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FOREWORD

Ten years have passed since the Women's Burcau last
issued a handbook on women workers. The past decade
has been a mixture of both progress and problems.

We have seen new opportunities and changing attitudes.
As you will read in this handbook, women are continuing
to enter professional schools and join the ranks of
managers in record numbers. The notion of breaking the
Glass Ceiling—eliminating barriers to advancement for
women and minorities at the top—is now the subject of a
Federal commission. Preventing sexual harassment and
embracing culiural diversity are now discussed as
important elements of good employment practices.

Yet the last 10 years have been hard years for most
working women and their families: the average working
woman saw her real wages stagnate, her benefits contract,
and the number of hours she worked grow longer. She is
more likely than ever before to be working more than one
job and with diminished job security.

Women now constitute two-thirds of all part-time
workers and ncarly three-fifths of all temporary workers.
The income gap between the top one-fifth and the lower
tour-fifths of wage earners grew wider, with women
now disproportionately represented among workers
earning the minimum wage. Despite gains for women
who have entered professional and managerial jobs.

the overwhelming majority of working women—78
percent—earn less than $25,000 a year.

As I travel around the country. the women I talk with feel
tired. worried, and alone. But there is also a new sense of
hope for the future.

The passage of the Family and Medical Leave Actin
1993—the very tirst bill signed into law by President
Clinton—sent a message that working adults deserve help
in balancing their work and family responsibilities. The
Glass Ceiling Commission has broadened its mandate to
address the barriers to advancement not just of corporate
executives but also of women and minorities at all levels
of employment. Health care reform promises to take
workers” fears about their health insurance out of the
employment equation. And there is a new policy
emphasis within the Depaitment of Labor on training
Americans to be highly skilled workers in a high-wage
work force.

We need to be honest about the problems we face today
and visionary about our hopes for the future. But in order
to know where we are and where we are headed. we need
the facts. We hope this handbook provides a grounding
for women workers. policymakers, and experts, alike, as
together we seek cquality of opportunity and a better life
for all.

KAREN NUSSBAUM
Director, Women's Burcau
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INTRODUCTION

This handbook. through 14 chapters. offers a
comprehensive view of the labor force activity of women
and describes a range of legal and socioeconomic
developments that have impacted upon women’s
participaticn and progress in the work force. This
pubtication. to an even greater extent than the last
handbook issued in 1983, is about change—change and
reactions to change in the composition of families as well
as in the Nation's workplaces. It also calls attention to the
need for more change. as viewed from the threshold of the
21st century. which is less than a decade away. This
handbook is also more issue-oriented than previous
handbooks published by the Women's Bureau: thus. it
attempts to create a better understanding of some of the
forces that influence women’s participation or
nonparticipation in the work force and that affect their
general economic well-being.

The first four chapters describe, largely through statistics.
the labor force activity of women and how women have
contributed to growth in the Nation's economy. Chapter |
mirrors change over a decade or so, with perspectives on
Jabor force participation by characteristics such as age.
race or ethnic group. and marital status. It also provides
data on women's participation in unions and discusses
why the number of working mothers continues to rise.

Two chapters. in a number of ways, provide barometers o
the advancements women have made—er not made:
occupations and earnings/income. Chapter 2 details the
occupational progress that women have made in some
arcas and the stagnation that has occurred in others.
Chapter 3 on earnings and income explores various
factors contributing to differentials between the carnings
of women and men and devotes a considerable amount of
discussion to the topic of women and families in poverty.
The labor force activity of minority women is reported in
Chapter 4. providing a backdrop for the projection that
minorities will make up a large share of new entrants into
the labor force between now and the year 2000, and
probably well into the next century.

Chapter 5 reports on women as employers—as business
owners—rather than as employcees, and provides data
which support the fact that women-owned businesses are
making major contributions to the economy. It also
profiles minority women as entrepreneurs,

The next five handbook chapters—6 through 10—discuss
the kinds of changes that have affected. and continue to
affect. the labor force participation of women. The
chapter titles themselves reflect those dynamics as they
speak of changing family structurcs and lifestyles. shifting
patterns in education and training, diversity in workstyles.
the changing face of industry. and the aging population.
Indeed. these chapters indicate movement away from
traditional patterns.

Chapter 6 highlights trends. some of which have been
building for several decades. now being manifested in the
varying sizes and compositions of families and
households. Chapter 7 reveals the strides some women
have made in educational attainment, especially in higher
education and, through data. shows the link between
educational attainment and tahor force status. Training
available under Federal programs is also covered in the
chapter. Another area where change has been occurring
over time has been industry. with both growth and
shrinkage taking place. Chapter 8 presents a view of
changes over a 30-year period.

Chapter 9 examines another dimension of employment
which is tied to a diversity of woerking arrangements and
is termed contingent employment. Part-time, temporary.
leased. and contractual workers are being utilized
increasingly by employers who want to control costs and
sizes of their work forces and by workers who cannot find
satisfactory full-time employment or who cannot or do
not want to work the traditional 9 to 5 workday hours. 5
days a week. throughout the year. In addition to
contingent employment, a section on home based workers
is included in the chapter.

The aging population. the subject of Chapter 10, considers
the factors that underlie this pheromenon and the
cconomic issues involved., how the older population will
he affected as the aging process continues. and possible
consequences for younger workers.

The nest two chapters outline lasws, rulings. guidelines. and
various other initiatives that create opportunities or ensure
options for women (and men) to work in the occupations of
choice and to do so under safe and healthful conditions in
the workplace. Chapter 11, in six sections and numerous
subsections, highlights work-related injuries and iltnesses
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oceurring to women, with emphasis on those peculiar to
certain occupations and industrics. Among the safety and
health hazards of particular concern to women workers
which are covered are stress. reproductive hazards. indoor
air pollution, ill-fitting protective equipment, and exposure
to bloodborne pathogens.

Chapter 12 covers Federal employment laws important to
wumen's equal employment opportunities, and it focuses
on the fegal protections against discrimination based on
sex, race, color, national origin, religion, age. and
disability. Pertinent information on these laws is presented
throughout a dozen major sections and many subsections.
Discussions on some of the laws move from their general
description, including coverage and enforcement
responsibility. to specific cases that have been brought
before the courts—the rulings and the rationale for
rulings—and then to remedies that may be applied.

Chapter 13 provides a glimpse into the 21st century labor
force through projections about the composition of the
work force by the year 2005 —who the workers will be,
what Kinds of jobs they will hold. where (what industries)
they will be employed and. for some workers, their level
of higher educational attainment.

The final segment—Chapter 14—summarizes and draws
conclusions about women and work from the previous 13
chapters. The synoptic chapter gathers information under
three subject arcas: recent progress women have made.
the problems they are confronting, and the prospects that
appear on the horizon for women workers.

Each chapter is introduced by data sketches which
provide a window into what the chapter holds. For
example. did you know that men with only an elementary
school education earn as much as or more than women
high school graduates? Or that male high school graduates
earn more than women with 1 to 3 years of college? Did
you know that there are more than 5 times as many poor.
unrelated clderly women as there are unrelated elderly
men who are poor? Or, on a positive note, that more and
more women are participating in the free enterprise
system: that women are, in fact. starting businessces at
twice the rate of men? Did you know that black. or
African American, women have accounted for more than
half of total blach employment since 19877 And did you
kuow that the numbers of mothers in the tabor force in
March 1992 added 1o 23 mitlion? These striking statistics
are just a few of the highlights which offer a preview of
the more detailed discussions,

Several new terms have entered the vernacular of this
handbook—terminology that bespeaks some of today's
issues affecting women. Among the terms are

» gluss ceiling. a set of artificial barriers, based on
attitudinal or organizational bias, preventing qualified
women from advancing into high-tevel management or
senior positions (se¢ Chapters 2 and 12):

* oldest old, a term that applies to people age 85 and
older and one that will increasingly apply to women
more so than to men because, as the population ages,
women will continue to live fonger than men (see
Chapter 10):

s family life cycle events, occurrences which influence
changes in family structure and help to determine
women's labor force participation—age at first
marriage, birth of first child. birth of last child. last
child leaves home, divorce, death of a spouse. and
remarriage (see Chapter 6);

* downsizing, reducing the size and costs of a given work
force. in companies as well as in the military (see
Chapters 2 and 9); and

s contingent employment, a term that emerged during the
1980°s and is used more and more frequently to describe
the growing employment of part-time, temporary, leased
employces, and independent contractors, as employers
seek to control costs yet maintain quality products., and
as workers increasingly seek flexibility in their working
arrangements (sec Chapter 9).

Another interesting detail about this handbook: There are
frequent references to the “baby boom generation,” those
persons born following World War I, between 1946 and
1964. The repeated mention of this large group reflects
their prominent role in today's work force and their
anticipated presence among tomorrow's older noputation.

An index enhances the usefulness of the handbook as a
quick and convenient reference source. This factbook is
intended for use by a wide-ranging audience of
individuals and organizations seeking information and
further references to data on women workers and related
issues. Expected users include, among others, women
worhers themselves, researchers, students, employers,
women's and civil rights groups, business and labor
organizations, government and community agencies,
cducational institutions, and other for-profit and nonprofit
organizations. They also include those individuals and
organizations which are continuing their efforts and
seeking new ways to address problems and issues of
concern to women workers., ¢
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Women in the Work Force

Highlights

& In 1991 there were 99.2 million women over age 16 in the United States; 57 million
were in the labor force.

&  Women's labor force participation rate in 1991 was 57.3 percent; that is, nearly two-
thirds of all women age 16 and over in the population were working or looking for work.

&  Women accounted for 62 percent of total labor force growth between 1980 and 1991.

& Inthe 1980’s total U.S. employment increased by 20 million; unemployment was at its
lowest level in 15 years.

e In 1991. for the first time, white women’s labor force participation rate exceeded that
of black women, although by a small margin—57.4 percent and 57.0 percent,
respectively.

& Mothers in the labor force numbered 23 million in March 1992, a large increase from
the 16 miilion in March 1980.

o 70 percent of working mothers with preschool children worked full time in March 1992.
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WOMEN IN THE WORK FORCE

~ POPULATION GROWTH ~
Women are continuing to represent a majority of the U.S.
population. They constituted slightly more than half {52.3
percent) of the population in 1991, when their number—

just short of the 100 million mark—was recorded at 99.2

million. The civilian noninstitutional population of
women aged 16 and over grew by 1 million from 1980
through 1991. However, the growth slowed somewhat
from that recorded for the previous 1 1-year period.

