-the\vorker's
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actual earnings. For beneficiaries who reach age 62 or
become disabled after 1981 or are the survivors of those
who die after 1981, benefits are computed and paid
solely on the basis of actual earnings, with no minimum
bencfit provided.

The law defines “retirement age” as-65 years. 1983

amendment: re..2s the normal retirement age to 67 in
2027in 2 steps. Covered individuals may elect to retire as
early as age 62, with a permanent reduction in benefits
based on the number of months before the 65th birthday
_that the retirement occurred. Persons “Who choose to
work past retirement age get a “bonus” of up to 3 percent
per year (1/4 of | percent per month)in their retirement
benefits for each year of work up toage 72. For persons
who reached 65 before 1982, the bonus is only | percent
per year (1/12 of 1 percent per month), 1983 amend-
ment: beginning in 1990, gradually increases the bonus
by 1/2 of 1 percent every other year to 8 percent per year
for persons who attain age 65 after 2007. It also lowers
the age after which the delayed retirement credit will no
longer be givenTrom age 72 to 70 for months of delayed
retirement after December 1983.

Retired beneficiaries may continue to work, but until
they reach age 70, under the retirement test, $1 in bene-
fits is withheld for each $2 earned above a certain
amount. That amount depends on age. For retirees 65
years of age or older, the annual exempt amount in 1983
is $6,600 and 34,920 for those under 65. The limits in-
«rease automatically as the level of average wages rises.
1983 an"2ndment: beginning in 1999, the earnings test
benefit withhelding rate wiil be $1 for each $3 of excess
earnings for retirees age 65 or older. Beginning in the
year 2000, the age at which this lower withholding rate
applies will increase as the retirement age increases.

Disabled worker benefits are payable beginning the
6th full month of a severe physical or mentai disability
that prevents a person from doing any substantial gain-
ful activity, and thatis expected to last (or has lasted) for
at lecast 12 months, or is expected to result ir death.
Persons who become disabled before age 24 .ced credit
for 1'4 years of work in the 3 years before ti :y became
Jdisabled. Persons between 24 and 31 must have credit for
half the time between their 21st birthday and the time
they became disabled. Persons who become disabled at
31 or later generally need credit for at least 5 years of
work out of the 10 years ending when they became dis-
abled. Workers under age 46 who first become entitled to
disability benefits after June 1980 are subject to speciai
limits on the number of years of low or no earnings that
can be excluded in calculating average monthly earrings
for benefit purposes.

Dependents cligible for benefits based on the account
of a retired or disabled worker are:

¢ Unmarried children under 18 {or uuder 19 if full-

time elementary or secondary school students).

e Unmarried children 18 or over who were severely
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disabled before 22 and who continue t0 be dis-
abled. .
Former wife or husband 62 or over if the marriage
lasted 10 years or more.

Wife or husband 62 or over.

Wife-or husband under 62 if caring for retired or
disabled worker’s child who is under 16 (or dis-
abled child), and who is getting a benefit based on
the worker’s earnings.

Monthly payments can be made to a deceased work-
er's:

o Unmarried children under 18 (or under 19 if full-
time elementary or secondary school students).
Unmarried children 18 or over who were severely
disabled before 22 and who continue to be dis-
abled.

Widow or widower 60 or older.

Surviving divorced wife or husband 60 or older if
the marriage lasted 10 years or more. *

Widow, widower, or surviving divorced mother or
father if caring for a deceased worker’schild who is
under 16 (or disabled child), and who is getting a
benefit based on the earnings of the deceased
worker.

Widow or widower 50 or older who becomes dis-
abled not later than 7 years after worker’s death, or
within 7 years after mother’s or father’s benefits
end.

Disabled surviving divorced wife or husband 50 or
older if the marriage lasted 10 years or more.
Dependent parents 62 or older.

Dependent’s benefits paid to the aged spouse of a
retired or disabled person are reduced if drawn before
age 65. If the spouse waits until age 65 to start drawing
benefits, benefits are equal to half of the retired or dis-
abled person’s full benefit amount. A widow or widower
is entitled at age 65 to a benefit equal to 100 percent of
the deceased spouse’s full benefit amount. (If the worker
had retired before age 65 and had been receiving reduced
benefits, the widow’s or widower’s benefit is limited to
the amount the worker would be receiving if she or he
were alive, but not less than 822 percent of the worker’s
full benefit arnount.) The benefit is permanently reduced
if drawn before the 65th birthday.

An ndividual may not receive two benefits simul-
laneously—that is, as a retired worker and as a spouse or
surviving spouse. For example, if a wife or widow is
eligible for a benefit on her own wage record and for a
higher benefit based on her husband’s record, she re-
ceives an amount cqual to the larger benefit.

Ordinarily a widow loses her social security rightsas a
survivor when she remarries. Remarriage of a widow
after age 60, however, does not affect entitlement. 1983
amendment: allows the continuation of benefits for sur-
viving divorced spouses upon remarriage if that marriage
takes place after the age of first eligibliity for benefits;
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and the continuation of benefits for disabled widows and
widowers and disubled surviving divorced spouses upon
remsrringe if that marrisge takes place afier age 50 and
after the onset of disability.

!
Private Pension Plans

Halif of the full-time private work force in the United
States—approximately 30 million workers—was covered
by private pension plansin 1971."* The plans vary widely
with respect to benefit formulas and retirement age.

Until 1974, when the Congress enacted the Employee
Retirement Income Security Act (ERISA), there was no
systematic Federal regulation of most aspects of private
pension arrangements. ERISA protects employee bene-
fits by setting minimum standards for participation in
private pension plans and for vesting—obtaining a non-
forfeitable right to a retirement benefit even though an
employee may leave a job before retirement age. ERISA
also provides for reporting and disclosure of informa-
tion and sets minimum funding standards for private
plans.

Current Issues Related to Women—Women are less
likely than men to be covered by private pension plans.
This is due to the types of jobs women hold. Women are
concentrated in low-wage occupations and in smaller
and nonunionized industries, which are the least likely to
provide pension coverage. In 1979 a study funded by the
U S. Departments of Labor and Health and Human
Services found that among full-time wage and salary
workers of age 16 and over in private industry, workers
in establishments with 500 or more employees were al-
most 2% times as likely to have pension coverage as
workers in establishments with fewer than 100 employ-
ees. More than 4 out of every 10 working women (com-
pared with more than 3 out of 10 working men) who were
not covered by a pension plan were employed by small
non-unionized retail trade and service industry establish-
ments, "’

Even when women work for an employer who has a
pension plan, they often are not covered because they fail
to meet the age and service requirements of the plan.
ERISA provides that a pension plan’s age and service
requirements generally may not deny or postpone eligi-
bility for participation after an employee reaches age 25
and has I year of service (or age 25 and 3 years of service
if vesting is full and immediate). Women’s past employ-
ment patterns indicats 20 to 24 year-old women have
the highest labor force participation rate (68.3 percent in
1978), and that by age 25 a large number drop out of the

** Private Retirement Plan Coverage Patterns of Full-time Employees, 1980,
L S Department of Labor, Pension and Welfare Benefit Programs. Also see
“Labor Department Releases Study on Workers Covered by Pensions.” News
Release, USDL No, 80-555, September 5, 1980, U.S. Department of Laber,
Pension and Welfare Benelit Programs,

** “Labur Department Releases Study on Workers Covered by Pensions,” ibid,
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iabor force for child rearing. Women who follow this
pattern would not be covered in most private pension
plans.?° -

In addition, employees may be excluded from partici-
pation in a pension plan if they do not work 1,000 hours
a year. Women are far more likely than men to be part-
time workers, largely because of child rearing and other
home responsibilities.

If women do become eligible to participate in a pen-
sion plan, they often do not become.entitled to benefits
because they fail to meet the plan’s vesting
requirements—in most cases, 10 years of employment
with no breaks in service or only short breaks. According
to the Bureau of Labor Statistics, in January 1981 only
17.0 percent of employed women had worked 10 or more
years in their current job. The median number of years in
the current job was 2.5 for women compared with 4.0 for
men. For ages 45 to 54, the median number of years on
the current job wac 5.9 for women compared with 11.0
for men. Womeninolder age groups, on the average, stiil
failed to meet vesting requirements of 10 years of service.

Among women aged 55 to 64 years, the median number
of years on the job was 9.1 and for women 65 and older it

was 10.0.*

Furthermore, ERISA permits years of service before
age 22 to be disregarded for vesting purposes. In the case
of a woman cmployee who worked for the same em-
ployer fromage 18 until 31, and then quit for a period of
years to raise a family, the woman would have no vested
benefit if the pension plan countcd service from age 22
and required 10 years of service for vesting. Although
she had worked 13 years for one employer, only 9 of
those years could be counted toward vesting, leaving her
I year short of the required minimum.

ERISA’s vesting rules have been criticized by women
for allowing the pension system to rely financially on the
forfeiture of benefits from short-term employees, who
are more likely to be women, to subsidize benefits for
long-term employees, who are more likely to be men.??

Overall, the absence of pension plans in many nccupa-
tions and industries where women are clustered and the
ERISA standards for pension plans leave a great many
women without pension rights—despite the fact that at
retirement age many women without pensions have
v:orked at least as long.as, or only slightly less than, their
male counterparts.

As spouses of participants in private pension plans,
vlder homemakers who are financially dependent upona
spouse often find protection is lacking. Federal law re-
quires that pension plans providing benefits in the form

** Women and Private Pension Plans, Helene A. Benson, 1980, L..5. Depan-
ment of Labor, Pension and Welfare Benefit Programs.

# “Job 1...ure of Workers in January 1981,” Francis V. Horvath, Afonthly
Labor Review, September 1982,

3* Woren and Private Pension Plans, op. cit,
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of an annuity must also provide for a qualified joint and
surviy (\)r\gm nuity, However, the participant has the right
to reject this annuity without notifying or getting the
vomsent of tN: spouse. Thus, a surviving spouse of a
retiree, usually a wife, may expect a benefit that is not
forthcoming. In any case, if a plau participant dies even
one day short of reaching retirement age, the survivor
may be left without benefits. )
Generally, divorced spouses have no protection under
private pension plans. The plans are not required to
provide that any of the pension earned by a retiree during
marriage be paid toa divorced spouse. The plansalso are

not required to provide .. survivor annuity for adivorced |

spouse. A divoreee’s right to part of the spouse’s pension
arises only in States where propeity acquired during
marriage is divided by law and where pensions are von-
sidered to be property.

Wemen's Contribution to Pension Plans—Becausc of
statistics wluch indicate that the average woman lives
longer than the average man, insurers incorporated into
actuarial tables a separate rate system for women and
men. The result was that some employer retiremenit and
pension plans required women to pay higher contribu-
tions than the men paid in order that both sexes could
recerve equal monthly benefits.

This practice was at issuc in Los Angeles Department
ujﬁ'ater& Power . Manhart, 435 U.S. 702 (1978). The
Cuurt held in Manhart that requiring women to pay
higher coninbutions to pensions than men are required
to do wolates utle V11 of the Civil Rights Act of 1964.
Although women as a class hive longer than men, anc
thereby draw annuity benefits for longer reriods, the
Courtvoted that the characteristics of a class inay or may
not be those of anindividual, and that under title V1l the
individual’s characteristics must govern in hiring, com-
pensation, and in other terms and conditions of employ-
nient. A consistent Line of cases in the United States
vourts of appeals and district vourts in four cireuits has
upheld the principle that'men and women who are simi-
larly situated must be paid equal retirement benefits,
most recently, for example, Reured Public Employees
Assocationof California v, State of Californiu, 677 F.2d
733 (9th Cir. 1982).

Basic Provisions of ERISA

ERISA was enacted in 1974 after years of effort to
provide protection for workers who often, after years of
accepting a lower wage in order to defer some of their
compensation to finance a pension, found themsclves
without any retirement funds when plans were termi-
nated with insufficient assets to pay earned benefits.
ERISA created the Pension Benefit Guaranty Corpora-
tion (PBGC), financed by a per capita premium from
covered plans, to protect workers and retirces against
loss of benefits because of insufficient assets. The PBGC

is governed by a Board of Directors consisting of the
Secretaries of Labor, Commerce, and Treasury.

The formation and maintenance of pension programs,
whether by employers or t\hrough collective bargaining,
is strictly voluntary. Furthermore, ERISA does not set
venefit levels. It does set standards for adequate finau-
ing, prudent management of fund assets, and dissemina-
tion of information about the plans, and it prohibits
discharging a worker in order to avoid payment of a
pension benefit.

There are in general two types of private pension
plans. defined benefit and defined contribution. About
one-fifth of the plans, covering about 60 percent of all
plan participants, are defined benefit plans. These plans
usually gear benefits to years of service and eithsi to
earnings or a stated dollar amount, and are insured by
the PBGC. Defined contribution plans are profit shar-
ing, stock bonus, or money purchase arrangements
where the employer contributes an agreed percentage of
wages (or profits) to the worker's individual account.
The eventual benefit depend. upon the total contribu-
tions and investment carnings in the intervening years.
These plans, by their nature, are fully funded.

Pension fund assets arc usually managed by bank trust
departments, investment management firms, or life in-
surance companies.

Although most plans are single employer plans, indus-’
tries such as coal mining, construction, trucking, and
1etail food have multi-employer retirement plans in
which several unrelated companies participate Wnder
terms of their union contracts. While participants in
single employer plans have been protected by PBGC's
termination insurance program under ERISA since
1974, Congress four times postponed the effective date
of mandatory coverage of multi-employer plans. How -
ever, the Multiemployer Pension Plan Amendments Act
of 1980 was enacted and, among other things, provided
for mandatory coverage by the PBGC of multi employer
plans

ERISA standards include the following.

¢ Participation—If a pension plan bases eligibility

for participation on age and service, participation
may npt be denied or postponed on these grounds
beyond the time an employee reaches age 25 and
completes [ year of service (or age 25 and 3 yearsif
the plan provides full and immediate vesting). Pen-
sion plans of tax-exempt educational institutions
that provide for full and immediate vesting may
require 1 year of service and age 30. Generally, a
year of service is defined as 1,000 hours of employ-
ment during a 12-month period.?? Plans such as
profit sharing, stock bonus, or money purchase

1 This definition opens participation to many part time orscasonal employees.
There are also circumstances where employees with less than 1,000 hours of
servive ihust be deemed to have completed a year of service.
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plans that provide for defined contributions. can-
not deny participation because an employee begins
employmentlateinlife. A defined benefit plan may
exclude a person who begins employment within §
years of the plan’s normal retirement age. Once
minimum age and service requirements are met,
participatic » must begin at the start of the next
plan year or 6 months after the requirements are
met, whichever is earlier.

Vesting—Any accrued benefit carned by plan par-
ticipants from the participants’ own contributions,
if any, must be fully and immediately vested. Ac-
crued benefits based on employer contributions
must be vested at least as fast as one of the follow-
ing schedules: 100 percent after 10 years of service,
with no vesting prior to completion of 10 years of
service (cliff vesting); 25 percent after 5 years of
service, with 5 percent annual increases for the next
5 years and 10 percent annual increases thereafter
(graded vesting); or 50 percent after S years when
the sum of the participant’s age and years of service
equals 45, with 10 percent increases in each of the
next 5 years; 50 percent and an additional 10 per-
cent for each additional year of service for any
participant who has completed 10 years of service
(modified rule of 45 vesting).