The greatest increases between 1980 and 1991 occurred
among the baby hoom population of women ages 25 to 44
years. (The baby boom population refers to persons born
between 1946 and 1964. In 1991 those persons ranged
from ages 27 to 45 years.) Women in the 35-to-44 age
group accounted for the fargest portion of female
population growth—60 percent (see Table 1). The second
largest share (30 percent) was recorded by women in the
25-to-34 age group. This group continues to account for
the targest number of aduit women—21.5 million in 1991.

Table 1
Civilian noninstitutional population of women, annual averages.
1970, 1980, 1990 and 1991

{numbers in thousands)
Age 1970 | 1980 | 1990 | 1991 |
16 years and older 72782 | 88348 | 98393 | 99.214
16-19 7.373 8.283 6.847 6,630
20-24 8.462 10.612 9.152 9,145
25-34 12684 | 18725 { 21715 | 21536
35-44 11.679 13477 19.057 19.729
45-54 12.008 11.701 13.084 13421
55-64 9.659 11.478 11.206 11.154
65 years and older 10914 | 14372 17337 | 17.599

Sotrce U8 Departuent of 1 abor, Bureau of Uiabor Stansties, Handbook of Laber
Stateatse s August 1989, and Faplevment and Earamec Sanuary 1991 and fow2

With the population increase in the 35-to-4 age group.
the median age of women rose from 31.3 years in 1980 to
34.0 years in 1991, As the ULS. population continues to
age. the 35-t0-44 age group will become the most
populous adult female group by the year 2000.

Women between the ages of 45 and 54, one of the
smallest age groups, made up 16 percent of adult female
populution growth between 1980 and 1991,

The population of women 55 and over expanded by
nearly 3 million between 1980 and 1991, and continued
growth is projected through 2005. Although the number
of women aged 55 to 64 actually declined during that
period. it was offset by an enormous increase (3 mitlion)
in the number of women aged 65 and over.

In contrast to the population growth registered by women
in the age groups 25 to 65 and older, the population of
younger women declined over the decade. As a
consequence of the end of the baby boom in 1964,
decreases occurred among female teenagers 16 to 19 and
among young adult women of ages 20 to 24 years. The
decline between 1980 and 1991 for teenagers was 1.7
million: for young adult women, it was 1.5 million. In the
mid-1990's, however, the decreases are expected to turn
around, and the numbers will begin to increase.

~ LABOR FORCE GROWTH ~
The stlowdown in female population growth has not
adversely affected women’s participation in the civilian
labor force.! Of the 99.2 million women 16 and older in
the United States, 57 million were labor force participants
during 1991. Women experienced their highest labor
force participation rate® of all time in 1990—57.5 percent.
One year later their rate had slipped just slightiy to 57.3
percent. Women accounted for 62 percent of total labor
force growth between 1980 and 1991,

Total labor force growth accelerated during the 1980°s as
a result of economic expansion. Women, like men.
benefited from this economic upturn. Even the two
recessions of the early 1980°s—January 1980 to July
1980 and July 1981 to November 1982—did not keep
women out of the labor foree (see Tabie 2).

However. as a resuft of the recession that started in July
1990, coupled with slow population growth, labor force
growth tor hoch women and men was especially slow in
1990, The labor force participation rate for women in the
Iast two quarters of 1990 edged downward slightly, leaving
women with just a meager rise in their partictpavion rate-—
from 57.4 percent in 1989 to 57.5 pereent in 1990,




Women's proportion of the total labor force rose from
42.5 pereent in 1980 to 45.6 percent in 1991,

Table 2
Women in the labor force, 1980-91
(numbers in thousands)

Civilian
Year labor force Employed
1980 45,487 42117
1981 46,696 43,000
1982 47,755 43256
1983 48,503 44,047
1984 49.709 45.915
1985 51.050 47.259
1988 52413 48.706
1987 53,658 50.334
1988 54,742 51.696
1989 56.030 53,027
1990 56.554 53479
1991 56,893 53.284

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

Labor Force Participation by Race

Up to the mid-1970's. when labor force participation rates
for white women started increasing rapidly, black women
had much higher participation rates than white women.
By 1990. however, the rates for black and white women
were virtually identical—57.8 percent and 57.5 percent,
respectively (sce Table 3). One year later, in 1991, while
the rates for both groups dropped slightly. whitc women's
participation rate (57.4 percent) overtook that of black
women (57.0 percent).

Hispanic women have lower rates of labor foree
participation than either black or white women. A number
of factors may be attributed to their lower rates. For
example, high birth rates. low cducational attainment. and
cultural attitudes that emphasize women's home and
tamiiy roles have kept many Hispanic women out of the
labor foree. These factors. though, arc not quite as
dominant as they once were, In 1986, tor the first time. the
participation rate for Hispanie women reached 50 percent
nd has registered above that pereentage ever sinee.

Table 3
Labor force participation rates of women
by race, 1980, 1985, 1990, and 1991

1980 1985 1990 1991

All women 515 54.5 57.5 57.3

White 512 54.1 575 57.4
Black 53.1 56.5 57.8 57.0
Hispanic 474 494 53.0 523

Source U.S. Department of Labor, Bureau of Labor Statisues. Handbook of Labor
Statistics, August 1989, and Employment and Earnings, Janvan 1991 and 1992,

Labor Force Participation by Age

Overall, labor force participation rates for women under
age 40 continued to rise during the 1980°s. just as they did
in the 1970°s. For women of ages 20 to 24, the rate rose
from 68.9 percent in 1980 to 70.4 percent in 1991; for
womcen 25 to 34, from 65.5 percent to 73.3 percent: and
for women 35 to 39, from 64.9 percent to 75.7 percent.
Teenage women (16 to 19 years) are the cxception; their
participation rate dropped from 52.9 percent in 1980 to
50.2 percent in 1991.

Prime-age women (25 to 54 years) represented 27.9
million of the 44.6 million female labor force participants
in 1980. By 1991 this number had escalated to 40.6
million—a 48-percent increase. With fewer teenagers
entering the labor force during the 1980°s and with much
of the baby boom generation having been in the labor
force for at least a decade. the median age of the labor
force, for women and men. is on the rise. By 2005 the
younger members of the baby boom generation will be in
their forties.

Over the past 30 years (1960-1990). the female labor
force has been younger than the male labor foree. This
age difference was partly the result of women entering the
labor force and then leaving for some time after
childbirth. With the higher participation rate of older
women and with the slowing in participation rate
increases of younger women, the ages of the male and
female labor foree are projected to approach each other.
By 1995 the median ages of female and male labor foree
participants arc projected to be identical—38.0 years,

Labor Force Participation by Marital Status

Marital status has a definite effeet on womer s labor force
participation—especially when combined with the
presence of children.

Marital and family characteristics of the labor force as
reporied in the March 1991 Current Population Survey
showed that of the nearly 100 million women in the
population age 16 years and over: 53.5 million were in
marricd couples: 21.7 mitlion had never been married
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(single); 11.3 million were widowed; 9.9 million were Table §

divorced; and 3.7 million were married, with absent Labor force participation rates of mothers by age of children,
spouses (separated). March 1981, 1986, and 1992

Between 1980 and 1992, overall labor force participation Children | Children 6-

among these tive groups of women has risen slightly, with Children | 14-17,none | 13, none Children
women in married couples accounting for most of the Year under 18 younger younger under &
guins (sce Table 4). Participation rates for single and

separated women initially rose, then dropped slightly. 1981 58.1 658 6‘2‘3 48.9
However, by March 1992 both groups (single and }ggg ggg ;32 ?gg ggg
separated women) showed some improvement in their ’ ' | '
participation rates. Divorced women's participation rates

have remained virtually the same over this peri()d_ S aree: US. Department of Labor, Buseau of Labor Statisties. Crrrent Poprdation
Widowed women's participation rates rose during the Surer. March 1981, 1986, and 1992.

early 1980's but have shown small and steady declines
since 1988. Widowers constituted the onty marital group
of women that ended the decade with a lower
participation rate than what was recorded in March 1980. o Table & .
Labor force participation rates of mothers by age of children.
March 1981, 1986, and 1992

Children | Children
Table 4 14-17, 6-13,
Labor force participation rates of women Marital status | Children | none none | Children
by marital status, selected years and year under 18 | younger | younger | under8
March | March | March | March Never married
1980 | 1986 | 1990 | 1992 1981 523 (* 649 457
1986 52.9 70.0 64.9 475
Total 51.1 54.7 57.2 57.2 1992 526 76.3 653 458
Never married 615 65.3 66.4 64.7 Married, spouse
Married. spouse present 50.1 54.6 58.2 59.3 present
Married. spouse absent 59.4 62.2 63.6 618 1981 55.7 63.3 62.1 478
Widowed 225 193 19.5 188 1986 613 69.5 67.9 538
Divorced 745 76.0 755 740 1992 678 766 749 599
Source U8 Depatment of Labar, Burcau ot Labor Statsues. Current Popudation Married. spouse
Sterver. Mareh 1980, 1986, 1990, and 1992 absent
1981 617 70.1 69.9 51.0
1986 63.9 73.1 69.3 57.4
1992 63.7 78.3 €8.8 55.7
With more and more women returning to work after Widowed
childbirth, mothers of preschoolers {(children under age 6) 1981 60.3 64.7 61.2 422
represented 42 percent of mothers in the labor foree as of 1986 553 731 693 57.4
March 1992, compared with only 25 percent in March 1981, 1992 614 63.1 628 56.3
Generally, as their childien get older. women enter or Divorced
return to the labor force. March 1992 data from the 1981 781 81.2 84.3 65.4
Burcau of Labor Statistics report that the participation 1986 81.7 89.9 81.8 738
rates of mothers are: with children under 3. 54.5 pereent: 1992 803 85.4 86.1 659
with children under age 6. 58.0 percent: with children 6 to

13 (none younger), 75.3 percent; and with children 14 to 1 Rute ot <how 1w here hase 16 feas thi 75000

17 (none younger). 77.5 pereent. (See Tables 5 and 6.) Sovtce U S Departinent of Labor. Bureau of Labor Statistes, Current Popidation
€ Surver. Mareh 1981, 1956, and 1992

In addition to experiencing greater labor foree activity as
their children age, participation rates for mothers have
also risen over the past decade.
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~ EMPLOYMENT AND UNEMPLOYMENT ~
During the 1980’s employment increased by about 20
million and unemployment reached its lowest level in 15
years. The number of working women climbed steadily
throughout the decade (see Table 7). In 1991, 53.3 million
women were gainfully employed—a 29 percent increase
from 1980, when only 42.1 million were working.