Thus, under any of the options, a participant inust be
at least 50 percent vested after 10 years of service, and
100 percent vested after 15 years, regardless of age.

Breaks in Service—ERISA does not permit plans to
recognize as a “break inservice” breaks that are shorter
than [ year. ERISA permits plans (other than those using
the elapsed time method of creating service) to designate
asa “l-year break in service” a 12-month period during
which a participant has not completed more than 500
hours of service.

The effect of a 1-yearbreak in service depends on the
type of plan, the vesting status of the participant’s ac-
crued benefits, and the length of the break compared
with the length of service thatis counted for purposes of
vesting before the break. For example, if an employee
has a 1-year break in service and later “returns to work
covered by the plan,” the plan can require the employee
to complete a year of service beforeit takes into account
the years of service before the break. An employee “re-
turns to work covered by the plan” by completing a year
of service in employment covered by the plan after the
end of a l-year break in service or a series of 1-year
breaks in service. If the benefits the employee earned
before the break are fully vested, the pre- and post-break
service must then be added for all purposes. For non-
vested and partially vested benefits, the rules on adding
pre- and post-break service vary, depending on the t,pe
of plan and the number of years of break.?

Portability—A participant who receives a lump suru
payout upon leaving a job before retirement or upon
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termination of a plan can avoid current taxes by deposit-
ing the funds in an individual retirement account (see
Individual Retirement Plans below) if certain conditions
are met. This sum can, cither later or immediately, be
transferred to a new employer’s tax-qualified pension
plan, if the plan permits it.

Survivor Protection—Most retirement plans that pro-
vide benefits in the form of an annuity (that is, income
for a specified period of time or for life) must provide a
joint and suzvivor annuity at normal retirement age. The
survivor annuity must be at least one-half of the annuity
payable to the participant while he or she was living.

There are several requirements that a plan may impose
(but is not required by ERISA to impose) on a partici-
pantin providing a spouse with a survivor annuity.

First, in plans w hich do not provide benefits before the
normal retirement age stated in the plan (usually age 65),
the plan. is required to provide the joint and survivor
annuity only. to a participant who either attains or retires
at or after the plan’s normal retirement age. If a partici-
pantin such a plan dies before reaching the plan’s normal
retirement age, ERISA does not require the plan to pro-
vide the surviving spouse with a survivor annuity. The
plan may provide in this case that the participant’s vested
benefits based on employer contributions are forfeited.

Second, for plans that provide for payment of benefits
before the plan’s normal retirement age (that is, plans
that provide for early retirement benefits), ERISA dues
not require that the plan provide the joint and survivor
annuity untii the employee is within 10 years of normal
retirement age or reaches early retirement age, whichever
is later.

Third, plans are allowed to provide that a survivor
annuity is not payable unlcss the participant and the
spouse have been married to each other for atleast | year
on both the annuity starting date and the date of the
participant’s death.

Any participant may elect in writing not to receive
benefits in the form of a qualified joint and survivor
annuity unless the plan provides that a qualified joint
and survivor annuitv is the only form of benefit payable
under the plan f.. .arried participants. ERISA also
permits plans toallow that part of a ber.efit may be taken
in a form other than a qualified joint ar.d survivor annu-
ity.

ERISA provides that, unless the employee elects in
writing nat to receive benefits in the form of a joint and
survivor annuity, the joint and survivor annuity must be
paid automatically to the survivor if the participant

*” Foramore detailed discussion of the protection that ERISA provides against
le-iry pension benefits Gecause of an interruption in employment or because of
failure to complete a sufficient number of hours of service, sce What You Should
Know Abou! the Pension and Welfare Law. A Guide to the Employee Retirement
Income Security Act of 1974, 1978, U.S. Department of Labor, Pension and
Welfare Benefit Programs.
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meets any of the following conditions before her or his
death:

¢ The participant begins to receive payments under

the plan after attaining the plan’s normal retire-
ment age.

¢ The participant dies after attaining the plan’s nor-

mal retirement age while in the active service of the
employer maintaining the plan.
¢ Inthe case of a plar that provides for the payment
of benefits before normal retirement age, the par-
ticipant begins to receive payments under the plan
on or after the date the plan is required to provide
the joint and survivor annuity (that is, upon or
after the later of the plan’s early retirement age or
10 years before the plan’s normal retirement age).

¢ The participant scparates from service on or after
the date of the plan’s normal retirement age or, in
the case of a plan that provides for payment of
benefits before normal retirement age, on or after
the date the plan is required to provide the joint
and survivor option and the participant dies before
beginning to receive benefits.

To summarize the provisions for survivor annuities,
ERISA does not guarantee a survivor annuity to all
widows and widowers of employees. It does not require a
survivor annuity for widows or widowers of participants
who die before the date the joint and survivor annuity
must be provided. It does not provide for a survivor
annuity for spouses of employees who reject the joint
and survivor annuity. It does not provide for a survivor
annuity for spouses of participants who are already re-
tired or deceased before the effective date of the joint
and survivor provisions. It does not provide for a survi-
vor annuity for spouses of participants who ceased to be
active participants before the effective date of the joint
and survivor provisions. Finally, the joint and survivor
provisions do not apply to employees who participate in
plans that are exempt from the ERISA joint and survivor
provisions.

The Self-Exployed and Employees Without Pension
Coverage—ERISA allows self-employed persons and
nonincorporated businesses to establish larger pension
plans than they could under the Self-Employed Individ-
uals Tax Retirement Act of 1962 (also known as the
Keogh Actor H.R. 10). The Economic Recovery Tax Act
of 1981 (ERTA) has further raised the deductible limits.
In addition, ERISA permitted employees not covered by
a pension plan (whether Keogh or corporate) to deduct
from their current Federal taxes limited amoants of their
earned income which are set aside for retirement in indi-
vidual retirement accounts, annuities, or bonds (IRA’s).
ERTA changed this to allow anyone with earned income
to establish individual retirement plans. Thus, effective
with tax years beginning after December 31, 1981 (i.e., in
general as of January 1, 1982), all individuals with
carned income are cligible to establish IRA’s.

Keogh Plans—Self-employed individuals have a
choice between setting up for themselves either a Keogh
plan or an individual retirement plan, which is described
below. However, if they have employees they must in-
clude them in any Keogh plan established. If they set up
an IRA for themselves they do not have to include their
employees (those employees would be eligible to estab-
lish their own IRA's). ’

Self-employed individuals are permitted to put a por-
tion of their earned income each year, on a tax-deferred
basis, into a fund that can earn tax-free income until it
starts paying out at retirement. ERISA set the contribu-
tion limits for Keogh plans at 15 percent of earned in-
come or $7,500, whichever is less. ERTA has further
raised the limit to $15,000, effective with tax years begin-
ning after December 31, 1981.

Despite these percentage limitations, a self-employed
individual with adjusted gross income of $15,000 or less
from all sources may contribute the lesser of $750 or 100
percent of earned income. Whether adjusted gross in-
come exceeds $15,000 is determined separately for each
individual without regard to community property laws
or any deduction from gross income.

In order to put aside money for retirement under a
Keogh plan, anindividualmust do the same for his or her
full-time employees who have 3 or more years of contin-
uous service. A full-time employee is one with at least
1,000 hours of service during the year. The contributions
for the employees must beat least equal to the percentage
of contributions for the self-employed person. The con-
tributions are fully vested immediately.

Persons who are self-employed on a part-time basis
can set up a Keogh plan with such additional earnings
even if already covered by a pension plan on a regular
job. Persons who are employces in a secondary job, and
not self-employed, are not eligible to establish a Keogh
plan for the secondary job, although their employers
could establish plans for them.

The In‘ernal Revenue Service (IRS) administers the
standards for eligibility and for establishing and main-
taining a Keogh plan. For information on Keogh plans,
contact the nearest IRS District Director’s Office, listed
in the telephone directory under “U.S. Government,
Internal Revenue Service.”

Individual Retirement Plans (IRA’s).—For tax years
beginning before January 1, 1982, the law allowed em-
ployed individuals not currently covered by a pension
plan (other than social security and railroad retirement
plans) to set up their own tax-deferred individual retire-
ment plans (IRA’s). Under those provisions persons were
eligible for an IRA if employed and not an “active partic-
ipant” during the year, in a tax-qualified corporate plan,
tax-deferred annuity program, Keogh plan, or govern-
ment retirement plan. Eligible individuals were permit-
ted to put aside as much as 15 percent of compensation
into an IRA—up to a limit of $1,500 a ycar—and takea

164169




tax deduction for the amount. ERTA changed this to
permit anyone with earned income, whether or not an
active participant, to establish an IRA, and raised the
limit to $2,000.

Employees eligible for an IRA can also contribute for
a nonemployed spouse. Prior to ERTA, the contribution
maximum was 15 percent of compensation up to a top of
$1,750. Equal amounts—up to $875 each—had to be
deposited into separate accounts for the employee and
the nonemployed spouse or into one account with suba.-
counts for each. In a divorce the homemaker kept her or
his share of the money. If both spouses were employed
and eligible, each could set aside 15 percent of compensa-
tion, up to $1,500 each year, in separate IRA’s. ERTA

raised the limit on spousal (husband and wife) IRA’s to
$2,250, and removed the requirement that contributions
to a spousal IRA be equally divided between husband
and wife. ERTA also raised the limit to $2,000 each on
contributions to separate IRA's where both spouses are
employed.

The Internal Revenue Service (IRS) administers the
standards for eligibility and for establishing and main-
taining an IRA. For information on eligibility for [IRA's
or how to start or maintain one, contact the nearest IRS
District Director’s Office, listed in the telephone direc-
tory under “U.S. Government, Internal Revenue Sery-
ice.”
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Chapter VI

LAWS RELATING TO FEDERAL EMPLOYMENT

Federal employees for the most part are covered by
laws different from those that cover private sector em-
ployees. However, in the area of employment, amend-
ments to title VII of the Civil Rights Act of 1964, the Age
Discrimination in Employment Act, and the Fair Labor
Standards Act have extended coverage to Federal work -
ers. The Rehabilitation Act of 1973 prohibits discrimina-
tion on the basis of handicap in Federal employment.

The most significant legislation affecting employment
in recent years is the Civil Service Reform Act of 1978,
which provided for a basic restructuring of the Federal
civil service system, and incuded a program for the
recruitment and biring of minorities and women. Legis-
lation to promote part-time employment opportunities
and flexible working arrangements also may have posi-
tive effects on women's employment options in Federal
service.

Women's opportunities in military service were im-
proved through a number of changes in regulations af-
fecting enlistment qualifications and duty assignments
which removed some sex dJiscriminatory provisions.
Women aie still prohibited from combat duty assign-
ments, -

Data have been verified as of July 1, 1982, unless
otherwise noted.

Nondiscrimination Requirements

The Civil Service Act of 1883 permitted women to
~ompete under the merit system, and the Classification
Act uf 1923 established uniform salary ranges. For many
years, however, an 1870 law which allowed agencies “at
their discretion” to employ females for higher clerkships
led to requests for men only or women only in filling civil
service positions. In 1962 the U.S. Attorney General
ruled that this law was invalid. In 1965 an Execcutive
order barred discrimination by Federai agencies or Fed-
eral contractors on the basis of race, color, religion, or
national origin, and a 1967 amendment to the order
prolubited sex discrimination in the Federal civil ser vice.
In addition, the Federal Women's Program was initiated
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Executive Order 11478, issued August 8, 1969,
strengthened the equal employment opportunity pro-
gram for Federal employees, and directed the head of
cach executive department and agency to establish and
maintain an affirmative action program for all civilian
employees and applicants for employment. The provi-
sions of the Executive order were given legislative sup-
port in 1972 by an amendment to title VII of the Civil
Rights Act of 1964. Section 717(a) of title VII provides
that all personnel actions affecting employces or appli-
cants for employment in exccutive agencies of the Fed-
eral Government shall be made free from any discrimina-
tion based on race, coior, religion, sex, or national
origin. -

Under the President’s Reorganization Plan No. 1 of
1978, enforcement of Executive Order 11478 and Section
717 of title VII was transferred from the Civil Service
Commission to the Equal Employment Opportunity
Commission (EEOC). This was done to ensure that Fed-
cral employces have the same rights and remedies as
worhers in private employment and State and local gov-
ernment, and that Federal agencics meet the same stand-
ards required of other employers. Executive Order 12106
(which authorized the transfer of Executive Order 11478
functions to EEOC) also authorized the Commission to
issue rules, regulations, orders, and instructions under
the Reorganization Plan and to request information that
it needs from Federal agencies.

EEOC has issued detailed instructions for Federal
agency affirtnative action programs, which reguire goals
and timetables and specific actior . to remove barriers to
cqual employment opportunity. The Commission also
has issued affirmative action instructions for hiring and
placement of handicapped individuals.

The Office of Personnel Management also has issued a
government wide policy statement that sexual harass-
ment is a prohibited personnel practice, See section on
Sexual Harassment Guidelines in chapter V for a defini-
tion of sexual harassment.

Sexual harassment is included in EEOC’s definition of
sex discrimination. EEOC requires each Federal agency

to incjiudc stepsin its affirmative action plans which will




ensure that its employees are informed that coercive
sexual advances in the workplace are prohibited, and
that specific steps, sct out in the affirmative action plan,
be taken to free the work environment of sexual intimi-
dation.

The Equal Pay Act, which prohibits pay discrimina-
tion because of sex, became applicable to Federal em-
ployees, except for military personnel, with the Fair La-
bor Standards Act (FLSA)amendments of 1974, (Sce the
Equal Pay Act section of chapter V.)

The Age Discrimination in Employment Act (ADEA)
was amended, effective May 1, 1974, to include a section
covering Federal employment (sce the ADEA section of
chapter V). This does not apply to aliens employed by the

Federal Government outside the limits of the United

States. Since July 1, 1979, EEOC has had responsibility
for enforcement of the Equal Pay and Age Discrimina-
tion in Employment Acts.

Under the Civil Service Reform Act of 1978, the Office
of Personnel Management (OPM) is required to imple-
ment a minority recruitment program that is designed to
eliminate underrepresentation of minorities in the vari-
ous categorics of civil service employment. On April 13,
1979, OPM 1ssued final regulations implementing a Fed-
cral cqual opportunity recruitment program for minori-
ties and women. This program, which affects both exter-
nal and internal recruitment, has beenintegrated into the
affirmative action programs which Federal agencies are
required to develop and submit for review by EEOQC.

Minimum Wage and Overtime Coverage

The 1974 FLSA amendments extended coverage of the
act’s provisions to Federal employees who were not cov-
ercd earlier (see the FLSA section of chapter V). Since
the lowest Federal pay categories were already above the
FLSA minimum wage, the major impact of the extended
coverage relates to overtime pay.

Civil Service Reform Act of 1978 °

The Cavil Service Reform Act called for basic restruc-
turing of the Federal civil service system. The legislation,
which was proposed by the President and passed by both
the House and the Senate with large vote margins, was
intended to improve methods for hiring, training, and
rewarding Federal employees, and for firing employces
whose work merits this action.

The Congress also approved the President’s Reorgani-
zation Plan No. 2, which 1t received along with the legis-
lative civil service reform proposals. The reorganization
plan ueated three agendies to manage different aspects
of the reform legislation. This plan and most Of the
provisions of the legislation took effect in January 1980.

The Civil Service Reform Act provides the following.

¢ The basic merit principles that are to govern the
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Federal personnel system, including equal pay for
work of equal value.

New systems for appraising employee work per-
formance which are to be the basis for decisions to
train, reward, assign, promote, demote, retrain, or

" remove employees (for reasons other than miscon-

duct). '

New procedures for adverse actions and appeals
whereby such actions may be appealed to a Merit
Systems Protection Board created by Reorganiza-
tion Plan No. 2, or through a grievance arbitration
procedure.

The establishment of a Senior Executive Service
(SES), to include managers in the top levels of
Government, GS-16 through Execcutive Level 1V
or their equivalents. There is to be a 10 percent
governmentwide ceiling on the number of SES ex-
ecutives who may be noncareer, about the same
percentage as when the reform legislation was cn-
acted.

A merit pay system in which the pay increases of
managers and supervisors in grades GS-13 thrcugh
GS-15 will be directly linked to their performance
rather than to their length of service. These em-
ployees will not reccive automatic within-grade in-
creases, as they once did, and they will receive only
half of the cost-of-living pay increases given other
Federal employees. However, they will be eligible
each year for cash awards for meritorious perform-
ance.

Authorization for training employces facing sepa-
ration because of reductions in force to prepare
these employees for placement in another Federal
agency.

Authorization for early retirement for employees
50 years of age with 20 years of service, or those
with 25 years of service regardless of age, when
such employees are faced with major reorganiza-
tions, transfers of function, or reductions in forc.
The climination, on October 1, 1980, of veterans’
preference, for nondisabled military retirces who
arc at or above the rank of major orits equivalent.
Additional rights and benefits airc provided for
veterans with service-connected disabilities of 30
percent or more. (Sce the section onveterans’ pref-
erence in this chapter for a discussion of the vet-
erans’ preference issue.)

A requirement that Federal agencles must notify
local offices of the U.S.-State Employment Service
about each of their vacant positions in competitive
service or in the Senior Executive Service for which
they are secking applications from persons outside
the Federal Government.

Certain collective bargaining rights and obligations
for Federal employees, their representatives, and
Federal agencies. Labor-management relations
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procedures are sct out to make labor relations in
Federal service more like labor relations in the pri-
vate sector while still meeting the special needs of
the Government.

* The right of Federal employees, individually or
collectively, to petition the Congress or a Member
of the Congress, or to furnish information to cither
House of the Congress or its Members is not to be
denied.

* Federal agencies are authorized to adopt the merit
system standards of the Office of Personnel Man-
agement as a requirement in grants to State and
local governments. ’

Reorganization Plan No. 2

This plan, which was approved by the Congress when
the Civil Service Reform Act was passed, aboiished the
U.S Civil Service Commission and replaced it with a
Merit Systems Protection Board and an Office of Per-
sonnel Management. This was done to separate two re-
sponsibilities of the Commissipn—the protection of em-
ployee rights, and the promotion of efficient personnel
management policy. The plan also established a Federal
Labor Rclations Authority to oversee Federa] labor-
management policies and to provide leadership in ad-
ministering those policies.

Apportionment of Federal Jobs

Public Law 95-228, signed February 10, 1978, re-
pealed a section of Federal law which authorized the
apportionment of appointments to Federal jobs in the
District of Columbia. Previously, the jobs were appor-
tioned among the States, the District of Columbia, and
territories and possessions of the United States on the
basis of population.

A 1977 report by the General Accounting Office, an
oversight agency of the Congress, pointed out that the
apportionment did not apply to veterans and that the
combination of apportionment and the exemption of
veterans meant that well-qualified nonveterans from
States exceeding their quotas had little chance of obtain-
ing Federal employment in Washington, D.C. “The fact
that our exempted veteran population is mostly male has
meant that the burden of apportionment falls most heav-
ily on qualified women applicants,” the report said.’

Citizenship Requirements for Federal Jobs

Executive Order 11935 of 1976 states that persons who
are not U.S. citizens may not take competitive Federal
civil service examinations nor be appointed to the com-
petitive Federal civil service, except when necessary to
“promote the efficiency of the service in specific cases or
for temporary appointments.” The order followed a rul-
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ing by the U.S. Supreme Court, Hampton v, Mow Sun
Wong, 426 U.S. 88 (1976), that the general Federal pro-
hibition against the employment of aliens, in the absence
of a Congressional or Presidential mandate forbidding
the appointment of aliens, violated the due process
clause of the 5th amendment to the Constitution.

Appointment of Employees Returned From
Overseas

Executive Order 12362, signed May 12, 1982, makes it
casier for certain overseas employees to apply for Fed-
cral jobs upon their return to the United States. In the
past, spouses who have accompanied a civilian or uni-
formed Federal employee assigned to an overseas post of
duty have often had difficulty in establishing their own
work records. Under the new order, the spouse or other
family member, who is a United States citizen and who
has completed 24 months of fully satisfactory Federal
service overseas, need not, upon return, go through the
process of becominga new applicant for Federal employ-
ment. A person wishing to exercise eligibility for the
simplified procedure must do so within 2 years of return-
ing to the United States and must meet qualification
requirements for the job for which she or he applies. The
Office of Personnel Management will issue regulations
about implementation of the order.

Veterans’ Preference

Under the Veterans’ Preference Act of 1944, nondis-
abled veterans of wartime or peacetime service in the
Armed Forces who pass examinations {or Federal em-
ployment have 5 points added to their score. Disabled
veterans have 10 points added. The law also specifies that
a Federal agency must consider for employment only the
three highest scoring applicants. As a result of the
5-point lifetime preference and the “rule of three,”
women and minoritics and other quahified nonveteran
candidates often face insuperable obstacles in their quest
for Federal jobs. The problem is most severe at middle
and upper levels of management, where the salaries,
functions and status of jobs often attract large numbers
of well qualifiec' candidates. Furthermore, in any agency
staff cutback (this is called a Reduction in Force, or
RIF), veterans may “bump” nonveterans—that is, dis-
place nonveterans in their jobs—even if the nonveterans
have far greater seniority.

The Veterans’ Education and Employment Act of
1976 (Public Law 94-502) narrowed the cligibility re-
quirements for the 5-point preference. The act provides

* Conflnting C. ung"resuonal Policies. Veterans Preferences end Appurtion.
ment vs. Equal Employment Opportunity, Comptroller General of the United
States, FPCD 77-61, 1977, General Accounting Office.
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that persons entering mibeay service after October 14,
1976, are not chgible for the preference unless they
served 1na war or campaign. The full impact of this law
will not be felt for some time because large numbers of
veterans in Federal employment were in military service
betore October 14, 1976, and still enjoy the benefits
provided by the Veterans' Preference Act of 1944,

In a 1977 Report to the Congress, the Comptroller
General of the Umted States said that the Veterans’
Education and Employment Act should have a positive
impact on Federal jub opportunities for women in the
tutare. However, he asked the Congress to reconsider
whether preference accorded those serving before Octo-
ber 14, 1976, was appropriate because it contradits
equal employment opportunity laws and policies. The
report said that the adverse effects of veterans® prefer-
ence were demonstrated by the displacemient and loss of

ranking of women on Federal job registers from which -

cligible applicants are referred for consideration for va-
cancics; by the additional qualifications’needed by nor-
veteran women to compensate for the 5-point preference
thatis awarded a nondisabled veteran; and by thelack of
women on some certificates of ehgibles referred to Fed-
eral agencics.

Proposals for civil service reform urged that the
5-point preference for nondisabled veterans be limited
to the 10 years after a veteran’s discharge, rather than be
a lifetime preference; that the number of applicants con-
sidered by an agency be expanded to seven; that restfic-
tions be placed on the absolute preference given to vet-
erans in RIF’s; and that veterans’ preference be
climnated for retired military officers of field grade
rank or above and be available to other military person-
nel who retired after at least 20 years of service only in
the 3 years after their retirement. The reduction or elimi-
nation of veterans’ preference was vigorously opposed
by major veterans’ organizations and by large majoritics
in Congress. The only proposal relating to veterans’
preference that was enacted by the Congress was elimina-
tion of preference for nondisabled military retirees at or
above the rank of major or its cquivalent.?

An attempt to deal with veterans’ preference in the
courts also failed. In Personnel Administrator of the
Commonwealth of Massachusetts v. Feeney, 99 S. Ct.
2282 (1979), the U.S. Supicme Court held that Massa-
chusetts had not discriminaied against women in viola-
tion of the equal protection clause of the 14th amend-
ment by granting an “absolute lifetime” preference to
veterans and surviving spouses and sutviving‘parents of
veterans in State divil service employment. While the
Court acknowicdged that the Massachusetts statute had
granted a “substantial edge” to veterans, the Court said
that the appellee had failed to demonstrate thac the law in

1 ( ongressional Record, Match 3,1978, 11 1661-1663.
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any way reflects a purpose to discriminate on the basis of
sex. “Purposeful discrimination,” the Court stated,
quoting the Court in Swann v. Board of Education, 402
U.S. 116 (1971), is “the condition that offends the Con-
stitution.”

Friend of the Court brief's were filed by several Federal
agencies. While not defending the Massachusetts law per
se, the U.S. Department of Justice brief defended the
constitutionality of legislation that affords a preference |
to veterans. Subsequently, four Federal agencies—the
Equal Employment Opportunity Commission, the Of-
fice of Personnel Management, the Department of De-
fense, and the Department of Labor—filed a supplemen-
tary bricf which argued that Federal veterans® preference
legislation would not be jeopardized if the Massachusetts
law were struck down. A coalition of women’s groups
supported the challenge to the Massachusetts statute.

Alternative Work Schedules

Legislation (Public Law 95-437) to promote perma-
nent part-time employment at all grade levels of the
Federal government was enacted in 1978. The law de-
fined part-time employces as those working 16 to 32
hours a week. It required Federal agencies to set annual
goals and timetables for establishing or converting posi-
tions for pari-time carcer employment. It also provided
that, as of October 1, 1980, part-time employees be
counted as fractions of positions for personnel ceiling
purposcs.

Another law (Public Law 95-390) called on the Fed-
eral government to experiment with flexible work sched-
ules, including 4-day weeks and other compressed work
schedules. These experiments, which were to occur over
a 3-year period, began in the spring of 1979, and were
intended to determine whether and in what situations
such schedules could be used successfully and perma-
nently by Fedcral agencies.

In September 1981 an interim report from the Office
of Personnel Management concluded that the alternative
work schedule types used in the experiment were success-
ful in most situations from the perspective of both the
experimenting organizations and individuals. In July
1982, Congress enacied legislation which permits but
does not require Federal agencics to use flexible and
compressed employce work schedules on a non-
experimental basis for 3 years.

Occupational Safety and Health

On February 26, 1980, ihe President signed Exccutive
Order 12196 concerning occupational safety and health
programs tor Federal cmployees. The order became ef-
fective July 1, 1980, supcrseding Executive Order 11807
of September 28, 1974. It applies to all agencies of the
executive branch except military personnel and uniquely
military equipment, systems, and opcratidus.
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The order requires the head of cach agency to furnish
to employces workplaces and conditions free from re.-
ognized hazards that are causing or are likely to cause
death or serious physical harm; operate an occupational

safety and health program in accordance with the re-

quircments of the order; comply with all standards is-

sued under Section 6 of the Occupational Safety and
Health Act, assure prompt abatement of unsafe or un-
healthy workmg conditions; and establish procedures to
assure that no employcc is subject to restraint, interfer-
ence, coercion, discrimination or reprisal for filing a
report of an unsafe or unhealthy working condition, or
other participation in agency occupational safety and
health program activities. It also authorizes agency
heads to establish occupational safety and health com-
mittees and continues the Federal Advisory Council on
Occupational Safety and Health, cstablashcd pursuantio

Executive Order 11612,

Military Service

“The number of women in the Armed Forces has in
creased steadily since 1972, when a Department of De-
fense task force was set up to plan for greater use of
women in military service. The purpose was to offset
possible shortages of male recruits in the all-volunteer
military services.? )

In iecent years, women have béen assigned to.a wider
varicty of occupations in the Armed Forces (see chapter
11 for a discussion of the number of women in military
service and their occupations). However, there are still
restrjctions against the use of women in most combat-
related specialties, as noted below undcﬂ\:xdmgs for the

various service branches. Women also are hot assigned to
many noncombat jobs that are held for rotation pur-
poses for men in combat skill assignments.

The Defense Department has taken the position that,
where such restrictions are written into law, these laws be
repealed and the Secretaries of the military branches
should be allowed to set policy for the assignment of
women in their respective branches, with review by the
Secretary of Defense.* In support of this recommenda-
tion, the Department made the following points.

o Sinue 1948, when the restrictions on women were

. enacied, military personnel policies, the roie of
women in society, and the nature of warfare have
changed dramatically.

? Women and the Mivary, Mattin Binkin and Shistey J. Bach, 1977, The
Brookings Institntion, Washington, D.C.

‘ These views were piesented (o the Congress un February i4, 1918, by the
Deputy Sectetary of Defense tn reply to a mandate under Publ.. Law 95-79 that
the Defence Department submit reconimendations on expanding job classifica-
tons to which women nught be assigned and on 4ny changes in law needed to
bring this about This information ts drawn from Women in the Armed Forces,
Ellen ¢ Collier. Iisue Buef No. 1B9045, 1979, updated 1980, Library of Con.

<agress. Congressional Research Service, ,
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* Large numbers of women, properly trained and
selected, have the physical and mental ability to
serve in the entire range of military classifications.

* Prohibiting Navy women in seagoing ratings from
their fair share of sea duty results in excessive sea
duty for men and is inconsistent policy between the
Navy and the Coast Guard in the assignment of
women to ships (see section of this chapter on the
Coast Guard).

¢ Legislation has permitted female commissioned
Air Force officers who are judge advocates, chap-,
lains, or in medical fields to serve aboard aircraft
engaged in combat missions, while other female
officers and enlisted women cannot do so.

¢ Costs would not be prohibitive if these policies
were changed. For example, ship modifications to
allow assignment of women to ships are estimated
to cost approximately $10,300,000 over a 5-year
period.

In 1980 the President proposed that régistration for a

military draft be resumed under a plan that would in-

lude women as well as men. In addition, the Deputy

Assistant Sccretary of Defense for Manpowser testified 1n

favor of draft registration for women. However, this

proposal was not supported by the Congress. The new

Selective Service law provides for registration of men

only. In July 1980, the U.S. District Court for thc East-

ern District of Pennsylvania ruled that registration for

males only violated the Sth amendment, 49 LW 2066,

July 29, 1980. On December 1, 1980 the U.S. Supreme

Court agreed to review this decision.®

Among the initiatives of the Department of Defense to
improve the status of women inthe Armed Forees are the
following:

* It is anticipated that women will increase from 6
percent of the total military enlisted force in 1977
to about 9 percent in 1985.