The proportion of women in the labor force did not
increase in 1991. Breaking a trend of steady labor force
increases that had been common since 1965, there was a
small decline in the percentage of women who were
working or looking for work.

The overall loss of jobs for women between 1990 and
1991 can be partially attributed to the recession that
started in July 1990. This recession made finding a job
difficult for many individuals, women included. Many
employers made permanent staff reductions, went out of
business, or let workers go for other reasons. Lower labor
force participation and higher unemployment for women
also resulted from a movement of unemployed women
workers out of the labor force rather than into
employment (see Tables 2, 3, and 7). Because of the tight
labor market, some women were convinced that they
should put off looking for work until conditions improve.

Table 7
Employment of women, 1990-91
{numbers in thousands)

Total employed
Year women Percent part time
1980 2,117 2.9
1981 43,000 27
1982 43,256 22.9
1983 44,047 223
1984 45915 2198
1985 47,259 21.7
1986 48,706 26.4
1987 50,334 26.1
1968 51,696 5.7
1989 53,027 25.5
1990 53479 252
1991 53284 256
Souree U S Department of Labor. Burcau of Labor Statisties. Employment and

Earnings. January [981.1992,

Employment by Race

White, black, and Hispanic-origin women all experienced
significant employment growth during the decade of the
eighties. The ranks of employed white women swelled by
nearly 9 million between 1980 and 199 1—fronm 36.6
million to 45.5 million (see Table 8).

The nearly 12 million black women in the United States
represent the largest female minority group. They
experienced employment growth through the 1980°s,
except for the recession period between July 1981 and
November 1982. Historically, black women have worked
in paid employment. In 1987 they accounted for a record
50 percent of total black employment and have
represented the larger segment of black employment ever
since. The 6.0 million employed black women in 1991
represented an increase from 4.5 million 11 years earlier.

The employment gains of women of Hispanic origin from
1980 to 1991 have been remarkable. In 1991, 3.5 miilion
Hispanic women held jobs, compared with only 2.1
million in 1980. (In 1991, 57 percent of employed
Hispanic women were of Mexican descent, 11 percent
were Puerto Rican, 6 percent were Cuban, and the
remaining 24 percent were of various Central or South
American origin.) Unlike their black and white
counterparts, women of Hispanic origin did not
experience a small downturn in total employment
between 1990 and 1991 (see Table 8). During that same
period, however, their labor force participation rate did
decline slightly from 53.0 percent to 52.3 percent.

Table 8
Employed women age 16 years and older, by race and Hispanic
origin, 1980, 1985. 1990, and 1991
(numbers in thousands)

Race 1980 1985 1990 1991
Total women 42117 47,259 53.479 53.284
Hispanic origin 2,079 2,582 3.504 3,521
Black 4515 5231 6.051 5983
White 36.587 40,690 45.654 45,482
Note: The race and Hispantc origin groups do not add 1o totals beciuse Hispanies
are cluded in both the white and black population groups
Source: U.S. Department of Fabor, Burcau of Labor Statistics, Emplosment and
Earmngs, January 1981, 1986, 199F. and 1992, Handbook of Labor Statrsns,

Aupust 989

(Note: For additional information on the employment of
minority women, sec Chapter 4, Minority Women
Waorkers.)
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Employment by Age

During the 1980’s the largest proportion of working
women were concentrated in the 25-t0-35 age group
(baby boomers). unlike the early 1970"s when most
working women were in the 35-to-44 and the 45-10-54
age groups. This shift reflcets. in part, the change in
attitudes about women working outside the home,
changing family structures and lifestyles. and results of
two recessions (January to July 1980 and July 1981 to
November 1982). Employment of teenage women 10-19
years has remained between 3.0 miltion and 3.6 million
since 1980. During the eighties employment for female
teenagers followed the same pattern as employment for
their male counterparts: higher figures in the early 1980
followed by a steady decline during the mid-19807s, and
stabilization in the latter years of the decade. Not since
the carly 1970°s have female teenage employment figures
been below 3 miltion.

There was a steady decrease in the number of young adult
women workers—women between ages 20 and 24—
during the cighties. This decline results partly from the
drop in births at the end of the baby boom. The number of
woimen workers in this group averaged about 6.6 million
from 1980 through 1985: in 1986 the number started to
deeline and continued to do so through 1991, when it
reached a low of 5.8 million.

Employment by Marital Status
Whether never married. married with spouse present.

_divoreed. or separated, women's employment experieneed

positive gains throughout the 1980, The only group whose
employment declined during this period was w idows.

Tahle 9
Employed women by marital status,
March 1980. 1986. and 1992
(numbers in thousands)

March March March

Marital status 1980 1986 1992
Marmed. spouse present 23590 | 26.683 | 30.130
Never marned 10.087 | 11.745 12.793
Widowed 2.328 2.053 2.029
Divorced 4.606 5.694 6.578
Married, spouse absent 1737 1.880 2.003

samce US Department ot §abor, Bureau of Fabot Stansties. {lariedbook of b
Sannen, Augist {989 and tabulations trom the Crerren Popndation Sutves.
March 990 aud w82

Women in narried couples have consistently represented
the largest group of employed females. In March 1992
they were 56 percent of total female employment, while
never married women represented 24 percent; divorced
women. 12 percent; widowed women, 4 pereent and
separated women. 4 percent (see Table 9).

The recession that started in July 1990 did indeed have an
adverse effect on female employment between 1990 and
1991. Totat employment declined for single and widowed
women during that period. With many single women
being under 30, their tabor force participation during
recessionary times may resemble that of teenagers and
young adults. If they have fewer skills and are less
experienced than older workers. young single women
workers may be the first to tose their jobs.

At the other end of the age spectrum are widows. The
majority of widows are over age 55. It is a common
practice for employers who are experieneing difficult
times during cconomic downturns to offer their older
cmployees various types of carly retirement. Depending
on the incentives offered in these early retirement
packages. many employees cleet to retire.

Unemployment by Sex

Unemployment rates (unemployed as a percentage of the
labor force) for women during the 1980°s were nearly the
same as those for men. In fact, the rates were identical in
1987. at 6.2 percent. This similarity in rates differs from
carlier decades: the rates for women were consistently
higher than those for men throughout the 1960"s and

the 19707s.

Unemployment rates for women (and for men) rose
substantially during and immediately after the July 19R]
to November 1982 recession. During that time. nearly 4.5
million women were looking for jobs, By the end of 1990,
only 3 million women were unemployed.

Men's unemployment was more severely afteeted by the
recession. rising three full pereentage points—from 6.9
pereent in 1980 to 9.9 pereent in 1982. During this same
periad. women's unemployment rate increased from 7.4
pereent to 9.4 percent. Unemployment for women has
continued to deeline since 1984, and was only 5.4 pereent
in 1990 (see Table 101, Greatly affected by the downturn
in the Natjion's economy that began in July 1990.
women's unemployment rate rose by almost one full
pereentage point from 5.4 pereent to 6.3 pereent between
1990 and 1991, while men’s unemployment rate increased
{rom 5.6 pereent to 7.0 pereent.

Womenan the Work force
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Table 10
Unemployment rates of women and men, selected years,

1970-91
Year Women Men
1970 59 44
1972 6.6 5.0
1974 6.7 49
1976 86 71
1978 7.2 5.3
1980 74 6.9
1982 94 99
1984 76 74
1986 7.1 6.9
1988 56 55
1990 54 56
1991 6.3 7.0

Source: U S Department of Labor, Bureau of Labor Statisties. Emplovment und
Earmngs, January 1992

~ CONTINGENT EMPLOYMENT AND
HOME BASED WORK ~

Along with employment expansion during the eighties,
firms have sought ways to gain greater control over labor
costs by quickly adjusting the size of their work force in
response to changing market conditions. The most
common and widely used method is to employ part-time.
temporary. leased and/or contract workers to perform
tasks that were previously performed in-house. These
workers are the “contingent labor force.”

Like “just in time™ inventorics, contingent workers are
on-demand employees, often used when an employer
needs additional staff to complete a job. There are three
major factors which generally characterize contingent
labor: time. permanency. and a low level of j b security.

Contingent work generally implies something other than a
standard 8-hour-day, S-day-week arrangement. An
example is part-time retail sales workers. such as those
hired during the Christmas shopping season.

Permanency is the second issue. Contingent workers are
hired for limited, definite periods of time, not to exceed a
specified date or until the completion of a particular task.
tn most instances, there is no employcer commitment for
future employment. Contingent workers often are used to
manufacture, produce. or harvest scasonal products,

The third factor is the absence or weakening of any social
contract between employers and emiployees, and hence a
lower level of job security. Although contingent
arrangements can last for extended periods, any work
arrangement that does not contain an explicit or implicit
commitment between the employer and employee for
fong-term employment should be considered contingent.

Whether or not a person is considered a contingent
worker depends on the length of the employment
relationship and the level of job security. In contingent
relationships the length of employment is set by the
employer, and there is no promise of future employment,
stated or implied. A substitute teacher or an adjunct
professor, who may be hired for an entire school year, is a
good example of a contingent worker.

Women are the myjor participants in two types of
contingent employment: pa:t-time and temporary work.
Part-time work is work of fewer than 35 hours a week in a
principal or sole job. Temporary work is generally
contract work in which the worker is paid by the staffing
agency but supervised by the utilizing employer.

Today approximately 1 in 5 workers is a part-time
cmployee: roughly two-thirds of those are women. While
most women are employed full-time—35 hours or more a
week on their sole or principal job—the number of
women working part time has risen dramatically. From
1980 to 1991, women part-time workers increased from

1 1.8 million to 13.6 million (see Table | 1). Part-time
employment for men rose from 6.4 million to 6.7 million
during this period.

Table 11
Part-time employment of women and men,
1980, 1985, and 1991
{numbers in thousands)
Year Women Men
1980 11,801 6,447
1985 13.296 7.058
1991 13.645 6.657

Source US Department ot abor, Burcay

of Labor Statsties, Emple ament and
Farmmes, Jamnany 1981, 1986, and 1992,

Throughout the 1980's, about two-thirds of all part-time
workers were women. As of March 1992, wives
represented the majority (56 percent) of women who
worked part time: followed by single. never married
women, 30 percent: divorced women, 6 percent; widowed
women, 5 percent: and separated women, 3 percent (see
Figure 1)

Women with children, especially those with children
under age 6, are more likely to be part-time workers.
Thirty percent of mothers with children under age 6 work
part time.

Part-time employees are common in many service
occupations. A targe number of women who work in
service oceupations such as food preparation, personal
service, private houschold. and cleaning and building
service are employed part time.

Women i the Work Force
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Figure 1 Table 12

Part-time employment of women by maritai status. Employed women by union affiliation, 1984-91
March 1992 (numbers in thousands)
Total union ‘ ]
D"’s"ofced employment Women union Percent
(894 6’00) Widowed Year {(women and men) members women
' 5% (737.000)

Never 1 Separated 1984 17.340 5.829 336
m;(;rcled 3% (371.000 1985 16.996 5.732 337
o 1986 16.975 5.802 342
(4.144.000) 1967 16913 5.842 %5
1988 17.002 5.982 352
Maried 1989 16.960 6.141 36.2
56° 1990 16,740 6.175 36.9
(7.714.000) 1991 16.568 6.138 37.0

Souree 1S, Depariment of Labor, Burcau of T abor Statisties, Emplovment and
Farnmnes. January 1986, T9RS, 1990, and 1992

In 1991 approximately 17 million workers, or 16 percent
of all workers. were members of unions or employee
associations (see Table 12). Another 2.2 million workers
were represented by unions because their jobs were
covered by a union or an employec association contract
cven though these workers claim no union affiliation.

Souree: U S, Department of Labor, Bureau of Labor Statsties. Current Population
Sernev, March 992

Temporary employees often are those in clerical or other
administrative support oceupations. According to a 1987
Burcau of Labor Statistics nationwide survey of firms
supplying temporary help on a fee or contractual basis,
half of all temporary employees were administrative
support personnel such as office clerical workers.

Six million women workers were members of unions in
1991 and another 1.1 million women worked on jobs that
were covered by a union contract. During the 1980°s and
through 1991, women’s share of total union membership
grew slowly. increasing each year.

Union membership has provided women with higher
median weekly earnings when compared with nonunion
women workers. Also, the carnings gap between women
and men union members who are full-time wage and
salary workers is much smaller than the overall carnings
gap between women and men. (See Tables 13 and 14

Women have always worked in the home, from the
preindustrial era to the present. However. that work has
largely been unpaid and often undervalued. Since the
early 1980°s there has been an upsurge in the numbers of
women working at home for pay. A 1985 study found that
women accounted for 62 pereent of persons working 35
hours or more a week at home,

(Note: For more information on contingent employment.

see Chapter 9. Diversity in Workstyles.) Table 13

Median weekly earnings of full-time wage and salary workers, by
union membership status, 1984-91

Members of unions Nonunion
~ WOMEN WORKERS IN UNION Year Women Men Women Men
ORGANIZATIONS ~

Women are becoming an increasingly important part of 1984 $326 $444 $251 $362
membership in organized labor in the United States. Since 1985 350 465 262 383
the Nation is shifting from a manufacturing cconomy to i 1986 368 482 274 394
service economy —women represented 60 percent ol all 1987 388 494 288 406
service workers in 1991 —-the increased participation of ggg j??/ gg? g?g jlg
women in luhgr organizations may !wlp toreverse the 1990 448 540 06 457
recent trend of overall declining union membership. 1991 467 568 248 an

Source U S Department of 1 abor, Burea of Fabar Statisties, Fmphaoont aml
Feornoner lauany 198G TONN (990 and 1092
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Table 14
Women's median weekly earnings as a percent of men's,
by union membership status, 1984-91

Members of
Year All workers unions Nonunion
1984 67.8 734 69.3
1985 68.2 75.3 68.4
1986 69.2 76.3 69.5
1987 70.0 785 709
1988 70.2 796 721
1989 70.1 79.1 726
1990 718 827 71.3
1991 74.0 822 736

Source: U S. Deparunent of Labor, Bureau of Labor Statsties, Emplovment and
Farnings, Januasy 1986, 1988, 1990, and 1992,

Women's participation in labor unions has been most
visible in the fole of organizers. They have also served as
staff workers. The establishment of the Coalition of Labor
Union Women (CLUW} in 1674 -and other organizations,
such as Washington Union Women (WUW), has afforded
union women opportunities to discuss issues of common
concern, develop networks, and prepare for leadership roles.

Unionist women's attendance at trade union women
institutes and leadership training courses has led to
increased numbers of women moving into leadership
roles and policymaking positions throughout the 1980°s,
especially within local unions. There are now m:ny
women serving as vice presidents of local unions and
several vice presidents of national unions as well as many
departiment heads.

~ WORKING MOTHERS ~
Working mothers? constitute a significant portion of
today’s labor force. Since 1980 the increase in the labor
force participation rate of mothers, especially married
mothers, has been phenomenal. The rate of participation
of married mothers rose from 54 percent in March 1980 to
68 pereent in March 1992,

As labor force participation for mothers has climbed over
the 1980-1990 decade, so has tiic employment of
mothers—Ilarge numbers who sought work actuaily found
jobs, Thirteen million mothers were working in March
1975, 16 million in March 1980, 18 million in March
1985 and 23 million in March 1992,

Family Structure

The continued increase in labor force participation « .
mothers and of other women stems from various
changes in society, some of which are directly related to
family structure and the presence of children. For
example many women delay marriage. and when they
do marry, they have fewer children than mothers had in
previous generations,

In the mid-seventies a trend began toward dela: +d
childbearing. and births among woraen in their later
childbearing years rose markedly in the 1980's. Between
1980 and 1988. births among women aged 30 to 34
increased from 35 to 45 per 1.000 women.

Divorces and other marital disruptions, which lead to
more women becoming the single or major source of
family suppert, are on the rise. According to data
published by the U.S. Department of Health and Human
Services, Mational Center for Health Statistics, the total
number of divorces granted in 1990 (1,175.000) was
nearly half that of the ‘otal number of marriages
performed (2.448.000).

{Note: See also Chapter 6 on Changing Family Structures
and Lifestyles.)

Why Mothers Work

A number of reasons why mothers work are highlighted
in a study prepared for the Joint Economic Committee,
U.S. Congress. According to the May 1986 staff study
prepared for that Committee, 71 percent of mothers who
work do so “to support their families,” not “for something
interesting to do™ or “to earn extraz money™ (see Figure 2).

A number of factors influence why mothers work:

+ A family lifestyle dependent on two incomes has
become the norm in American society. For many of
today's families. the wife's earnings are es . ntial to
maintain a comfortable standard of living or even just
to make ends meet.

+ The increase in the number of divorces has left many
women as the sole financial support or primary
breadwinner for themselves and their children. For
married mothers. remaining or becoming employed
provides some financial cushion in case of a marital
breakup. Single mothers may not be able to count on
alimony or child support payments.

Women who have delayed marriage and childbearing
have had the opportunity to grow attached to the world
of work, making it difficult for some of them to give
up their employment when they have children.

o [ear of recession. job layoffs, and plant relocations and
closings have made couples reluctant to count on just
one income,
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« Women are concermed that if they give up their
positions in the labor force, they may have to return at
lower levels or they may not be able to find suitable
employment at all.

+ Public opinion has shifted. Social attitudes ahout the
employment of wives and mothers are much more
favorable than they were in the past. In recent years,
mothers who work have come to be seen as positive
role models for their children.

Figure 2
Why women work

All working women

Combination

1%

Support
family
32%
Interesting
12%

Extra
money
21%

Support self
24°%

Working mothers with children at home

Combination
11%

Interesting
5%

Extra
money
8%
Support self
4%
Suppont
family
71%
Source A st study prepoared by the Jomt Tooncmie Camnontiee: Corness o the

st States, Vi 9 3900

Contrary to what some people think, mothers who work
outside their homes do not generally feel guilty for doing
s0. According to a nationwide survey of 3.000 working
mothers conducted by Working Mother magazine in
October 1990. only 16 percent of mothers reported feeling
guilty all the time, while 20 percent considered
themselves totally guilt free. Some said they would feel
cuilty if they did not work.

Mothers cite various reasons why they get fulfiilment out
of their work. Ninety-two percent say they achieve a
sense ot well-being from their financial contribution to
the family welfare. Many mothers {80 percent) say their
jobs make them more interesting, that working boosts
their self-esteem (78 percent), and that their children are
more independent (77 percent). Over half (51 percent) of
working mothers say they would not quit their jobs even
il they could afford to do so.

Single-Parent Mothers

Recent trends toward later marriages and toward more
divorces are resulting in a higher probability that more
women will head their own households at some time
during their lives. In 1950 only 15 percent of adult
women maintained a family. By 1990. 21 percent of
women maintained a family in which there were children
under 18.

Because single-parent mothers are most likely to be the
sole support of themselves and their families, they are
more apt to be in the labor force than are married mothers.
As of March 1992, 67.3 percent of married mothers were
Jahor force participants, compared with 73.2 percent of
other ever-married mothers (widowed, divorced. and
married but separated).

Never-married mothers are less likely to be labor force
participants than are all other mothers. In March 1992
only 52.5 percent of these mothers who had children
under 16 were in the labor force. The figures were even
lower for single mothers with preschool-age children (see
Table 15).