¢ The military services have suwcessfully integrated
women into the military academes (see chapter 11).

¢ The Department has supported and responded to
recommendations of the Defense Advisory Com-
mitteec on Women in the Scrvices (DACOWITS).

¢ The Department has conducted scientific studies to

assess the feasibility of expanded use of women in
military service and of ways to facilitate this expan-
sion. For example, two completed studies on the
effectivencss of women in Army units under simu-
lated combat conditions showed no lessening in the
readiness of units, even when women constituted
up to 35 percent of the units’ total strength. Studies
being conducted on Navy ships with male and fe-
male crews have, to date, found no lessening of
readiness. Other studies include defining physical

' In Rosther v, Guldberg, un Junc 25, 1981, the Supreme Court upheld the
constitutionahty of the registration plan..
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standards for jobs and identifying criteria for ma-
terial and equipment that are suitable for use by
both sexes.

By examining its policies that are not based on law,
the Department has opened jobs previously closed
to women. For example, women are npw serving in
the Air Force in Minuteman missile crews, piloting
and navigating training and support aircrafi, and
serving in aircrew positions as in-flight refueling
operators and loadmasters.

e The Department established the Department of
Defense Civilian/Military Service Review Board.

\ This board considejed the services of certain
\ groups of nonmilitary women who supported mil-
) itary operations in World Wars 1and II, Korea, and

Vietnam to determine if the services rendered

should be considered as active military duty under

laws administered by the Veterans Administration.

The Board ruled to extend the benefits cqrﬁ/cycd by

_ these laws to several groups, among them the ap-
proximately 800 women who served in the civilian

‘Women Air Force Service Pilots (WASPS) and to

the many U.S.'female citizens who served the mili-

tary in World War 1 as telephone operators in the

European Theater.
¢ The nuluary services have issued policy directives

stating that sexual harassment in the military is

unacccptablc,bchavior. In addition, the Depart-
ment has developed a definition of sexual harass-
ment that applies specifically to its military and
civilian personnel. It has also called on the Secre-
taries of the military Departments to have appro-
priate training programs and a monitoring and re-

porting system on sexual harassment. (For a

discussion of Federal laws and regulations dealing

with sexual harassment generally, see section of
chapter V on sexual harassment.)

Greater participation of women in the military has
also been pursued by individuals and organizations out-
side the Federal Government through lawsuits. For ex-
ample, in 1976, six women challenged as unconstitu-
tional Army and Air Force regulations which generally
disqualified for cnlistment unmarried parents of minor
children. The case has not yet been decided. (Mack v.
Rumsfeld, No. 76-22 (W.D. N.Y,, filed January 20,

1976.) ‘ :
The present status of women in the military services is

discussed below under each branch of the service.

Army .

There is no legislative prohibition against the assign-
ment of women to combat-related specialties in the
Army, as there is for the Navy and the Air Force, How-
ever, Army policy imposes similar restrictions. Women
are prohibited in 38 active Army military occupationai
engcialties as well as in any infantry, armor, cannon field
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artillery, combat engineer, and low altitude air defense
artillery unit of battalion/squadron or smaller size re-
gardless of the occupational specialty.*

At the end of August 1982, the Army announced that
the closing of 23 additional specialties out of a total of
351 specialties was being reccommended because they are
found in the main battle area or they involve routine
engagement in direct combat. The Army has also deter-
mined the physical demands for every entry level enlisted
specialty and developed a physical capacity test battery,
which will be validated for reliability and job relatedness
before being administered to all male and female enlist-
ees.

Enlistment Standards—In February 1979 the Ameri-
can Civil Liberties Union (ACLU) filed a class action
lawsuit in the U.S. District Court for the District of
Columbia, Beatty et al. v. Brown, Civil Action No.
790512, alleging that the Army’s different enlistment
standards for men and women constituted discrimina-
tion for reasons of sex. On May 18, 1979, the Army
announced that, as of October 1, 1979, its enlistment
requirements would be identical for men and women. On
June 28, the court dismissed the case without prejudice.

Currently, all women are required to be high schoot
diploma graduates to be eligible to enlist in the Active
Army but male General Educational Deveiopment
(GED) certificate holders are eligible to entist.

Navy

On July 27, 1978, in a suit brought by six officers and
enlisted women in the Navy, the U.S. District Court for
the District of Columbia held that section 6015 of title 10
of the U.S. Code, which barred Navy women from as-
signments aboard ships other than hospital ships or
transports, was uncosstitutional, Owens v. Brown, 455
F. Supp. 291 (1978). The court noted that, while the basic
purpose of 10 U.S.C. 6815—to increase the combat ef-
fectiveness of Navy ships—was unquestionably a gov-
ernment objective of the highest order, the defendants
had failed to show that military preparedness was the
objective. The law, the court said, was related more to
traditional ways of thinking about women. The court
ruled that tlie sweep of the statute was too broad and
violated the equal protection rights embodied in the Sth
amendment because it banned an entire sex from a wide
rangs of career opportunitics. However, the court up-
held the authority of the Congressand the Navy to assign
women on the basis of military necd and effectiveness. In
this congniection, the court said that:

Nothing in this decision is meant to shape the
contours of Navy policy concerning the utili-
zation of female personnel. . . Thoss are es-
sentially military decisions that are entrusted

PR
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¢ Wemen in the Armed Forces, 0p. Cit.
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to executive authorities and the Court ex-
presses no view on what their outcome should
be.

Following this court ruling, the Congress modified 10

U'S C 6015 to permit women to be assigned to perma-
nent duty on noncombat vessdls and temporary duty
aboard combat vesscls, A repair Ship, the USS Vulcan,
made history late in 1978 when if became the first Navy
ship with feinale sailors permanently assigned abpard. In
1979 the Vulcan sailed to the Mediterrancan with its
women crew meinbers aboard. By October 1980 there
were more than 90 female officers and 560 enlisted
women on 24 Navy ships. By 1985 the Navy plans to have
190 female officers and 5,000 enlisted women aboard 49
ships.

Air Force

Section 8549 of title 10 of the U.S. Code prohibits the
assignment of women to aircraft that are assigned com-
bat missions. On the basis of this combat restriction, 4
out of 230 Air Force specialties are closed to women:
defense gunner (B-52); para rescue recovery; radio
operator‘maintenance driver (this occupation is located
with Army frontline units, where Army women are ex-
cluded); and security specialist (persons in this occupa-
tion guard planes loaded with nuclear weapons).’

Marine Corps

Limitations on the recruitment and assignment of
women in the Marine Corps are established by policy
rather than by statute According to a Brookings Institu-
tion study, these limitations on women “are indirectly
influenced by the Congressional prohibition against
women serving aboard naval vesscls (wnh combat-
related assignments),”*

The primary mission of the Corps is amphibious war-
far2, ard the buik of Marine units are periodically de-
ployed aboard amphibious ships, this study noted. Al-
though all but four fields have been opened to women
Marines  infantry, field ertillery, tank and amphibian
tractor crew, and air crew —the employment of women
intheseand other fields is still limited by the policy of not
placing women in units with combat-related assign-
ments.

Coast Guard

Thel' S Coast Guard, U S. Department of Transpor-
tation, announced on August 11, 1975, that, for the first
time, women would be admitted to the Coast Guard
Academy.

' Romenin the \roted Forces, op it
¢ Womenand 1he Milular,, op it
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In order to make the Coast Guard's nondiscrimirfation
policics a statutory requirement, the Congress enacted
Public Law 94-572, signed October 21, 1976. It provides
that all appointments to the Coast Guard Academy be
made without regard to the sex, race, color, or the reli-
gious belicfs of applicants. The law directed the Secre-
tary ofTransportauon to take necessary action tg ensure
that “female individuals™ are eligible for appointment
and admission to the Academy, and that relevant stand-
ards for appointment, admission, traiming, graduation,
and commissioning of women be the same as those for
men except for minimum essential adjustments required
because of physiological differences betwgen males and.
females.

On August 30, 1978, thc U.S.sCoast Guard announced
the following policy decisions:

¢ All female and male graduatcs of the Coast Guard
Academy will be assigned to sea duty for their
initial tours as commissioned officers.

* Crews made up of both sexes may be assigned to
any Coast Guard unit, afloat or ashore, that can
provide reasonable privacy for each sex inberthing
and personal hygiene,

* Nuiperical ceilings based on sex were removed
from recruiting goals.

* Administrative restrictions based on sex were re-
moved in relation to training, advancement, and
specific job assignments. (Women previously were
excluded from the firc control technician, gunner's

« mate, and sonar technician ratings.)

» Allofficer career ficlds and all enlisted ratings were
opened to military personnel of cither sex.

In April 1979 a woman became commander of a U.S.

Coast Guard cutter for the first time.

Federal Retirement Systems

The Federal Gouvernment, the nation's largest em-
ployer, operates 38 major retirement programs covering
over § mulion employees. These plans pay over $15 bil-
lion per year to about 2.6 million retirees and survivors.
1n general, Fedeial plans provide for beneficiaries more
generously than private plans. Almost all Federal plans
are indeaed for infiation in contrast to private plans,
which usually do not provide cost-of-living adjust-
mentis.!

The Civil Service Retirement System (CSR), by far the
largest of the Federal civilian programs, covers over 90
percent of civilian employees. Some of the'smaller and
more specific Federal retirement systems cover personnel
of the Forcign Service, Federal Reserve Board, the Ten-
nessee Valley Authority, and Central Intelligence

* Social Security and Pensions: Progtams of Equuey and 'Sccum‘_'.-, asection oY
the special study on Econonuc Change, the Joint Economic Commuttee of the
U S. Conyress, 1980,
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Agency. While partiupants in a majority of the smaller
plans havesocial security coverage, persoanel in the Chvil
Service Retirement System do not,contyibute to social
seeunity, nor do they receive social sccu{ity benefits un-
less they were in other covered jobs before, during, or
after their Federal employment.

This discusston of Federal retirelaent systems is lim-
sted generally to the Civil Service Retirement System and
military retirement. '

Civil Service Retirement System

As of September 30, 1981, this system covered 2.7
muthon current employees and paid benefits to over 1.7
nullion teurees and surviv ors. Participants in the system
and the | ederal Government contribute to the retirement
fund.

Of particular interest here to women is a law (Publfc
Law 95-366 of 1978) which provides that civil service
retirement payments or future paywments which would
otherwse be made to an annuitant or future annuitant
shall be pard, i whole or 1n part, by the Federal Govern-
inent 1o another person suchas a former spouse if this is
expressly provided for by the terms of a court order in
connection with a divorce, annulment, or legal separa-
tion. The need for such legislation was stated in the
Scnate report accompanying the bill, which said that the
Federal retireinent system “fails to provide economic
protection to the former spousc of a Federal employee.
Such a failure, in many cases, leaves the dependent
spouse with no direct retirement benefits despite many
years of working, without compensation, managing a
home, raising children, and contributing time and effort
to the joint marital enterprise.”'?

The law as enacted was substituted during markup in
the House .Subcommittee on Compensation and Em-
ployee Benefus for another bill, which would have enti-
tled a former spouse of a Federal employee, who had
been married to that employee for 20 years, to a portion
of the employee’s retirement annuity, independent of
any court decree, property scttlement, or other court
action,

As provided by Public Law 95-317, signed on July 10,
1978, Federal annuitants may eicct, within one year of
remarniage, to reduce their annuity_ in order to provide a
survivor’s annuity to a nétv spouse. For annuitants who
survive a spouse, the annuity reduction is eliminated
unul the annuitant chooses to designate another quali-
fied individual for a survivor's annuity.

~ In a comparable act:on Congress passed the Foreign

Service Act of 1980 (Public Law 96-465) providing for
pro-rata pensions and survivor benefits for former
spouses of Foreign Service employees.

" Amrm'imx Tute S, Unised States Code, Senate Report No, 95-1084, August
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The U.S. Supreme Court has held, in United States v.
Clark, 100 S. Ct. 895 (1980), that a recognized natural
child—that is, an illegitimate child—of a Federal em-
ployee who is covered by the Civil Service Retirement
Act is entitled to survivors’ benefits when the child lived
with the deccased employee in a “regular parent-child
relationship,” regardless of whether the child was doing
so at the time of the annuitant's death. Lower Federal
courts have uniformly held that the “lived with” require-
ment violates the equal protection provision of the 5th
amendment, since there is no such requirement with
regard to legitimate children. However, the U.S. Su-
prene Court stated in its decision that it is well settled
that the Court will not pass on the constitutionality of an
actof Congress if a construction of the statute is possiblé
without raising constitutional questions.

Mandatory Retirement

The Age Discrimination in Employment Act Amend-
ments of 1978, Public Law 95-256, eliminate an upper
age limit in employment for most civilian Federal em-
ployees, effective September3Q, 1978. The amnendments
do not affect certain Federal employces whose retire-
ment is required or otherwise authorized by statute. The
right to be treated on the basis of ability to perform a job
and the inadequacy of income in the rctirement years
were cited as factors demonstrating need for the amend-
ments. !

Military Retirement

The military services retirement system differs consid-
crably from most civilian employee systems. It is onc of
the most generous programs in the country, partly be-
.ause pensions are an integral part of the military’s
unique total compensation package.'? Pension benefits
are awarded after 20 years of service regardless of age
The 20-year retiree receives 50 percent of final basic pay
while the 30-year retiree receives 75 percent. (Basic pay
constitutes 75 to 80 percent of regular military compen-
sation,) Members of the Armed Forces have been cov-
ered under social security since 1956 and have paid taxes
on their earnings. In addition, since 1978, for every $300
of basic pay, the military employee reccives a social
security wage credit of an additiona! $100 (up to a maxi
mum of $1,200 per year) to reflect allowances, such as
housing, over and above basic pay. It is estimated that
military retirees receive aimost 100 percent of after tax
preretirement earnings from a combination of military
pensions plus social security. In fiscal year 1981, the
military system paid $12.1 billion to 1.1 million non-

Y Amending the Age Dscrimination in Employment Act Amendments of
1977, Senate Report No. 95-493, October 12,1977,
" Social Security and Pensions: Programs of Equity and Secunily, op. cil.
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disability retirees; $1 3 billion to 146,000 disability re-
tirees; and $329 million to survivors.

On June 26, 1981, the Supreme Court ruled that Fed-
eral law precludes a State court from dividing military
nondisability retirement pay as part of a divorce settle-
ment in community property States. McCarty v. Mc-
Carty, 101S. Ct. 2728 (1981).

On September 8, 1982, the President signed the De-
fense Authorization Act (PL 97-252), Title X of which

»
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incorporated the Former Spouses Protection Amend-
ment. The act will allow State courts to consider military
retirement bencefits as marital property and thus sub;ect
1o property division in divorce settlements. The act also
authorizes continued medical care and continued use of
commissary privileges for unremarned former spouses
who have been married to a military member for at least
20 years.
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Chapter VII

STAYE LABOR LAWS OF SPECIAL INTEREST TO WOMEN

§

Today all of the S0 States, the District of Columbia
and Puerto Rico have laws affecting some aspect of
women’s employment Most of these laws developed
from legislation which States first began toenact as carly
as the mid-nineteer'™ century in an effort to protect
wornen and children from exploitation in the labor mar-

ket

This chapter briefly describes the de.elopment of
State labor laws of special interest to women (since
1960), changes in those laws during the last two decades,
and the present status of the laws on a State-by-State
hasis The minimum wage section of the chapter illus-
trates in particular how standards once established only
for women came to protect all workers.

‘A State-by-State table is provided in this chapter for
ready reference. Table VII-2 shows selected State laws

' which affect women workers in private industry. The
data, venfied as of January 1, 1982, unless otherwise
noted, are subject to change as States continu~ to amend
+ their statutes. The latest information on a particular
State can bé obtained from its labor department, human
rights commnission, or attorney general.

Early Developments

The movement to enact labor standards for women
began during the middle and late years of the last cen-
tury. At first workers sought legislation with provisions
for men and women, but they lacked the power to get
such legislation enacted. However, they were able to gain
protective legislation for women and children.

The term “protective laws” came to be used in connec-
tion with a broad range of labor standards for working
women which provided a minimum floor for women'’s
wages and set limits on long hours and other harsh work-
ing conditions,

In her study of the development of these laws, Ronnie
Ratner says that during the period when the first of these
laws was enacted, the courts were especially hostile to
any interference by government with the freedom of

employers and workers tu negotiate labor contracts.!
But, because women and children wer= not regarded as
the legal equals of adult males, they were not subjected to
this laissez faire doctrine. Workers successfully argued
that women and children needed government protection
because of their subordinate legal status. Male textile
cmployees in New England, where there were early ef-
forts to gain reforms in hours of work, accepted this
compromise of protection with limited coverage in the
hope that reforms in hours of work and other working
conditions would eventually be extended to men because
women and men often worked in interrelated jobs.

Some of the sex-specific lavss that were enacted re-
stricted women from working at night, working in cer-
tain occupations, and working during specified periods
before and after childbirth. Several of the laws incorpo-
rated plant facility standards for women such as seats,
dressing rooms, and lunchrooms, By 1960 all S:ates, the
District of Columbia, and Puerto Rico had protective
legislation for women workers.

Ratner notes that sex-specific laws were a precedent

for sex-neutral labor standards, as some early workers
had anticipated. Government intervention in the econ-
omy on behalf of women and children. was an entering
wedge which later was used both to obtain legislative
protection on behalf of most workers in our modern
industrial society, and to withstand challenges to the
constitutionality of such legislation.

An example of the major change that has occurred in
labor standards legislation during this century is shown
in the development of State minimum wage laws (charts
VIl-1 and V11-2). The first State minimum wage legisla-
tion was a 1912 “recommendatory” law in Massachu-
setts, which could be enforced only by making investiga-

' The Paradox of Protection. Maximum Hours .n the Unitea States, by Ronmie
Steinberg Ratner, International Labout Review, Vol. 119, Nu. 2, March-Apnil,

1980 Secalso Growthof gubor Law ir: the United States, 1967, U, S, Department
of Labor.
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Cnart Vil 1

Early State Minimum Wage Laws”
Coverage: men and women

4

-4

©
ALASKA

HANAI

*Shows date of tirsl enactment of State Mimmum
WGP LaWS PASSAd Ihrough 1938 the yeat the Federal
mnimom wage law (Fau Labor Standards Act was
snacted 100 Men and women Applicalion of these
Aty Stats Laws was ms3inctad o women and minois
axcept 1o Oklahoma where Covorago Of men was
dectarsd unconstitulonal w1939 on the basis of
technical dafect

tions and printing tne names of offenders in the
newspapers. T or many years, State minimum wage legis-
lation was almost exclusively for the protection of
women and minors, and did much to raise their ex-
‘tremely low pay in manufacturing, trade, and service
industries. By November 1980, most State minimum
wage legislation generally provided equal .overage for

women and men.

The Shift to Equal Status

The Tair Labor Standards Act of 1938 (FLSA) marked
a turning point 1n labor standards legislation by estab
hishing sex-free standards for a mimimum wage in em
.pluyment covered by the act and premium pay for over
tume after 40 hours a week (sce FLSA section of chapter
V1) However, most women wotkers wer € not oy ered by
the 'LSA as originally enacted because women held jobs
insuch ueeupations as retail sales, laundry, clerical, and
private houschold work, which were excluded from
[ LSA coverage. Thus State laws remained for many
wumen workers their only protection against substand-
ard wages and excessive hours.

In the eatly 1960°s major national attention was fo-
cused on the need to eliminate discrimination based on
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race, and Congress enacted a comprehensive law, the
Civil Rights Act of 1964 (see title VII, chapter V, on
Federal laws). Title VII of the Act prohibits discrimina-
tion in private employment based on sex, race, color,
religion, or national origin. The law permits exceptions
where sex is a “bona fide occupational qualification”
reasonably nccessary to the normal operation of a busi-
ness. Some women’s groups and unions urged the Equal
Employment Opportunity Commission (EEOC), which
administers title V11, to permit continued use of protect-
ive legislation for women until the States had time to
assess which of these laws should be repealed or ex-
tended. In December 1965 the EEQC issued sex discrimi-
nation guidelines that approved use of the restrictive
State laws under the bona fide occupational gualifica-
tiofi proviso of title VII, provided that the employer
acted in good faith and that the law protected rather than
discriminated against women.

However, increasing numbers of women began to file
complaints because State laws were being used by em-
ployers and unions to exclude them from jobs. The
EEOQC invited comment on the question of protection
versus equal opportunity at public hearings in 1967, at
which most of the testimony emphasized the discriniina-
tory effect of the State statutes.
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Chartvii2

Minimum wage laws in effect as of lanuary 1, 1982.
Coverage: men and women, except as noted
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In 1968 the EEOC filed a brief in support of a woman
who charged that her rights under title VI1 were violated
when an employer relied on California’s restrictions on
hours and weightlifting to deny her ajob as agent telegra-
pher The lower court ruling in favor of the complainant
was upheld by the 9th Circuit Court of Appealsin Rosen-
Jeld v Southern Pacific Co., 444 F 2d 1219 (1971), an
opinion that addressed the sweeping proscription of
strenuous jobs for women as follows:
The premise of Title VI, the wisdom of
which is not in question here, is that women
are now to be on equal footing with men, The
footing is not equal if a male employee may
be appointed to a particular position on a
showing that he is physically qualified, but a
female employee is denied an opportunity to
demonstrate personal physical qualification.
I'quality of footing is established only if em-
ployees 7olhcmisc cnticced to the position,
whether male or female, are excluded only
upon a showing of individua! incapacity.
Because limits on the hours worked were the most
comhmon State restriction affecting women, title VII's
effect on these laws was the most dramatic—as courts,

.

ttorneys general, and legislatures nullified or repzaled
the laws. Occupational restrictions for woren also came
under increased attack. For example, 1n 1971 the Cahfor-
nia Supreme Court struck down a prohibition against
women tending bar (except vhen they were licensees,
wives of licensees, or sole shareholders of a corporation
holding the license) with the following observations:
Laws which disabled women from full partic-
ipation in the political, “business and eco-
nomic arcnasarc often characterized as “pro-
tective” and beneficial. . . . The pedestal
upon which women have been placed has all
too often, upon closer inspection, been re-
vealed as a cage. Sail’er Inn, Inc., v. Kirby, 5
Cal. 3d 1.

As for State laws that conferred a benefit such as
minimum wage onwomen but not on men, EEQC guide-
lines state tnat employers violate title VII if they do not
provide the same benefits for male employees, or 1f they
refuse to hire women in order to avoid payment of mini-
mum wages or overtime pay. :

In recent years, the FLSA has been amended several
times to greatly broaden its coverage. Most States that
had provisions for overtime pay for women only have

v
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amended their ]aw» to extend protection to men and to
reduce the number of hours for whith straight time may
be paid. Moreover, States that have enacted overtime
provisions for the first ume have made them applicable
to both men and women.

With respect to such sex oi-..ated State laws as those
requinng speual rest and meal peniods or physical facih
ties, such as seats, for women only. There have been both
lusses fur.women when such provisions were part of
nulhfied or repealed maximum hours laws and gans for
men when coverage of the laws has been extended to men
and through the application of State fair employ ment
practices (FEP) law, which prohibit sex discriminanonin
“all conditions of employment.”

Minimum Wages

Forty-one States, the District of Columbia, and
Puerto Rico have minimum wage laws for adults with
munmum rates currently i effect. Only one State ex-
cludes men from cuverage, 1n contrast with 1960, when
moust ot the 35 munmum wdge laws did not apply to men.

State mmmum wage laws are of two basic types. thuse
that contamammmuman the law itself (a statutory rate)
and those that authorizean admimstrator.cr wage board
to set nummum raies by occupation or 1ndu>try Several
States combine the two types and have both a statutory
minimum {or most employment and provisions for wage
urders o estabhish rates and. ur working conditions for
certain veeupations or industries. Only the legislature
can change statutory rates, but wage orders can be modi-
hied by the admunistrator vr wage board. Under both
types of nungmum wage law, lower rates are geaerally
payable to learners and apprentces, handicapped per-
sons, and minors.:

Statutory State mimimum wage rates for expericneed
adubts varied widely 1 mid-1982—from a low of $1.25
an hour 1n Georgla o a high of $3.85 in Alaska. Some
States provide tur automatic upward adjustment if the
Federal minmunl wage rate 1s increased. When workers
are covered by buth the [ ederal mimmum wage law (the
Fair Labor Standards Act’>or FLLSA) and a State law,
they are enutled to the higher rate.

There 1s alvo wonsiderable vanation in the coverage of
State mimimum wage laws. Some exempt sach groups as

employers with less than a specificd number of workers;

nonprotit, rehg.ous, and chafitable institutions, workers
in speafied occupations; and workers covered by the
L SA. On the other hand, State minimum wage laws
otten benefu workers in certain local trade and small
service establishments not-covered by the Federal law.
Moreover, many State nummum wage laws protect State
and- or luval government employees whose voverage un-
der the FLSA has been found unconstitutional by the
U.S. Supreme Court {(see the FLSA section in chapter
V).
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Historical Recovd

As was noted above, for many years State minimum
wage legislation was designed almost exclusively to pro-
tect women and minors, and did much to raise their
extremely low pay in manufacturing, trade, and service
indu.tnes. During the early years, most States chose the
wage board method of establishing rates.

Progress in the establishment of miaimum wage laws
was interrupted by a 1923 decision of the U.S. Supreme
Court declaring a District of Columbia minimum wage
:aw unconstitutional on the ground that it deprived lib-
erty of contractin personal employment, Adkins v. Chil-
dren s Hospital, 261 U.S. 525. A struggle ensued. Several
State minimum wage laws were declared unconstitu-
tional by State or Federal courts, and others became
inoperative from lack of wage board activity or appro-
priatious. No new minimum wage laws werc enacted for
10 years.

Then, despite the Suprcmc Court decision in Adkins,
the depression years of the 1930's brought a revival of
interest in minimum wage legislation. As States sought
new formulations to achicve the minimum wage objec-
tive, these, too, were/struck down. The issue was not
resolved until 1937, when the Supreme Court expressly
reve sed its Adkins decision and upheld the constitution-
ality of the minimum wage law in the State of Washing-
ton, West Coast Hotel v. Parrish, 300 U.S. 379. At this
point, laws that had becn held unconstitutional were
reexamined. Some were declared valid, while others were
enacted in a different form. Several States enacted mini-
mum wage legislation for the first time. Gf the 29 juris-
dictions that had at some time enacted minimum wage
legislation, 22 States, the District of Columbia, and
Puerto Rico had minimum wage laws in effect in 1938
when the Congress enacted the Fair Labor Standards
Act, which law set a minimum rate for women ai.J men
and required premium pay for overtime.

Many States haye since passed minimum wage laws for
the first time and others extended and strengthened their
early laws. The following are characteristic modifica-
tions: .

* Extension of coverage to men; to small establish-
ments; to additional occupations— for example, to
private houschold workers, farm laborers, and em-
ployees receiving gratuities.

Establishment of a statutory rate in addition to_ or
instead of wage order provisions.

e Strengthening of enforcement.

Increase of the statutory rate, sometimes exceeding
the Federal rate.

Provision for increasing the State minimum rate
whenever the Federal minimum increases, in the
same amount and on the same date.

Addition of premium pay for overtime.
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Minimum Wage Jurisdictions

The 43 jurisdictions with minimum wage laws for
adults are:

Alaska Maine Qklahoma
Arkansas Maryland Oregon
California Massachusetts  Pennsylvania
Colorado Michigan Puerto Rico
Connecticut Minnesota Rhode Island
Delaware Montana South Dakota
District of Nebraska Texas

Columbia Nevada Utah
Georgia New Hampshire Vermont
Hawaii New Jersey Virginia
Idaho New Mexico Washington
lllinois New York West Virginia
Indiana Neroth Carolina Wisconsin
Kansas North Dakota  Wyoming
Kentucky Ohio )

States that do not have minimum wage laws for adults
are Alabama, Arizona (the Arizona law on minimum
wages for women and minors was amended in 1973 to
cover minors only), Florida, lowa, Louisiana, Missis-
sippi, Missouri, South Carolina, and Tennessce.

Coverage of Private Household Workers

Before the Federal minimum wage law was extended
to some private houschold workers in 1974, these work-
ers were protected only under a few State laws. Most
workers in this overwhelmingly female occupation have
been eacluded from State minimum wage coverage or are
«overed only if they work in households with large staffs.

Among junisdictions with a statutory minimum wage
~hich i applicable to employers of one or more persons,
Al but Maryland and Massachusetts have special exclu-
stons tor certain types of household workers, For exam-
ple, the District of Columbia, Minnesota, New York,
Olio, and South Dakota exclude babysitters and, or
cumpanions from their “one-or-more™ coverage. Other
eaclusions are. in Connecticut, babysitters and private
houscliold workurs who are covered by the Federal mini-
mum wage law, in Montana, babysitters and persons
employed directly by the head of a household to care for
dependent children; in Nevada, casual babysitters and
live in cmployees, in New Jersey, part-time employees
who are primanly engaged in the care and tending of
Jduldren in the employet’s home, and in Puerto Rico, all
private household workers, except for chauffeurs.

Michigan covers employers of two or more persons
without'exclusion for household work. Kentucky covers
ciployers of two or more regularly employed houschold
workers but excludes babysitters and companions.
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Arkansas covers employers of five or more persons, but
excludes persons who provide services that are not per-
formed in the course ci the employing unit’s trade or
business. Indiana covers empleyers of four or more per-
sons who perform services in the course of the employing
unit’s trade or business. Nebraska covers employers of
four or more persons, but excludes babysitters. West
Virginia covers employers with six or more employees
“in any one separate, distinct and permanent establish-
ment.”

California, the District of Columbia, and Wisconsin
cover household workers by wage order or regulation.
However, the California order is not applicable to “per-
sonal attendants.” The Wisconsin regulations exclude
casual employment, which is defined as employment that
is irregular or intermittent and for not more than 15
hours a week, and babysitters are excluded by the Dis-
trict of Columbia.