In addition. employed single-parent mothers are more
likely to be full-tiime workers than are married mothers—
79 percent compared with 70 percent. respectively. If
single-parent women want to be assured of having adeguate
funds to support themselves and their families. they usually
will find it necessary to work. In many situations, mothers
who are granted court-ordered child support do not receive
the Tull amount awarded from the fathers of their children.
With enforcement lacking. some mothers may have
difficulty colle ting child ~upport payments from the
fathers. Very 04 women receive alimony.
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Tabie 15
Labor force participation rates of mothers, by marital status and
age of children, March 1992

Children | Children | Chiidren
under age | under age | under age
Marital status 18 6 3
Never marned 52.5 458 410
Married, spouse present 67.8 59.9 575
Other ever-married 732 60.5 52.1
Marned. spouse absent 63.7 55.7 488
Widowed 61.4 56.3 58.2
Divorced 80.3 65.9 55.6

Source: U8 Drepartment ot Labor. Bureau of Labor Statistics. Cursent Populatien
Sienev. March [992

Mothers of Young Children

In the 1980°s mothers of infants and young children
began entering or re-entering the labor market much
sooner after giving birth than ever before (see Table 16).
In the late seventies and the carly eighties. less than half
of mothers with infants were labor force participants: by
March 1992, 53 percent of mothers whose youngest child
was 1 year old or younger were labor force participants.

Table 16
Labor force participation rates of mothers with preschool
children, by marital status, selected years, March 1970-92

By the time the youngest child is 3 years old. at least 6 cut
of every 10 mothers are catering or returning to the labor
force, making day care or nursery school attendance
increasingly necessary.

Working part time is onc answer to the question of how
mothers with young children balance the demands of
work and family. However, the majority of working
mothers with children under age 6—70 percent in March
1992—worked full time (35 or more hours a week on
their sole or principal job).

During the 1980’s it became the norm for mothers to
return to work before their youngest child started
elementary school. In March 1992 nearly 60 percent of
mothers in married-couple families with children under
age 6 were labor force participants. Divorced mothers
with preschoolers, who have always been very active in
the labor force, participated at a rate of 66 percent in
March 1992,

There is quite a difference between the labor force
participation of black and of white married mothers with
preschool children (see Table 17).

Table 17
Labor force participation rates of wives (husband present), by race
and by age of youngest child, 1985 and 1990

Age of child Total Black White
1985
Under 6 years 537 69.3 523
Under 3 years 50.7 65.7 498
1990
Under 6 years 589 734 57.8
Under 3 years 55.5 67.5 549

Marital status and age of
children 1970 1980 1990 1992
Never marned (1) 61.5 66.4 64.7
Chuldren under 6 (1) 441 48.7 458
Chiidren under 3 (1) 417 419 410
Married, husband present 409 50.1 58.2 59.3
Chiidren under 6 305 451 58.9 599
Chitdren under 3 259 413 55.5 57.5
Married. husband absent 55.9 59.4 636 61.8
Chuiidren under 6 454 522 59.3 55.7
Chuldrer: under 3 425 424 516 488
Widowed 273 225 195 18.8
Chuldren under 6 368 447 50.1 56.3
Chuldren under 3 2) 2 (2 (2)
Dworced 730 745 755 74.0
Chuldren under 6 63.3 68.3 69.8 65.9
Cnildren under 3 52 1 56.8 57.68 556
TNt avlable

" Dt ot shown where base 1s fess than 75,000

Source 178 Departinent ol Eabor, Bureau of Lapor Statisties, "N omber of
Wtk Mothers Now at Record Tevels,” press release. Suly 26 984 and € wrrent
Popudanion Survey March 1990 and (992

Source' U S, Lepartinent of Labor, Burcau ol Labor Statisues, Monthiv Labor
Review. February 1986 and Current Populdation Sures. March 1990,

The reasons for the higher participation rates of black
mothers with very young children arce both historical and
cconomic. Black wives, and black women in general,
have a long history ol working to a much greater extent
than white women, partly because of the ditficulty black
men have had in finding high paying employment. Along
with their higher labor force participation rates, employed
bLick mothers usuatly work more weeks cach year than
white mothers, and a substantially larger proportion work
all year at full-time jobs.
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With the increasing numbers of mothers in the work
force, especially those with preschool children and those
who are single parents, the need for child care is growing
also. Finding affordable high quality child care is a
concern for working parents at all income levels and is
particularly so for low income working mothers.

Child Care Expenditures

The Census Burcau reported in Who's Minding the Kids
Child Care Arrangements, Winter 1986-87. that poor
women paid an average of $35 per week for child care.
compared with $50 per week for women living in
households that were not poor. However, poor women
paid a larger proportion of their monthly family income
for child care than women in households that were not
poor—235 percent compared with 6 percent, respectively.

According to the 1988 National Longitudinal Survey of
Youth and the 1983 National Longitudinal Survey of
Young Women, average weekly expenditures (1988

dollars) on child care are about $60 for younger women
(23-31) and $45 for older women (29-32). Younger
women, however. utilize child care services an average of
39.4 hours a week, compared with 24.7 hours a wecek for
older women (see Table 18).

The differences in per hour expenditures may result from
the fact that older women usually have higher incomes
than younger women and can afford to pay more for child
care. Older women tend to have more and older children
than yourger women. With more children, older women’s
total child care expenses may be higher: however, their
need for child care is less because older children spend
more time in school. In addition. older women tend to use
day care facilities more often. while younger women tend
ts ase relatives who generally charge a small fee or no fee
for their services. ©

(Nete: Additional information on child care is included in
Chapter 6, Changing Family Structures and Lifestyles: see
the section on “Support for Work and Family.™)

Table 18
Weekly expenditures on child care by women who use paid child care
Youth survey (women ages 23-31)! Young women survey (women ages 29-32)2
Average weekly expenditures (1988 dollars) Average weekly expenditures (1988 dollars)
Total $61.51 $44 46
Age of youngest child.
Birth to 1 year 59.51 63.48
2-4 years 71.46 52.59
5 years and over 49.03 3763
Martal status:
Married. spouse present 64.36 46.58
Other 55.11

YDt are from the 1988 Natonal Eongituchngt Survey of Youth
S Datd e bom the 1982 National Longitudimal Sursves of Young Women

Souree U8 Department of Labor, Bureau of Tabor Stausties, Monthly Labor Revies. October 1991

~ NOTES ~

I The civilian fabor force, generatty referred to in this
handbook as “labor force.” is comprised of all persons 16
years of age and over who are employed or secking
employment: it excludes people in military service and
people in penal and mental institutions. sanitariums, and
homes {or the aged or infirm.,

2 The labor foree participation rate is the proportion of a
population group that is cither eaployed or actively
secking employment.

¢ Mothers in the labor foree who have chitdren under age
I8 are classificd as working mothers.
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Occupations of Working Women

Highlights

¢  Of the 20 leading occupations for women, | [ are jobs in which women have worked
historically.

& Women hold about three-fifths of all service jobs. a proportion they maintained during
the 1980°s.

¢  Of all employed women in 1991, 44 percent worked in technical, sales, and
administrative support occupations such as clerical work.

o 40 percent of all Federal. State, and local government employees are female.

o  Women represented 11 percent of the active duty military in 1992-—up from 2 percent
in 1972.

« In 1993, for the first time, women constitute about 10 percent of the voting members
of the U.S. Congress. :

o
e,
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~ WHERE WOMEN WORK ~
Women have made progress in obtaining jobs in virtually
all occupations—irom positions in managerial and
professional specialties to those in the skilled trades and
construction. Although women are becoming less
concentrated in some of the occupations they have held
traditionally. the overall labor market still shows signs of
job segregation by sex. For example. the same occupations
that were heavily dominated by women in 1983 have high
concentrations of women today (sec Table 1),

Table 1
Occupations dominated by women, 1983 and 1991
(percent female)

Occupation 1983 1991
Registered nurses 958 948
Dietitians 90.8 937
Dental hygienists 98.6 998
Health record technicians 913 93.9
Licensed practicat nurses 97.0 95.0
Secretaries. stenographers. and typists 982 98.5
Recepticnists 96.8 971
Bank tellers 91.0 90.3
Child care workers, private household 96.8 96.7
Cleaners and servants, private househetd 95.8 958
Hairdressers and cosmetologists 88.7 90.2
Dressmakers 96.1 933
Textile sewing machine operators 94.0 89.2

Sauree US. Department of Labor, Burcan of Labar Statisties, fmplavment and
Farmmes., auary 1984 and 1992

OCCUPATIONS OF WORKING WOMEN

Leading Occupations

Of the 20 leading occupations for women, 11 are known
as traditionally “female™ jobs (see Table 2). These are
occupations that. throughout history. have been performed
mainly by women. Many traditionally female occupations
offer low wages; in fact, 14 out of the 20 leading
occupations for women otfer median weekly earnings
below the $368 average for all women employed full time
in 1991 (Table 2).

However. according to the Bureau of Labor Statistics,
other leading female dominated occupations that have
earnings above the average arc registered nurses,
elementary and secondary school teachers. and
accountants and auditors. Also. these occupations are
projected to show substantial job growth through 200:

The top 10 occupations for men include many services
industry jobs {see Table 3). In most cases. however, these
are well-paying jobs that otfer full-time employment and
advancement potential. Only four of these occupations—
managers and administrators: sales supervisors and
proprietors: janitors and cleaners: and cooks {except short
order)—have more than 25 percent female workers.
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Table 2
20 leading occupations of employed women, 1991 annual averages
{numbers in thousands)