All private household workers are specifically ex-
cluded from the minimum wage coverage of the follow-
ing 20 States:

Alaska Maine Rhode Island
Delaware New Hampshire Texas
Georgia New Mexico Vermont
Hawaii North Carolina  Virginia
Idaho Oklahoma Washington
Illinois Oregon Wyoming
Kansas Pennsylvania

Coverage of State and Local Government Employzes

The U.S. Supreme Court has made it clear, in National
League of Cities v. Usery, 426 U.S. 833 (1976), that the
operation of schools, hospitals, fire departments, police
departments, sanitation services, public health services,
and parks and revication services is a traditional func-
tion of States and their political subdivisions. For this
reason, they are outside the power of the Congress with
respect to minimuin wage coverage (see the Tair Labor
Standards Act, or FLSA, section in chapter VI). The
Department of Labor has since determined that the oper-
ation of libraries and museums also is a traditional State
and local function. Public employees wha are not pro-
tected by the FLSA are therefore dependent on State
minimum wage laws. ‘

Of the jurisdictions that have a statutory minimum
wage for private employment in general, the following 10
States also speuifically include both State and local gov-
ernment employecs:

Connecticut Massachusetts  Pennsylvania
illinois Michigan West Virginia
Indiana Neorth Carolina

Maine Ohio
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I he followimg 10 Staies speaifielly exclude all or al-
must all State and local guvernment employees from
Minimum wage coverage:

Alaska Nevada Puerto Rico
Hawan New Mexico Wyoming
Idaho New York

Nebraska Orcgon

1n addmon, Arkansds excludes all public employ ment
exvept for public schools and schoul districts (vovered
vnly since 1979), Vermont excludes State employment,
the District of Culumbia excludes its own employees,
and Minnesota excludes several categories of public em-
ployment, including police and fire protection services.
A number uf State laws with statutory miniinum wage
rates are silent in their coverage, exemption, and defim-
tiot sections 1n regard to public employees. However, in
practice, eight of these States—Georgia, Kansas, Mon-
tana, Oklahoma, Rhode Island, South Dakota, Virginia,
and Washington—do cover State government employ-
“ces. New Hampshire and Kentucky enforee a minimum
wage with respect to lowal, but rot State, governments.
Delaware, Maryland, and New Jersey do not cover pub-
he employees. In Texas, where enforceinent of the $1.40
hourly mimmum wage rate must be through an employee
suit 1n the vounty where an underpayment occurred, the
status of voverage for local government employees is
uncertam. (The rates for all State personnel classifica-
twns 1N Texas are set °n annual appropriations laws.) |
There is no voverage of public employees in States that
set the mimmum rate by methods other than statute
oniy—C alifurma, Colorado, North Dakota, Utah, and
Wisconsin, Some States that exclude public employeces in
their nummum wage law wover these employees in a
separate law.

Qvertime
\\

In 1960, 34 of the junsdictions which restricted weekly
and, or daily working hours for women 10 at least some
industnies also duthorized exceptions on a seasonal basis
or i the.event 6f an emergency. Ten of these jurisdic-
tions hinked the exceptions with a requirement for pre-
mwm pay for excess hours worked. In addition, three
jurisdictions without a maximum hours law had.a mini-
mum wage law requiring premium rates for time worked
beyond specified hours. Nine of the 13 jurisdictions that
required premium pay for overtime restricted coverage
to women.

The Federal Fair Labor Standards Act, which applies
1o both men and women workers, generally requires
payment of 1Y times an cmployce’s regular rate for
hours worked in excess of 40 a week, but does not require
premium pay for overtime on a daily basis (sce FLSA
section in chapter V). Now 31 States, the District of
Columbia, and Puerto Rico have laws in effect which
Q" wre premium pay for overtime; nearly all of the over-
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time requirements are in minimum wage laws. Only five
jurisdictions have a standard that includes premium pay
for excess hours per day. One of these, Wyoming, has the
only enforced statute which applies only to women.
However, the administrative agency in Wyoming uses
the State fair employment practices and equal pay laws
to cxtend coverage to male workers. The number of
jurisdictions that require premium overtime pay for men
has increased almost cightfold over the last two decades.
On the other hand, women in two States have lost pre-
mium pay for overtime because of the repeal of maxi-
mum hours laws.

In some States, certain categories of workers who are
vovered under minimum wage provisions are excluded
from the requircment of premium pay for overtime.
However, as in the case of minimum wages, overtime
protection under State laws is sometimes broader than
under Federal law.

There are many variations in the language of State
overtime provisions. New York requires payment of 1'4
times “the basic minimum hourly rate” for overtime
work. Puerto Rico requires double the rate agreed upon
for regular hours (except that employers subject to the
Federal minimum wage law are required generally to pay
only time and a half for hours in excess of 8 a day). Most
other jurisdictions set the standard in terms of ““time and
a half” or 1'% times the employee’s “regular” or “usual”
rate or “rate at which employed.” California wage orders
not only require 1'% times the regular rate for more than
40 hours a week, but also generally require 1'4 times the
regular rate for all hours in excess of 8 and through 12in
a workday and for the first 8 hours worked on the sev-
enth workday in a week, and require double time for
additional hours. Some statutes, as in the case of Ne-
vada, permit mutual agreement by employers and their
employces on 10-hour day, 4-day workweeks.

The following list of jurisdictions with premium pay
requirement in effect shows the hours after which pre-
mium pay is generally required (8,40 indicates an 8- hour
day and.or a 40-hour week). Where a range of weekly
hours is shown, variations exist for occupations or indus-
tries, some variations tor single industries or for seasonal
employment are not shown:

Alaska 8/40 Michigan 40
Arkansas 40-48 Minnesota 4o
California 8/40 Montana 40
Colorado 40 Nevada 8/40

New Hampshire 40
New Jerscy 40

Connecticut 40
District of Columbia 40

Hawaii 40 New Mexico 48
Illinois 40-46 New York 40-44
Kansas 46 North Carolina 45
Kentucky 40 North Dakota 40
Maine 40 Ohio 40
Maryland 40-48 Oregon 40
Massachusetts 40 Pennsylvania 40

.
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Puerto Rico 8740 West Virginia 40
Rhode Island 40 Wisconsin, 40-42
Vermont 40 Wyoming 8/48*
Washington 40

¢ Applies to women only (see text).

Still “on the books,” although ruled invalid by the
State attorney general and an appeals court, is a Texas
provision that applies to women only and that requires
time and a half for each daily hour in excess of 9, pro-
vided the worker works more than 40 hours a week,

Equal Pay

In 1960, 20 States had laws applicable to private em-
ployment that prohibited discrimination based on sex in
the rate of pay. Today, 37 States have equal pay provi-
sions cither in their minimum wage laws or in separate
statutes. Moreover, another eight States, the District of
Columbia, and Puerto Rico prohibit pay discrimination
based on sex in théir fair employment practices or civil
rights laws.

Historical R=cord

In 1919 Michigan and Montana became the first States
to enact equal pay laws. Other States were slow to follow
suit, although a number enacted such laws during World
War 11, when large numbers of women entered the labor
force. By 1963, when the Congress passed the Federal
Fqual Pay Act, 22 States had equal pay laws and 2 States
prohibited sex discrimination in their fair employment
practices (FEP) laws. Since then, several States have
enacted equal pay provisions and/or a brodder FEP law.
Kansas repealed its separate equal pay law in 1972, but
included a specific equal pay provision when itenacted a
minimum wage ldw in 1977.

Equal pay provisions usually are enforced by the State
labor department or 1ndustrial commission. FEP stat-
utes, often part of a broader human rights law, usually
are administered by a State civil rights division or human
relations commission,

Equal Pay Jurisdictions

State. with cqual pay laws which are applicable to
most kinds of private employment are:

Arizona Idaho )
Arkansas Illinois ¥
California Indiana .
Colorado Kansas

Connecticut Kentucky

Florina Maine

Georga Maryland

Hawaii Massachusetts

Michigan Oklahoma
Minnesota Oregon
Missouri Pennsylvania
Montana Rhode Island
Nebraska South Dakota
Nevada Tenncssec
New Hampshire Virginia

New Jersey Washington
New York West Virginia
North Dakota Wyoming
Ohio

Jurisdictions that have no specific equal pay provision
relating to private employment but that do prohibit pay
discrimination based on sex in their FEP laws are:

Alaska lowa Utah

Delaware New Mexico Vermont

District of Puerto Rico Wisconsin
Columbia South Carolina

Five States do not have an equal pay provision or an
FEP law prohibiting sex discrimination in private em-
ployment; however, fou of these States have acted in
some way to eliminate such discrimination. The five
States are:
Alabama
L.ouisiana

‘Mississippi Texas

North Carolina

Occupational Safety and Health

Twenty-four States operate occupational safety and
health plans approved under the provisions of the Fed-
eral Qccupational Safety and Health Act of 1670. The
Federal act was created “to assure so far as possible every
working man and woman in the Nation safe and health-
ful working conditions and to preserve our human re-
sources.”

The history of State legislation for the safety and
health of workers dates back to the tragedies in hazard-
ous industries in the 1800’s and to the disastrous Triangle
Shirtwaist Company fire in which 146 employees, mostly
women, lost their lives in 1911. By 1970 every State had
enacted some type of occupational safety or health safe-
guards for particular industries, and many went further
to grant general rulemaking authority io the State labor
department, board of health, or anindependent agency.
Prior to 1970 Federal legislation was limited to very few
industries except for companies covered under Federal
contract as provided by the Walsh-Healey Act.

Replacing this patchwork of State and Federal pra-
grams, the Occupational Safcty and Health Act 551970
authorized a Federal plan which made provision for -
States at any time to assumetesponsibility for adminis-
tration and enforcement of their own comparable laws.
Federal funds are provided for up to 50 percent of the
cost of enforcing approved State plans.

A Sta‘e plan must be approved by the Secretary of
Labor. Approval is forthcoming if the plan meects a
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number of vritena under the | ederal act and provides for
aprogram that will be “at least as effective as™ that of the
Occupational Safety and Health Adiinistration
(OSHA) of the U.S. Department of Labor. However,
OSHA continues discretionary enforcement within a
State for at least 3 years after plan approval.

Insome instances a State plan may be approved by the
Secretary of Labor when it does not match all Federal
requirements if assurances are given by the State that a
prugram will be developed to full effectiveness within o
maximum of 3 vears from the date of approval. Some
States have withdrawn their plans before or after ap-
pro»?l. .

Where no approved State plan is in effect, OSHA
administers the Federal law. States retain the right to
establish standards in arcas where OSHA has set none.
Table VII-1 shows the status of each State plan, as
reported by OSHA's Office of State Plan Review and
Evaluation.

Fair Employment Practices

In 1960 about half of the States had laws prohibiting
employment discrimination based on race, color, reli-
gion, and national origin. Nonc of these broad fair em-
ployment practices (FEP) laws mentioned sex. In 1961
Wisconsin was the first State to amend its FEP law to
prohibit sex discrimination. Today, 42 States, the Dis-
trict of Columbia, and Puerto Rico havebroad FEP laws
(or FEP sections in human rights laws) covering private
employment. The laws vary considerably in their cover-
age and enforcement provisions. For example, many of
these laws prohibit discrimination on the basis of age and

some prohibit discrimination on.the basis of handicap,
marital status, and sexual orientation.

Sex Discrimination

All of the broad State FEP laws prohibit discrimina-
tion based on sex. Some of these laws provide greater
coverage than 1s available under title VIl of the Civil
Rights Act of 1964. Title VII, the major Federal Fair
Employment Pracuces law, prohibits all public and pri-
vate employers of 15 or more persons, labor unions with
15 or more members, public and private employment
agenuies, and juint labur-management committees with
apprenticeship or cther training programs from discrim-
inating on the basis of race, color, religion, sex, or na-
tional orgin (see the title VII section of chapter V).

When a title VII complaint is filed in a jurisdiction
with an FEP law authorizing a State or local agency to
grant or seek relief from discnimination on a tasis that is

L
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covered under title VII, the Equal Employment Oppor
tunity Commussiou (EEOC is the Federal agency that
administers title ¥ 1) must give the State or local agency
an opportunity to remedy the alleged discrimination.
The deferral period is 120 days if the agency has been in
operation for less than a year, and is otherwise 60 days.
Major jutisdictions withlaws prohibiting sex discrimi-
nation in private employment and the number of em-
ployees they require for coverage are shown below.
Many of thesc jurisdictions also prohibit sex discrimina-
tion in public employment, either in the FEP law orina
separate law covering public employees.
Alaska-1 Nebraska-15
Arizona-15 Nevada-15
California-5 New Hampshire-6

Colorado-1 New Jersey-1
Connecticut-3 " New Mexico-4
Delaware-4 New York-4
District of North Dakota-15
Columbia-1 Ohio-4
Florida-15 Oklahoma-15
Hawaii-1 Oregon-1
ldaho-10 Pennsylvania-4
Illinois-15 Puerto Rico-1
Indiana-6 Rhode Island-4
lowa-4 South Carolina-15
Kansas-4 South Dakota-1
Kentucky-8 Tennessee-8
Maine-1 Utah-25
Maryland-15 Vermont-1

Massachusetts-6 Washington-8

Michigan-1 West Virginia-12
Minnesota-1 Wisconsin-1
Missouri-6 Wyoming-2
Montana-1

As of September 3, 1982, enforcement agencies in the
above jurisdictions were approved for deferral by the
EEOQC, that is, they were authorized to process charges
of discrimination filed with the EEOC. In addition, the
EEOC deferred to the Virgin Islands Departirent of

. Labor with respect to discrimination in private and pub-

184

lic employment; to the Georgia Office of Fair Employ-
ment Qractices with respect to State employment; and to
the North Carolina State Personnel Commission for sev-
eral types of public employees (but excluding employees
of public schools and of the offices of the Governor and
Lieutenant Goyernor).

Agencies administering FEP ordinances in a number
of local jurisdictions also were given deferral status by
the EEOC. Some of these jurisdictions are in States that
lack a broad FEP law, EEOC has given these jurisdic-
tions deferral status on the basis of effective local laws

4
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Table ViI-1

Status of State Plans, October 5, 1982 ’
Active Statec
Approved Plans Plang Submitted—States Notifled of Additional
Requirements Necessary for Approval
Enabling
States Date of Approval Date Certified’ States * Leg.
Yes No

S.Carolina®? 11/30/72 8/03/76 Alabama’ X
Oregon? 3! 12122172 9/15/182 Am. Samoa’* X

Utah®? 1/04/73 11119176 Arkansas?® X
Washington®* 119173 1/26/82 Delaware? X
N. Carolina*? 1726173 10/05/76 Dist. of Col.? X
California®** 4124173 81277 Florida? X
Minnesota? 5129173 9/28176 Guam* X
Maryland? 6/28/73 2/15/80 Idaho X
Tennessee!? 6/29/173 5/03/78 Massachusetts? X
lowat»? 71273 9/14176 Missouri® X
Kentucky? 7123173 2/08/80 . Oklahoma’ X
Alaska??+ 713173 9/09/77 Texas? X
Virgin Islands? 8/31/73 9/22/81 West Virginia? X
Michigan?* - 9124173 1/16/81

Vermont?,? 10/01/73 3104177

Hawaii® 12128173 4126178 !