Percent women
{both sexes Women's median
Occupation Humber of women employed) weehkiy earnings
Total 53.284 458 $368
Secretesies 14 3,755 99.0 359
Managers and administrators. n.e.c. 2 2.660 336 481
Cashiers 14 2023 80.9 214
Bookkeepers, accounting and auditing clerks 4 1,750 915 KLY
Registered nurses ! 1.623 948 630
Nursing aides, orderlies, and attendants 14 1.344 89.2 263
Elementary school teachers ! 1.309 859 522
Sales supervisors and proprietors 4 1.284 343 361
Waiters and waitresses ' 4 1,105 816 205
Sales workers, other commodities 34 1.034 711 243
Child care workers 14 933 96.0 216
Machine operators, assorted materials 4 865 331 284
Receptionists 14 850 97.1 295
Adminisirative support occupations. n.e.c. 2 841 79.4 374
Cooks, except short order ¢ 834 46.9 219
Accountants and auditors 745 515 501
Hairdressers and cosmetologists 14 672 90.2 252
Secondary school teachers 668 54.7 543
Janitors and cleaners ¢ 657 309 251
General office clerks 14 619 80.9 333
! Tradutionatly considered a “female™ occupation.
S Natelsewhere classified
ieludes food, drugs, health, and other commodities.
1991 median weehly earmings below total for all women (93681,
Source: .S Department of | abor, Bureau of Labor Statisues, Emplosment and Earmines, January 1992
Table 3
10 leading occupations of employed men, 1991 annual averages
(numbers in thousands)
Percent women
Occupation Number of men Number of women (both sexes employed)
Managers and administrators. n.e.c.} 5247 2.660 336
Sales supervisors and proprietors 2.455 1.284 A3
Truck drivers, heavy 1,926 49 25
Engineers 1.694 151 8.2
Janitors and cleaners 1.469 657 308
Carpenters 1,261 16 13
Sales representatives, commodities. except retail 2 1,242 359 224
Laborers, except construction 1,017 240 191
Supervisors, production occupations 1.017 210 171
Cooks, except short order 944 834 469
UNotelsew here classifred
< Includes tosxd, drugs, health. and other conmodities
Source LS. Department ol Labor. Burean ot 1 abar Stausties, £ mplovmenr and § armmies, January 1992,
l Occupations of Workimg Women ~ 18~ 1993 Handbook on AVomen Workers: Trends & sues
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Managerial and Professional Occupations

The largest increase in female employment since 1983 has

come in managerial and professional occupations—+.7
million women. This figure represents over half (51
percent) of the total increase in female employnient since
1983. No other major occupational group has come close
to employing this many women.

In 1991 women made up 46 percent of all management
and professional specialty occupations (see Table 4). One
out of every four employed women worked in this
occupational group in 1991, compared with one out of
five in 1983 (see Table 5). Management and professional
jobs generally require substantial postsecondary schooling
and offer very high pay. Although some of the
management jobs are niet nontraditional for women.
women are more likely than men to be clustered in the
entry and middle levels of management.

Even though women accounted for 52 percent of all
professional specialty occupations in 1991, many of these
jobs (architects. engineers. lawyers. judges, physicians,
and dentists) have long been. and still are, nontraditional
for women. However, marketing, advertising. and public
relations managers. which were nontraditional
occupations for women through 1987, are now 31 percent
female. Nontraditional occupations are any where women
constitute 25 pereent or less of the total employed.

There are professional specialty occupations where
women have continued to outnumber men—teachers,
except colleges and universities: therapists: dietitians:
registered nurses: librarians: archivists: and curators. The
most notable progress has been made by women auditors
and accountants. Representing only 38 percent in 1983,
women made up 52 percent of all auditors and
accountants in 1991. The following occupations have also
become female dominated since 1983: personnel and
labor relations managers: education administrators:
buyers in wholesale and retail trade: and underwriters.

Wonien are also well represented in professional health
care occupations. In health assessment and treatment
occupations—which include registered nurses. dietitians,
and therapists—women accounted for over three-fourths
of total employment in 1991. Two out of every three
managers in health and medical occupations are women.

The number of women engineers has increased
dramatically—trom 91.000 in 1983 to 152,000 in 1991.
The majority (57 percent) of this increase has been in
mechanical and electrical enginecring.

Teaching occupations (prekindergarten, Kindergarten,
clementary. secondary. and special education) have long
been dominated by women: 3 out of every + of these
teachers are female. However. in colleges and
universitics, men outnumber women teachers—457.000
and 316,000, respectively.

Table 4
Employment of women by major occupational group. 1983 and 1991
(numbers in thousands)
Number employed Percent of total Number employed Percent of total
Occupation 1983 employed, 1983 1991 empioyed, 1991
Manageriat and professionaf specialty 9.659 40.9 14,356 483
Executive, administrative, and manageria! 3490 324 6.064 406
Professional specialty 6.169 48.1 8.292 516
Technical, sales and administrative supoort 20.187 64.6 23.352 64.7
Technicians and refated support 1471 482 1.873 494
Sales 5617 475 6.816 488
Administrative support, Inctuding clencal 13.100 799 14,663 80.0
Service 8.326 60.1 9.557 598
Private household 942 96.1 755 96.0
Protective service 215 12.8 316 152
Service. except private househoid or protecive 7170 64.0 8.487 64.6
Precision production. craft. and repair 1.000 8.1 1132 8.6
QOperators. fabricators and faborers 4282 26.6 4330 252
Machine operators. assemblers. inspectors 3259 421 3.086 401
Transportation and material moving 326 78 437 90
Handlers, equipment cleaners. helpers. laborers 697 168 806 17.5
Farming. forestry. and fishing 592 16.0 557 16.4

Soutce US Depatinent of Fabat, Butean of Eabos Statisnes £ ogplovatent and Farmnes Lannars 108 and 49
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Other professional specialty areas where women have
experienced employment gains between 1983 and 1991
are social science and urban planning (70 percent): social,
recreational, and religious work (60 percent); law and the
Jjudiciary (42 percent): writing. art, entertainment, and
athletics (39 percent).

Table 5
Occupational distribution of women, 1983 and 1991
(Percent distribution)
Occupation 1983 1991
Total. 16 years and over (thousands) 44047 53,284
Percent 100.0 100.0
Managerial and professional specialty 219 269
Executive, administrative, and managerial 79 114
Professional specialty 140 156
Technical, sales. and administrative support 458 438
Technicians and related support 33 35
Sales 128 128
Administrative support, including clerical 297 275
Service 18 179
Private household 2.1 14
Protective service 05 06
Service. except private household and protective 16.3 15.9
Precision production. craft. and repair 23 2.1
Operators, fabricators, and taborers 9.7 8.1
Machine operators, assemblers. and inspectors 74 58
Transportation and material moving 07 08
Handlers, equipment cleaners. helpers. laborers 16 15
Farming, forestry. and fishing 13 1.0

Source. U.S Depurt entof Labor, Bureaw of Labor Statsties, mplovment and
Farnmes, Januaes 1984 and 1992,

Technical, Sales, and Administrative Support (TSAS)
Occupations

Over the past decade, women have consistently held
nearly two-thirds of these jobs. In technical occupations.,
these women are mostly employed as computer
programmers, licensed practical nurses. and legal
assistants. Women have always found employment as
sales workers, and nearly one-third of women in sales (4.1
million out of 14 million) are employed in retail and
personal services sales. In 1991 approximately 15 million
women were clerical and administrative support workers.

Eight of the 20 leading occupations for women are
classified as TSAS occupations—secretaries: cashiers:
bookkeepers, accounting and auditing clerks: sales
supervisors and proprictors: sales workers. other
commodities; receptionists; administrative support
occupations. not elsewhere classitied: and general oftfice
clerks. Of all employed women in 1991, 44 percent
worked in TSAS occupations.

Service Occupations

Throughout the 1980"s women held 3 out of every 5
service jobs and they continued to maintain that share in
1990 and 1991. Service occupations are generally
described as jobs in private household, protective service.,
food preparation and service, health service. cleaning and
building service, and personal service.

In 1991, 18 percent of all employed women were service
workers. Of the 20 leading occupations for working
women, 6 are in the service area— nursing aides,
orderlies, and attendants; waiters and waitresses: child
care workers: cooks, except short order: hairdressers and
cosmetologists: and janitors and cleaners.

Many service occupations. however, are characterized as
requiring lower educational attainment and having lower
earnings, except for occupations such as firefighters and
police officers. Consequently. with increased educational
attainment. a desire for higher wages. and other related
factors, the number of women employed in private
household work declined by 186,000 between 1983 and
1991. In addition. many women who are highly skilled
service workers have ¢ ‘tablished their own personal
service businesses.

Precision Production, Craft, and Repair Occupations
In contrast to the occupational groups in which women are
well represented, this category of occupations includes the
skilled trades in which the overwhelming majority of
workers have always been men. Jobs are in the construction
trades and also include mechanics and repairers. Carpenter,
painter, telephone installer, brickmason, auto mechanic,
and welder are just a few of the many specific job titles.

These occupations require specialized skills which usually
are acquired through apprenticeships or other kinds of on-
the-job training programs. They also provide opportunities
for high wages and benefits. Thus, women have been
encouraged to consider the options and benefits of
working in the skilled trades.

Women have made some inroads into these occupations in
recent years but represented only 8.6 percent of workers in
1991, up just slightly from 8.1 percent in 1983 but double
the 4.1 percent of women in the occupational group in
1973, identificd then as craft and kindred workers.
Numerically, there were 1.1 million women employed in
precision production, craft. and repair jobs in 1991,

(Note: For additional information see Chapter 7. Shifting
Patterns in Education and Training, under Training
Through Federal Programs, the section on
“Apprenticeship Programs™: Chapter 12. Legal Rights of
Women Workers, under Federal Government Initiatives.
the section on “Women in the Skilled Trades (WIST)Y":
and Chapter 13, Projections of Interest to Women
Workers., the section on “Occupational Outlook.™)

Occupations ot Working Women
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Public Administration

Women recently have made great strides in elected and
appointed positions, as they have throughout the ranks of
career civil service workers at all levels of government. In
the November 1992 elections, women were elected in
record numbers to serve in both the State legislatures and
the U.S. Congress.

When the 103rd Congress convened in January 1993,
women constituted about 10 pereent of the voting
members. For the first time, 47 women served in the
House of Representatives (24 newly elected) and 6
women served in the Senate (4 newly elected). Women
also made gains at the State level of government and
made up more than one-{ifth (22 percent) of State
legislators in 1993.

Federal. State, and local governments have always
provided women with job opportunities. Since 1983
women have consistently accounted for at least -H) percent
of total government employees (see Table 6). However,
women historically have been employed mainly in the
lower paying occupations.

Table 6
Employment of women in public administration, 1983-91
(numbers in thousands)

Total Percent
Year employment women
1983 4710 399
1984 4,766 40.2
1985 4,995 40.8
1986 5.104 414
1987 5,246 414
1988 5.432 427
1989 5583 429
1990 5608 426
1991 5839 41.8

Source U8 Department of [ shor. Burcau o Labor Statsues, Employment and
Farmnges. January 983 1992

In 1991 women represented over half of all persons
employed in four of the eight divisions within public
administration, as identified by the Bureau of Labor
Statistics—administration of human resources programs, 67
pereent; exeeutive and legislative offices, 60 percent: public
finance, taxation, and monctary policy. 58 pereent: and
general government, not elsewhere classified, 51 pereent.

The U.S. Office of Personnel Management reported in
September 1988 that women accounted for 42.2 pereent
of total non-Postal executive branch Federal civilian
cmployment. Women have made gains in Federal
employment in recent years despite cutbacks. hiring

freevzes, and staff reductions. Some of these gains are
listed below:

« Between 1982 and 1988, women gained 108,000
jobs—minority women gained 64.000 jobs and
nonminority women gained 44,000 jobs.

» In the Federal agencies of Labor. Commerce, Treasury,
Education, Housing and Urban Development. and
Health and Human Services, the work forces were
between 46 percent and 50 percent female. The U.S.
civilian labor force was 45 percent female in 1990.

» From 1982 to 1988, women executives increased from
714 to 845 and women professionals increased from
91,349 to 128,083.

(Note: For additional information on women in public
administration, see Chapter 12. Legal Rights of Women
Workers, the sections on “Women in Federal
Government™ and “Women in State and Local
Government.™ Information on the forecast for
employment in various occupations is included in Chapter
13. Projections of Interest to Women Workers, the section
on “Occupational Outlook.™)

O upations of Working Women

Y

1993 Handbook on Women Warkers: Trends & Issues




~ WOMEN IN THE MILITARY ~
The number of women in the military has increased
steadily over the past two decades (from 44,498 in 1972
to slightly over 211,000 in March 1992) as a result of the

Composition of active duty forces,
fiscal years 1972 and through March 1992

Figure 1

shift to an all-volunteer force and aggressive recruiting.
(See Figures 1 and 2.) '

As of March 31, 1992, women represented 11.2 percent of
the active duty military, compared with 1.9 percent in
1972. in addition, over 150,000 women serve in the
Selected Reserve, making up 13.2 percent of this force.
Of the 1.2 million women veterans, 45 percent served in
peacetime, 26 percent during World War 11, 21 percent in
the Vietnam era, and 8 percent during World War { and
the Korean conflict.
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Source LS. Departinent of Delense, Assistant Secretary of Defense, Foree
Management and Personnel.

Figure 2

Number of women on active duty in the U.S. Armed Forces,

1970-March 31, 1992
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Over 40.000 American military women served in
Operation DESERT SHIELD/STORM between August 2.
1990. and April 11, 1991—making up approximately 7
percent of the total American force in the Persian Gulf,
While this was not the first time military women had
served in a combat situation, their farge numbers- -and
the fuct that many had to leave children behind—attracted
nationwide attention.

Tanle7
Wormen in active duty forces, cificers and enlisted personnel,
March - 292

Officers ' Enlisted personnel

Number Percent Number Percent

Services female female female female
Army 121427 12.0 64.760 115
Navy 7.925 114 46.:24 98
Marne Corps 670 35 7973 46
Air Force 13.063 13.9 57.854 145
Total 33.785 19 177514 1.0

Sosee U S Department of Defease. Assistant Seeretary of Detense, oiee
Management and Personned

As of March 1992, 76,887 women were in the Army:.
70,917 in the Air Foree: 54,849 in the Navy: and 8.643 in
the Marines (see Table 70

A Profile of Military Women

o Nearly all women who serve in the Armed Forees have
a high school education, Many have attended or
graduated from colle.e.

¢+ The maority of women, both otficers and enlisted
personnet. work in administration and in health care.

»  Seventy-five pereent of military women join the
service hetween the ages of 18 and 21, They join for
the same reasons as men: to fulfill a sense of duty or
obligation. to pay tor education. and to develop work
skiils.

o Misnority women represent 4.4 percent of active duty
personach. Black women are the largest minority group
(3.4 pereent), with Hispanice and other minority women
accounting for 0.5 pereent each,

Traditional Occupations and the Glass Ceiling!
Approximately 90 percent ot atl miliary job specialties
are open to women. This includee all noncombat ficlds
and most combat. suppaort positiosns * Women in the
military are concentrated in traditional occupations.
Among officers, 43 pereent serve inheaith care wod

another 18 percent are administrators (sce Figure 3). In
contrast, 2 percent are in scientific and professional
specialties and 3 pereent are in intelligence, The majority
of enlisted women serve in functional support and
administrative fields (34 percent), health care (15
pereent), communications and intelligence (11 pereent).
and service and supply (10 pereent) (see Figure ).

Military women have inereased their ranks in
nontraditional ficlds, with 16 percent serving as cralt
workers. mechanies, and repair specialists in 1991,
-ompared with 2 pereentin 19733

compared with 2 pereentin 3.

Federal statute and Department of Defense (DoD) policies
exclude women from assignments in some combat and
combat related occupations, These restrictions in law and
policy are referred tu by some as the glass ceiling for
women at the senior officer grades.

In 1989 the General Accounting Office (GAQO) completed
a study on possible impediments to the carcer progression
of women. One of the factars it looked at was promotions.
Using data from 1986 through 1988, the study found that
women were generally promoted at a rate similar to that
of men. and for women who pursue a military career, they
tend to advanee more rapidly than men. The study
indicated that in 1987 women achicved the grade ol 0-7
(general or flag rank) within 24.7 to 29.3 years compared
with 27.8 to 30.9 years for men. For cnlisted personnel.
women generally achieved E-9. the highest enlisted grade.
within 20.5 years compared with 215 years tor men.

Figure 3
Primary occupations of active duty women ¢ficers

Other 20°
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Figure 4
Primary occupations of active duty enlisted women

Health care
Other 15%
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Service and supply administrative
10% 34%

Source Miltary Women ot the Department at Defense. Volume VL July 1990

In [ooking at promotions at the more senior grades
(colonel and above), it is important to keep in mind that
20 years ago women made up less than 2 percent of the
U.S. force. In 1992 these military career women are jus.c
beginning to compete for colonel and general grades.
However, GAO did note that “people serving in combat
specialty career ficlds are generally promoted more
rag:idly than people in non-combat specialties. and are
generaiiv promoted to higher levels.™

in 1983 11~ Secretary of Defense issued a policy
siatement : saking # clear that combat exclusionary
pulicies shou'd be wterpreted to allow as many career

oppurtunitics -dr worien as possible.’ Since the statement,

bills huve beew propos *d (but not passed) to force DoD to
place vwomen 11, o fight. » pilot training and to conduct a
demonstration ; rogram 1 whick nilitary women would
be assigr:d to cainbat pos.tions.

& Depaztmieat of D fense Task Foree on Women in the
Military was ostablist »d in 1947 1o study the impact of
atittudes and & atment on the y- ality of life for women in
the mifitary, the ‘mpact ~f force management policies on
mifitary womea': carcer -»velopnwnt, and the impact of
combal restricton polici~e on effecuve wilization of
women in the militeov. Task foree recommendations led
to development ard approval of a Dol Risk Rule? and,
ultimately. to the op2ising o more than 31,000 positions
to mititary weren®

T 988 and 1989 the Geaeral Accesmting Office issued
eports detiling the progress woree had made in the
militery, but conclua.d that combat exclusionary policies
limited further progress.” A siyor breakthrough oceurred

with the signing of the National Defense Authorization
Act for Fiscal Years 1992 and 1993 (F.L. 102-190). The
faw repealed most restrictions on women flying combat
aircraft in the Air Force and Navy, although it allowed the
Services discretion in removing policy restrictions. The
law also created the Commission on the Assignment of
Women in the Armed Forcees to study the implications of
women in combal.

The Commission on the Assignment of Women in the
Armed Forces submitted its report and recommendations
to the President in November 1992, The Commission
voted to uphold the current exclusion barring women
from ground and air combat and agreed that these
exclusions be made law. The Commission also voted to
open combat assignments never before opened to women
aboard some combatant ships.! However, on April 28,
1993, the Secretary of Defense directed the services to
allow women to compete for assignments in combat
aircraft and announced that Congress will be asked to
repeal the law barring women from combat vessels,
Additionally. the Army and the Marine Corps were
mstructed to look for opportunities for women to serve in
positions other than those units engaged in direct combat
on the ground.

Sexual Harassment

Historically, sexual harassment has been a concern for
women in the military. In 1987 the DoD task force
indicated that sexual harassment “remains a significant
problem in all Services.” The task force recommended
that DoD reaffirm its position on sexual harassment (that
it is unacceptable conduct and will not be condoned or
tolerated in any way). improve sexual harassment
complaint procedures, adopt a standard definition of
sexual harassment, conduct a survey to determine the
incidence of sexual harassment, clearly define standards
of good taste for on-base entertainment. and improve
medical care unique to women.!!

In September 1990 DoD released a study indicating that
female personnel (64 percent) were almost four times as
likely as male persennel (17 percent) (o experience some
form of sexual harassment.!2 In early 1992 the Navy
implemented a “zero tolerance™ policy. stating that any
officer or enlisted person found guilty of aggravated
sexual harassment would he processed for separation.

Downsizing

The world has undergone dramatic changes within the last
few years, as evidenced by the collapse of the Soviet
Union and the eastern European communist btoc. These
changes triggered a reevaluation of the missions and roles
of the military in light of the reduced threat to U.S.
seeurity and interests abroad. As a result, by 1995 the
Department of Defense expects the foree to require 25
percent fewer Service men and women than were m
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service at the peak in 1987, a reduction of approximately 9 Women in the Militarv: More Military Jobs Can Be

500.004 personnel. Opened Under Current Statutes, General Accounting
Office Report to Congressional Requesters, Briefing

As the force continues to drawdown, Dol expects the Report. GAO/NSIAD-88-222, Washington, D.C..

representation of women to continue to stay fairly stable. September 1988 Career Progression Not a Current

Between September 30, 1987, and March 31, 1992, the Problem but Concerns Remain. op. cit.