Nevada? 12/28173 8/13/81

Indiana? 2125174 9/24/81

Wyoming?»? 4125174 12/30/80

Arizona? 10/129/74 9/18/81

New Mexico? 12/04175

Virginia?+? 9123176

Puerto Rico? 8115177 9107182

Connecticut»* 10/02/78

TOTAL 24+ 21 13 2 1
- o Inactive States

” Plans Withdrawn by States No Plans Ever Submitted

Betfore approval After approval
State ) _ Date State Date : State

Pennsylvania 3121173 N. Dakota’ 7123173 Ohio?*

Georgia’ 4127173 Montana’ 6/27174 Louisiana

New Hampshire 1014173 New Jersey? 3131175 Kansas®

Mississippi’ 1123175 New York? ‘ 6/30/75 Nebraska®

Maine’ 6124175 Illinois? 6/30/75 S. Dakota

Rhode island’ 10/5/77 Wisconsin? 6/30/75 Trust Territorles®

. Colorado’ 6/30/78
Connecticut®* 9/30/78 .

TOTALS y 6 8 6

* Effectivo date of nolice that the State has successfully ptoted its developmental tments (21 States)

1 Srates with operational agreements (23 States)

* States with 2(CX1) consultation agreements (40 States)
* Slates with different standards (6 States)

* Shates with 7(C)1) enforcement agreements (3 States)
* Entorcomontin public sector Only as of 1071278 (1 State)
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prohibiting sex discrimination in all conditions of etn-
ployment. The local jurisdiciions authorized to process
charges of discrimination filed with the EEQC are:
Alaska: Anchorage

Florida: Broward County
Clearwater
Dade County
Jacksonville
Orlando

St. Petersburg

Georgia: Augusta/Richmond County

linois: Bloomington
Bloomington
East Chicago
Evansville
Fort Wayne
Gary

South Bend

Indiana:

Kansas: Wichita

Kentucky: Lexington-Fayette
Louisville-Jefferson County

Baltimore

Howard County
Montgomery County
Prince George’s County
Rockville

Maryland:

Minncapolis
St. Paul

Minnesota:

Missouri:

N .

Nebraska:

S\@St. Loui_s

Lincoln
Omaha

New York: New York City

North Carolina: New Hanover County

Ohio: Springfield

Pcnusylvania: Allentown
Philadelphia
Pittsburgh
York City

South Dakota: Sioux Falls

IToxt Provided by ERI

Texas: Austin
Corpus Christi
Fort Worth
Virginia: A/lexandria ¥
Fairfax County
Washington: Seattle
Tacoma
West Virginia: Charleston
Huntington
Wheeling
Wisconsin: Madison

States that lack a broad law which prohibits discrimi-
nation in private employment and provides an effective
enforcement mechanism are:

Alabama Louisiana Texas
Arkansas Mississippi . Virginia
Georgia North Carolina

Three of these States—Arkansas, Georgia, and
Virginia—do have laws prohibiting discrimination in vay
based on sex. In addition, private workers in some areas
of North Carolina, Texas, and Virginia are protected by
effective laws or ordinances prohibiting sex discrimina-
ion in all conditions of employment, as was indicated
above in the list of local deferral jurisdictions. Public
workers in Georgia, North Carolina, and Texas are also
protected against sex discrimination.

Although a 1977 North Carolina law declared it to be
public policy that all persons have the right to seck and
hold employment without discrimination based on race,
religion, color, national origin, age, sex, or handicap,
the law gave the State Human Relations Council only the
authority to investigate and to attempt conciliation.

Under Virginia law, the State must adhere to a policy
of equal employment for job applicants and employees
of the State. The Director of Equal Gpporturity and
Employee Programs investigates complaints and recom-
mends remedies. Enforcement and/or appeal of the di-
rector’s decision is through the Governor. Mississippi
bans sex discrimination in State employment, but there is
no enforcement mechanism,

Age Discrimination

Age discrimination was not included in the State fair
employment practices laws of 20 years ago. Now, 39
States and the District of Columbia and Puerto Rico
have laws prohibiting age discrimination in private em-
ployment. These laws are of particular concern to
women because many women enter or reenter the labor
market—or shift fr9m part-time to full-time

7/

/
.
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‘employment

after an extended period of major family
responsibilities. Age limits for ¢ ‘ected persons vary
widely; however, several States have acted recently to
nake limits the same as those set by Federal law. )

The Federal Age Discrimination in Employment Act
{ADF A), enacted ir 1967 and last substantively amended
in 1978, covers private employers of 20 or more workers
and generally prohibits discrimination in employment
for reasons of age against persons 40 to 70 years old.

State laws on age discrimination are important be-
cause, in most cases, coverage is very broad. Jurisdic-
tions that prohibit age discrimination in private employ-
ment are listed below, together with the minimum
number of employees required for coverage. (Some
States provide protection against age discrimination in
more than one law.) An asterisk indicates that age dis-
crimination in at lcast some public employment also is
prohibited by law ot Executive order. (The Puerto Rico
provision includes agencies and instrumentalities of the
Commonwealth that are operated as private businesses
or enterpriscs.)

*Alaska-1
*Arizona-15
*California-5
*Colorado-1
*Connecticut-3 .
*Delaware-4
*District of

*Minnesota-1
*Moutana-1
*Nebraska-25
*Nevada—15

*New Hampshire-6. .. .-
*New Jersey-1

*New Mexico-4

Columbia-1 3 *New York-4
*Florida-15 ‘ North Dakota-1
*Georgia-1 *Qhio-1
*Hawaii-1 *Qregon-1
*ldaho~10 *Pennsylvania-4

*1llinois-15
*Indiana-1
*lowa-4

Kentucky-8

1 ouisiana-20
*Maine-1
*Maryland-15
*Massachusetts-1
*Micligan-1

Puerto Rico-1
*Rhode Island-4
*South Carolina-15
*Tennessee-8
*Utah-25
*Vermont-|
*Washington-1
*West Virginia-12
*Wisconsin-1

In most of the above jurisdictions, age discrimination
is part of a comprehensive fair employment practices
{FEP) law covering all condmons of employment and
administered by a civil ;lghls commission or labor de-
partment with broad powcrs far gonullanor} and en-
forcement The | ouisiana law, however, covers employ -
ers of 20 or more persons but excludes State and local
governments, as well as employers subject to the Federal
law in effect, covering no one. The Colorado law cov-
ers only discharge that is based solely upon age for indi-

viduals between 18 gnd 60 years old, and specifies no ’

enforcement agency. The Gdorgia provision on age dis-
crimination in private employment and the North Da-

kota law make it a misdemeanor to refuse to hire, emn-
ploy, or license, or to bar or discharge any individual
solely on the basis of age, but neither State has un ¢n-
forcement agency.

Asof January 1, 1982, the following States had no law
in effect that prohibited age discriminauon in private

employment: .

Alabama € Missouri Texas
Arkansas North Carolina  Virginia
Kansas Oklahoma Wyoming
Mississippi South Dakota

North Carolina has a law that adopts a statement of
public policy against age discrimination 1n employinent,
but it authprizes a Human Relations Council only to
investigate and attempt to conciliate charges. Under a
separate provision of the North Carolina law, persons
between the ages of 40 and 65 are entitled to equal
opportunity in public employment. In Arkansas and
Texas, therc are statutes which also prohibit age discrimi-
nation in public employment, and Kansas, Oklahoma,
afid South Dakota prohibit age discrimination in State
employment. Missouri has an affirmative action policy
for State employment that includes nondiscrimination
on the basis of age. Virginia has established an Equal
Employment Opportunity Committee to monitor efforts
to assure that employment practices'of the State do not
discriminate on the basis of age.

Meal Petiods
!

In 1960, 25 %tatcs, the District of Columbia, and
Puerto Rico required that meal periods be allowed for
women employed in some or all industries. The periods
varied from ane-third of an hour to 1 hour, The meal
period requirement applied to men in o’nly four States.
Today there are 19 jurisdictions with statutes, orders, or
regulations setting meal pcnod standards, and most of
them apply to both worgcn and men. The most common
meal period requiremen! is for an uninterrupted period
of at least 30 minutes.

The Federal wage and hour law does not require meal
periods. However, workers covered by the law must be
paid for any time less than 30 minutes that they are free
from duty for thé purpose cating regular meals,
Guidelines issued under title VIl of the Federal Civil
Rights Act of 1964 state that where meal periods are
required for wonien they must also be provide}! for men,
unless precluded by business necessity. In the fziter case,
the employer must not proviie meal periods for mem-
bers of only one sex.

Jurisdictions Giat still have meal p«.nod requirements
“on the books” which are appln.ablcito women only are: -
Arkidnsas g Peiinsylvania
New Mexico tah

However, the Arhansas provision has been found to
discriminate in favor of women on the sole basis of their
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sex And w be in wonflict with and preempted by the
Federal Civil Rights Act. The Pennsylvama provision
has been ruled to be repealed, by implication, by subse-
quent enaviment of a State fair employment practices
law. An Olno provision was repealed etiective July 21,
1982.

By implivation, a Wyoming law which requires rest
periods for certain women workers also requires lunch
periods for those workers. .

Jurisdictions with meal period requircments gpplica-
bie to'both women and men are: )

California Nebraska Oregon
Colorado Nevada Puerio Rico
Hllinois New Hampshire  Rhode Island
Kentucky New York Waspington

Massachusetts North [7akota

t

Rest Periods s

In 1960, 12 States rcqujrcd rest periods (as distinct
from meal peric.ds and from full days of rest) for women
workers in one or more industries. Today 10 States have
rest period provisions, and more than half of the require-
ments apply to both womén and men.

The Federal wage and hour law does not require rest
periods or “breaks.” Guidelipes issued under title VII of
the Federal Civil Rights Act state that where rest periods
are required for women they also shall be provided for
men, unless precluded by business necessity. In this case,
the employer may not pn?vidc rest periods for members
of only one sex.

States that still have rest period requirements “on the

books™® for women only are: .
Arkansas Utah
- Pennsyivania Wyoming

However, the Arkansa provision has been found to
discriminate in tavor of women on the sole basis of their
sex and to be in conl‘lic‘ with and preempted by the
Federal Civil Rights Act.'A ruling on the Pennsylvania
provision by the State attorney general found that the
subsequent enactment of the State Human Relations Act
imphed a repeal of the rest period requirement for
women only. °

The following States Jequire rest periods for both
women and men (generally, the required rest period is 10
minutes during each 4 hours of work) in at least soimne
occupations or industries

('ahl‘unﬂu Kentuc k) Orcgon
+Colorado Nevada Washington
Seat Requirements *

A number of jurisdicions—through statutes, mini-
mum wage orders, and other regulations—have estab-

lished employment standards for women relating to

ERIC
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plant facilities such as seats, lunchrooms, dressing
rooms, restrooms, and toilet rooms. Only provisions
requiring seats are included in this summary.

In 1960, 46 States, the District of Celumbia, and
Puerto Rico had employ ment standards relating to seat
ing. All but one app‘ied exclusively to women workers.
As of January 1, 1902, a total of 22 jurisdictions have
seat requirements.

In nine jurisdictions, the standard applies to both
women and men:

California Massachusetts Oregon

District of Montana Utah
Columbia New Jersey Wisconsin |

Florida ' :

The other 13 States have seating requirements for
women only “still on the books.” These States are:

Alabama New Hampshire - Pennsylvania
Arkansas New Mexico Texas
Georgia New York West Virginia
Idaho Oklahoma Wyoming
Missouri

‘The Missouri attorney general ruled in 1973 that em-
ployess tnust provide scats for men as well as women, or
prove that business necessity precludes providing such
seats and not provide them for any employee. The Penn-
sylvania attorney general has ruled that the repeal of the
seating requirement was implied by the later enactment
of the State Human Relations Act. The Texas provision
for seats bas been uled invalid because it is inconsistent
with the State conititution and Federal legislation. An
Ohio provision was repecaled effective July 21, 1982.

Employment Limitations

Total Hours?

In 1960, 40 States and the Distniet of Columbia had
laws wluch regulated, in one or more industries, the
number of daily and, or weekly hours of employment for
women. Three other States had regulations guycrning
worhking hours that applied in whole or in part to both
women and men. Thirty-four States permitted overtime
in such situations as an emergency, following breakdown
of equipment, to prevent spoilage of perishable prod-
ucts, and in peak periods of the retail trade.

There 1s no Federal law of general apphgability limit-
ing daily or weekly hours of work, Howcw;z, the Federal
Fair Labor Standards Act requires that, most covered
workers be paid one-and-a-half times the tegular rate for
hours worked beyond 40 a week.

;
. !
. /

* Excluded. from Qs discussion are provisions relating to workiag hours in
public works and 10 such industries as mining/smelting and ntrastate transporta-

uon. | /
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Chatlenges brought under title VI of the Federal Civil
Rights Act to State maximuin hours laws applying to
women only have established that these laws discrimi-

nated on the basis of sex, because they did not take into

account individual capacitics and preferences. As a
result, all of these Iaws have undergone a s.hané’c of
status,?

The following States still have “on the books" a law
regulating working hours of women only:

Arkansas New Mexico Pennsylvania
New Hampshiré  Oklahoma ‘

Allof these'laws have been declared by Stage attorneys
general and “or courts to be in conflict Wilhsdﬂd super-
seded by title VIl Ar Ohio provision was rcpealcd effee-
tive July 21, 1982,

Two States Texas and Utah—have laws providing
tliat overtimefor women must be on a voluntary basis.
However, a Texas court has ruled that the State’s provi-
ians for \ol:g;tar) overtime for only women are invalid.

The folldwing
women anduilcn

States restrict work hours for both

Arizona Georgia Oregon
California Maryland Washington
Colorado Montana .
Connecticut New Mexico

Most of the hours standards for both women and men
have limited application. The Arizona proision covers
work in laundrics, The California Industrial Welfare
Commission is authorized to adopt regulations govern
ing maximum hours of work. California wage orders se1
maximun hours for workers handling perishable foods,
and tor cosered motion picture workers and live in do
mestic workers. The State’s order for professional, tech
nivaland derical workers mahes work voluntary after 72
Foury a week. Colorado limits working hours of persons
who compound physicians’ prescriptions or sell drugs
and medicines at retail, Connecticut requires that work
In exeess of specified hours a day or a week be voluntary
for persons 66 or older, disabled veterans, and handi-
wipped worhers (a physidan’s certificate also is required
tor thg latter two categories).

The Geopgia and Maryland restrictions apply to cer
fain textite'manutacturing jobs. The Montana Constitu
tien declares 8 hours to be a day's work in all industries
and employments, except farming and stoch raising,

. hours standards have been established specifically for

Q
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telephone operators and Jor work in retail stores, sugar
refineries, restaurants, cement plants, quarries, hydro.
clectric dany,, and publu amusements. New Mexivo pro-
hibits requiring an employee other than a firefighter, a
law enforcement ofticer, or a farmor ranch hand, whose
Juties require them to work lenger hours, or employees

' See Seate tabor Laws in Transiion rom Protection to Lqual Status Jor
omen. 1976, S Depaniment of Labur, Women's Bureau

primarily in a standby position, to work more thag 16
hours a day except in emergency situations. :

Oregon has a provision setting a limit of 10 hours a day
for employment in mills, factories, or manufacturing
¢stablishments, 3 additional hours of employment a day
are permitted at the rate of time-and-a-half the regular
wage. Washington prohibits employing household work-
ers for more than 60 hours a week,

Employment at Night

In Dsed total of 22 jurisdictions regulated conditions
under which women could be employed after specified
evening hours, established maximum hour standards for
nightwork by women that differed from the standards
for daywork, or prohibited the cmploy ment of women at
night.

Today only three States—New Hampshire, Pennsylva-
nia, und Rhode Island—have special provisions on the
books that are related to night work by women. The
Pennsylvania provision is part of a female labor law that
is considered to be repealed by the State human relations
law. In New Hampshire, which enforces statutory hours
restrictions only upon request of affected females, ths
employment of women at nightwork for more than 8
hours in any 24 hours, or for more than 48 hours a week,
is prohibited. Rhode¢ Island has, but does not enforce, a
rcgulauon rcqumn women who arc employed at mght
in the restaurant mduany to be furnished transportation.

Moot California wage orders, which apply to both
women and men, require mght shift workers to have
access to fadilities for obtaining hot food or drink or for
heating food or drink. Under the California order for the
motion picture industry, extras who have not been noti-
ficd in advance may refuse nightwork and must be paid
for all time consumed.

Employ ment Before and After Childbirth -

In 1960, six States and Puerto Rico prohibited the

employment of women in one or more industries or
uceupations immediately before and, or after Childbirth,
The standards were established by statute or by mini-
mumn wage and welfare orders. Theie is no comparable
Federal statute (sce the Pregnancy Discrimination At
section in chapter V1).

Sex disurimination guidelines issued undgsule V1 of
the Federal Civil Rights Act provide-that State laws
restricting women’s employment are in conflict with and
are superseded by title V1I. Even before the gurdelines
specifically mentioned restrictions with respect to preg-
nant or pustpartum women, Vermont repealed 1ts limita-
tion. Connecticut, t\;}assachuselts, and Missouri have
followed suit. In Washington wage orders no lohger have
varying restrictions relating to the employment of preg-
nant women. A New York law prohibiting employment
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tor 4 weeks atter cinldbirth has been amended to permit
carlier return upon approval of a physician.

Puerto Rican law declares that a pregnant worhking
womans entitled to a rest period of 4 weeks before and 4
wecks after birth ot a child (or, at her option and with a
physicizyn’s approval, | week betore and 7 wecks after
birth), during which time she is to be paid half her usual
wages. With a physician’s approval, she can waive her
entitlement after 2 weeks of postpartum rest. When the
probable date of childbirth is mistakenly estimated and
birth does not ogeur at the end of 4 weeks, the prenatal
rest perod at half pay is extended. A worker who suffers
postpartum complications 1s entitled to up to 12 addi-
tionaliweeks of rest without additional pay.

|

Employment in Certain Occupations

1it 1960, 26 States had laws or regulations that prohib-
ited the employment of adult women in specified occi#a-
tions or industries, or under certan working conditions
-:OI'ISldCl'C"i hazardous or injurious to health and safety.
The mostcommon restrictions were in mining.

Sex discrimination guidelines issued.under title V11 of
the chf,fral Civil Rights Act provide that State laws or
admmls}ratwc regulations prohibiting or limiting the

.employment of women n certain occupations conflict

with and are superseded by title VII. Accordingly, State
himitations on the occupations of adult women have been
nullified by court decisions, opinions of State attorneys
general, or admimstrative rulings, and most of these
limitations have been removed from the statute books.
In two States—Utal and Wyoming—the original con-
stitutions (in 1896 and 1890, respectively) contained
equal rights provisions but they also barred the employ-
ment of women 1 nunes. Repeal of the Wyoming prohi-

Tal.le Vii-2
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bition was approved by the votersin 1978, and repeal of
the Utah prohibition was approved by the votersin 1980.
However, Utah and Arkansas still have statutory restric-
tions on employing women in mines. Arkansas does not
enforee its statutory provision. An Ohio restriction was
repealed effective July 21, 1982.

Employment in Strenuous Jobs

In 1960, a dozen States had statutes, rules, rcgula-v
tions, or wage orders that specificd the maximum weight
which women employees were permitted to lift or carry.
Wage orders in one of those States mentioned “excessive
burdens,” other limitations were specific, and ranged
from 15 to 35 pounds.

In 1968 the California limit on weightlifting by wome=
was struck down as being in conflict with and superseded
by title V11 of the Federal Ciyil Rights Act, Rosenfeld v.
Southern Pacific Co., 293 F. Supp. 1219. Accordingly,
weightlifting restrictions for women only have been re-
moved from the labor codes of all States. The Michigan
penal code forbids giving a female any task dispropor-
tionate to her strength., An Ohio restriction was re-
pealed effective July 21, 1982,

The Oregon Wage and Hour Commission prohibits
requiring any employee to lift “excessive weights ” The
Washington Industrial Welfare Committée has a stand-
ard for both women and men on lifting, carrying, push
ing, or pulling of weights over 20 pounds. 1n Puerto
Rico, the Secretary of Labor is authorized to establish
weightlifting limits by regulation.

¢ On March $, 1980, the Michigan Court of Appeals affirmed a lower court
tinding that rehance oR tis provision cannot be used as a defense Lo 4 chaige that
relusmg o lure women in hedvy lifting jobs constitutes ilfegal wex Jisciim nanon

Selected State laws affecting women in private industry, as of January 1, 1982

Sex Age
Equal (:Lsai:]o"; 1:'5;:1,"; __Employment regulated orprohibited
payin inem- |nem:- Before
minimum ploy-  ploy: and in jobs
Mini- Premium wageor ment ment after lifting
mum payfor separate prohib- prohib- Meal Rest Seats Total At child in heavy
State wage overtime’  law’ fted® ited® period period required hours’ night birth mines weights
Alabama w
Alaska X 840X X X
Arizona X X X X8
Arkansas X 40-48X X w) w w W) we
California X 8/140X’ X X X X X X X* Xt
Colorado X 40X X X, X X X Xre
Connecticut X 40X X X X X
' @~ laware X X X
ERIC ‘ i
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Table Vil-2—Continued

Selected State laws affecting women in private industry, as of January 1, 1982’ .

L

z

Sex Age

. discrim-
discrim Employment regulated or prohibited

Equal ijnation ination

payin inem- inem- Betore
minimum ploy-  ploy- and In jobs
Mini- Premium wageor ment ment ’ . after lifting
mum payfor separate prohib- prohib- Meal Rest Seals Total At child- In heavy
State wage overtime? law? ‘fted’ ited’ period period required hours’ night birth mines weights
t District of .
Columbia X 40X X X X
Florida X X X X
Georgia X X X w X1
Hawaii X 40X X X X
ldaho X X X X w
Ninois X 40/46X X X X X
indiana X X X X
lowa N\ X X
Kansas X 46X - X X
Kentucky X 40X X X X X X
* Louisiana X >
Maine X 40X X X X
Maryland X 40-48X X X X X
Massachusetts X 40X X X X X X
Michigan X 40X X X X o
Minnesota X 48X X X X
Mississipp
Mis souri X X -~ W
Montana X 40X X X X X Xe
Nebraska X X X X X
Nevada X 8/40X? X X X X X
New Hamp-:
shire X 40X X X X X w Wy (W)
New Jersey X 40X X X X . X
New Mexico X 48X" X X w . w (W) X
New York X 40-44X X X X X w w
North Carolina X 45X n n . '
North Dakota X 40X X X X R
Ohio X 40X X X X 22 2 2 22 2 2
Oklahoma X X X w W)
Oregon X 40X® X X X X X X X» X
Pennsylvania X 40X X X X Wi W W (Wyre W
Puerto Rico X 8/40X X X X w X
Rhode island X 40X X X X X wa
South Carolina X X
South Dakota X X X
Tennessee X X X
Texas X (sw)* w) (W)’
Utah w X X w w X w wae
Vermont X 40X X X
Virginia X X
Washington X 40X X X X X X X X
. West Virginia X 40X X X X w
Wisconsin X «  40-42X X X X
Wyoming X 8/148W X wae w w
United States X 40X X X X

W—indicates that the law applles to women only.
X—indicates that the law applies to both women and men.
Parentheses — indicate that courts, opinions by State attorneys general, or administrative rules have held these laws to be in conflict

. with title Vil of the Federal Civil Rights Act, and the laws are thus not enforced unless otherwise indicated.
S
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' These laws vary greatly in occupations and industries to,which they apply and in the extent to which enforcement machinery is
provided. While minimum wage and antid scrimination laws 1n most States have broad coverage, other laws uiten apply to specified
occupations or industries. Details of coverage not shown are available from State agencies.
? Some variations for single industries or seasonal employment are not shown. * -
' The equal pay column lists only separate equal pay provisions, not equal pay requnrements contained in a broader civil nghts law.
The sex discrimination column lists States having a broad civil nghts law which includes sex as one of the prohibited bases of
discnimination in employment. The age discnimination column hists any State which prohabnts age discrimination esther in a separate
law or as part-of a broader civil rights law.
‘Does not include restrictions on working hours in public works and in such industries as miming, smelting, and ntrastate
tran sportation.
! Covers work in laundries. 4
¢ Not enforced.

"Daily overtime also payable after 10 hours if regular schedule of not more than 4 days of not more than 10 hours each has been
voluntarily agreed upon by the employer and at least two-thirds of the employees, within limitations set by wage orders.
* Wage orders for canning, freezing, and preserving industry, industries handiing products after harvest, and industries preparing
agricultural products tor market, on the farm, set maximum of 72 hours in 7 consecutive days after which an employee must have a
24-hour penod off duty. Wage orders for pro(esauonal technical, clenical, mechanical, and similar occupations prohibit terminating
orotherwise disciplimng an employee for rélusing to work more than 72 Lours a week, except in an emergency. Wage order for motion
picture industry sets maximum of 16 hours a day, including meal penods. Household occupations order sets maximum of 12 hours
per day tor live-in,workers except under enumerated conditions, and requires a 24-hour day off after 5 workdays per week exceptina
detined emergency.
* It a meal period occurs on a shift beginning or ending at or between the hours of 10 p.m. and 6 a.m., faciiities for obtaining hot tood
or drink and a suitable sheltered place for consumption are required. A wage order for the motion picture industry requires that hot
food and drink be provided for employees required to work after midnight and transportation home for employees required to work at
njght when public transportation is not availablie. .
'* Covers person who compounds physicians’ prescriptions or sells drugs and medlcmes at retail.
" Voluntary overtime for persons over age 66 and those medically certified as handicapped or as disabled veterans.
T Covers certain textile manufacturing.
'* Covers empioyers of 20 or more persons but excludes State and local government as well as persons subject to Federal law (in
effect, Igaves'no State coverage).
" Penal code prohibits giving a female a task disproportionate to herstrength
'* The State attorney general has ruled that an employer must provide seats for men as well as women, or after proving that business
necessity precludes providing such facilities, the employer may not provide seats for any employee.
'* Varying standards (some depending upon population of locality) fos telephone operators and work in retaii stores, sugar refineries,
restaurants,ccement plants, quarries, hydroelectric dams, and public amusements.
' Daily standard does not apply if, by mutual agreement, the employee works a scheduled 10-hour day, 4-day workweek.
' Enforced only upon request of female employees who do not wish to work in excess of maximum hours or at night.
' Waiver of premium pay up to 54 hours a week permitted by wnitten agreement between emplc yer and empioyee,
™ Provision, which applies to both women and men, prohibits requinng employees other than rirefighters, law enforcement officers,
or farm or ranch hands whose duties require them to work longer hours, or employees pnmanly i1n a standby position, to work more
than 16 hours a day except in emergency situations.
* A 1977 law declares it is public policy to protect the right of peiscns to seek and hoid employment without discrimination based on
race, religion, cotor, national origin, age, sex, or handicap, but empowers Human Relations Councii only to use its good offices to
effect amicable resolution of discrimination charges. .
2 Ohio repealed its protective labor laws forwomen etffective July 21, 1982.
' Provision (not a part of mimimum wage law) sets a imit of 1. hours a day for employment in miils, factories, or manufacturing
establishments, except that up to 3 additional hours of employment in a day are permitted at the rate ¢ f time and-a haif of the regular
wage.
* Not enforced, in accordance with opinion of State attorney general that enactment of State Human Relations Act imiplied repeal of

v

the earlier 1913 Women'’s Lalior Law.

» Transportation must be provided by the employer foremployees going otf duty between 11 p.m.and 6 a.m, unless the empluyee has
her own means of transportation. -

» Ruled invalid by State attorney general and an appeals court, i.e., ~~ longer in effect.

¥ Overtime for women must be voluntary.

|t is unlawtul under Utah law to employ any woman in any work in mines if the industrial commission finds such employment
detrimentai to her healt;\ and safety, but in actuality no differentiation 1s made between safety conditions for women and men.
 Covers household workers.

" Required, by implication, by provision for a rest penod betore and after the lunch hour for women who are required to be on their
feet continuously during employment.
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AN ACT TO ESTABLISH IN THE DEPARTMENT OF LABOR A
-~ ) BUREAU TO BE KNOWN AS
o .

THE WOMEN'S BUREAU

Be it enacted by the Senate and House of Representatives of the
United States of America in Congress assembled, That there shall
be established in the Department of Labor a bureau to be known .
as the Women’s Bureau. .

SEC. 2. That the said bureau shall be in charge of a director, a
woman, to be appointed by the President, by and with the advice
and consent of thé Senate, who shall receive an annual compensa-
tion of $5,000.' It shall be the duty of said bureau to formulate o
standards and policies which shall promote the welfare of wage-
earning women, improve their working conditions, increase their
efficiency, and advance their opportunities for profitable employ-
ment. The said bureau shall have authority to investigdte and
report to the said department upon all matters pertaining to the .
welfare of women in industry. The director of said bureau may.
from time® to time publish the results of these investigations in
such a manner and to such extent as the Secretary of Labor may
prescribe.

~ SEC. 3. That there shall be in said bureau an assistant director,
to be appointed by the Secretary of Labor, who shall receive an
annual compensation of $3,500! and shall perform such duties as
shall be prescribed by the director and approved by the Secretary
of Labor.

SEC. 4. That there is hereby authorized to be employed by said
bureau a chief clerk and such special agents, assistants, clerks,
and other employees at such rates of co pensation and in such
numbers as Congress may from time to time provide by appropri-
ations.

SEC. 5. That the Secretary of Labor is hereby directed to fur-
nish sufficient quarters, office furniture, and equipment for the
work of this bureau. .

L SEC. 6. That this act shall take effect and be in force from and
} after its passage.

Approved June 5, 1920.
.Public Law No. 259, 66th Congress (H.R. 13229).

1 Amount increased by Reciassification Act of March 4, 1928, as amended and supplemented.
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