U.S. force size reduced by approximately 270,000

personnel. During this same period. however, the 19 Presidential Commission on the Assignment of

representation of women on active duty increased from Women in the Armed Forces, "Commission Votes on

10.2 percent to 11.2 percent. Women in Combat: Some Surprises,” November 4, 1992,

The Departments of Labor, Veterans Affairs, and Defense W JOth Anniversary. op. cit.. p.19.

jointly sponsor a myriad of transition assistance measures

to prepare military personnel for the civilian labor force. © 2 Meclanie Martindale. Ph.D.. Sexual Harassment in the

Military: 1988, Defense Manpower Data Center,
September 1990. p. xiii.

~ NOTES ~

I A modein term used to describe racial or gender biases
that hinder qualificd individuals from attaining full
potential in a protession. The implication is that certain
individuals can watch others attain coveted positions, but
for them such attainment is an unrealistic aspiration.

2 Military Career Guide: Employment and Training
Opportunitics in the Military. 1988-1989, U.S,
Department of Detense. Military Entrance Processing
Command. p.15.

Y Military Women in the Department of Defense. Volume
VL July 1990,

Y Waomen in the Military: Career Progression Not a
Current Problem but Concerns Remain, General
Accounting Office. Briefing Report. GAO/NSIAD-
210BR. September 1989, p. 25.

S Delense Advisory Committee on Women in the
Services. S0th Anniversary: 1951-1991, Pride in the
Past  Focus on the Futwre, February 1991, p 12,

o Ihid.. p.19.

7 The 1988 “risk rule”™ excludes women from serving in
noncombat units supporting combat units if there is risk
of exposure to direct combat. hostile fire, or capture. 40th

Anniversary. op. cit.

R d0th Anniversary, op. it p.20.
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Women’s Earnings and Income

Highlights

¢ Over the 60-year period 1920 to 1980, women’s wages grew 20 percent faster than
men’s wages.

%  The gap between the earnings of we men und men is smaller for weckly wages than for
annual earnings. Among full-time year-round workers in 1991, women's weekly camings
were 74 percent of men’s but their annual earnings were only 70 percent of men’s.

©  Inthe 1980s the pay disparity between blacks and whites increased for both women

and men.

& More than three-fifths of the occupational classes in which the ratio of women's

earnings to men’s is 68 percent or less are in the managerial. professional. and sales
categories.

& Women were 51.3 percent of the U.S. population in 1990 but were 57.7 percent of all
persons in poverty.

¢ There are more than 5 times as many poor, unrelated elderly women as there are
unrelated elderly men who are poor.

¢ Between 1970 and 1990, a startling 99 percent of the increase in the number of
families living in poverty was among families headed by women.
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WOMEN’S EARNINGS AND INCOME

~ EARNINGS DIFFERENTIALS ~
Historically, there has been a gap between the overal!
carnings of women and men workers, Rescarchers over
time have examined male-female earnings ratios and
some of the factors that underlie the disparity in carnings.
Studies on this issue continue and some are reported in
this section on carnines differentials,

Factors Affecting Earnings of Women and Men

A study on women’s wages and work.! published in 1984,
sets the stage for understanding women’s carnings
compared with men’s carnings in the 1980°s and 1990s.
Authors Smith and Ward reached four conclusions:

1} The wages of working women did not increase relative
to those of working men between 1920 and 1980
because the skills (as measured by education and
experience) of working women did not increase
relative to men over this period.

The average wages of the entire population of women,
however, have increased much faster than the wages of
men during the last 60 years. At the same time, the
market skills of the entire population of women have
risen much more rapidly than the skills of all men.
Although largely unrecognized. women's wages
relative to men’s jumped by a large amount between
1980 and 1983.

Defined either over the female work foree or the entire
population of women. the economic status of women is
going to improve significantly relative to that of men
over the next 20 years.?

~

3

4

The authors of the study point out the distinction between
the characteristics of the population of women and the
characteristics of the work torce of women. Because
nearly all men age 20 to 64 are working. the difterences in
characteristics between the population of all men and men
in the work force are usually negligible. In 1991 more
than 88 percent of all men 20 to 64 years of age were in
the work force. This is not the case with women. In 1991
only 69 percent of the population of women 20 to 04
years old were in the labor foree. Thus, the characteristics
of the two groups may not be identical.

In attempting to explain the differences in women’s and
men's camings over time. the study examined the human
capital characteristics of education and work experience
for both the population and the work force. The authors

compared education for the population of men and the
work force of men with these two groups for women.

+ During the 20th century. the education of the male
population has been rising faster than that of the
female. A comparisen of people born between 1946
and 1950 with those bom between 1911 and 1915 finds
that men's average schooling rose hy 2.8 years. but
women’s by only 2.3 years. This additional one-half
year of schooling advantage in favor of men is due
principally to the fact that men received college
education in greater numbers and much carlier than
women did.

+ The male advantage becomes even larger when
monitoring the trends in the education of the work
tforce. Between 1940 and 1970, more less-cducated
women than better-educated women entered the work
force. The educational level therefore increased less in
the temale work force than in the population of women
and. as a further consequence. male schooling among
white workers rose by almost | year more than the
schooling of female workers.

The difference between the female population and the
female work force is even more apparent when work
experience is considered. Most of the increasce in the
female labor force has been due to the entry of women
who were previously housewives with little prior
experience. It has not been duc to a greater commitment
to the labor force by women who were already in it.
Despite the enormous increase in numbers of women
working., women workers exhibited the same labor force
attachment (the length of time they will stay in the fabor
market) in 1980 as in 1920. Snapshots of the female work
force in 1920 and 1930 would look amazingly simitar to
those in 1950 and 1980.

+ The consequence is that the average expericnce of the
female work force has changed little over the tast 60
years (between 1920 and 1980, while the average
jabor market experience of all women is rising. A 40-
year-old worker in 1930 had accumulated 15.4 years of
work cxperience. The average 40-year-old working
woman in 1950 had 14 years of prior work experience.
Her counterpart in 1980 had acquired only 14.4 vears.
In contrast, there was a significant increase in the
average experience of all women. calculated
independently of whether they were currently working
or not. [ The average $0-year-old woman] in 1930 {had]
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6.7 years:...in 1950 had 8.1 ycars of work experience:
in 1980 the figure was 1.4

When considering the characteristics of working women
and men, the authors concluded that:

» Nothing new had happened io narrow the wage
disparity between men and women workers over the
last 60 years [between 1920 and [980]. But the story is
quite difterent when trends in the wages for all women
are monitored. The market skills of all women relative
to all men were indeed increasing during this century.
While the increase in education of all women was half
a year less than the increase for men. there was a
significant rise of 2 to 3 years in women's work
experience. Converted to an hourly wage base, the
estimate is that in 1920 women earned 43 percent as
much as men: by 1950, 48 percent as much: by 1980,
53 percent. Therefore, a correct description of the
relative wage series would show a steady increase in
women’s wages reiative to those of men. Across the 60
years between 1920 and 1980, women's wages grew
20 percent faster than men’s wages.

« Effects causcd by the entry of housewives into the
labor market, which have camouflaged reality for some
time, have essentially run their course. In contrast to
the past. the work experience of the female work force
is now increasing rapidly: so is its education. which
has risen faster than that of the male work force. This
is duc partly to increased college attendance by
women; but also. in recent years, female work force
participation rates have increased much faster among
the more educated. These developments all point to the
fact that women's market skills have been the primary
shaper of their economic status in the past. and wili be
in the future.

= Asreal wages rise over time, female labor supply
should rise. The conclusion is that real wages have
played a significant part in the growth of the female
work force. One reason is that the postwar real wage
growth among women has been much larger than
commonly believed. Over the last three decades [1950-
80] the effect of rising wages explains alrmost 60

percent of the total growth in the female labor force.
Half of this wage effect reflects the fact that incentives
to work are greater when wages are high. The othe:
half reflects the fact that high female wages have
encouraged women to have smaller families. Smaller
families reduce the demands on women's time, freeing
women for greater participation in the market.?

Trends in Earnings Ratios Over Four Decades

Figures I and 2 provide a view of women's and men’s
annual earnings in real dollars and in current dollars for
year-round full-time workers. Figure | shows that the
annual earnings of year-round full-time men workers in
constant 1982-84 dollars reached a peak in 1973 and have
generally been drifting downward since then, while
women’s annual real earnings have been increasing
almost steadily except for a slight dip during the recession
in the early 1980°s. Annual earnings of women and men
in current dollars (shown in Figure 2) do not converge for
women and men as real earnings shown by Figure 1, with
its adjustment for inflation. Figure 2, however, shows the
rapid acceleration in earnings apparent even as early as
the late 1960’s, largely as a resu:t of inflation.

Figure 3 shows the effects of housewives entering the
labor market. The influence of housewives without as
much education or experience as women already in the
work force tended to reduce the ratio of women's earnings
to men’s earnings. In Figure 3 one can see the stability
apparent in the relationship through the late 1950°s. At that
point it is evident that women’s annual earnings start to
slip when compared with men’s earnings. This trend is
apparent until the early 1980's. when women’s annual
earnings began to catch up to earlier ratios and to surpass
them as the number of educated women with greater work
experience increased. As women's and men's real earnings
moved closer together, the ratio of women's earnings to
men’s earnings has grown larger. Since 1979 the median
hourly and weekly ratios of women's earnings divided by
men's earnings also show this general trend, although
there arc slight variations.

Figures 1, 2, and 3 were developed from data in Table 1:
Figure 4 was developed from data in Table 2.

Women s Larmings and Income
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Figure 1
Annual earnings for women and men, in constant doflars, 1951-91
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Figure 2
Annual earnings for women and men, in current doffars, 1851-91
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Source: US Department of Commerce, Bureau of the Censs, Carrent Population Reports, Seres P-60, selected issues
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Table 1
Median annual earnings in current and real dollars for year-round full-time workers, by sex, 1951-9t

Earnings (current dollars) Earnings (real dollars) Women/Men
Year Women Men CPI-U Women Men Percent
1951 $2.305 $3.605 26.0 $8.865 $13,865 63.9
1952 2,448 3,829 26.5 9,238 14,449 63.9
1953 2,585 4,043 267 9,682 15,142 63.9
1954 2,598 4,064 26.9 9,658 15,108 639
1955 2,719 4,252 2638 10,146 15,866 63.9
1956 2,827 4,466 272 10,393 16,419 63.3
1957 3,008 4,713 28.1 10,705 16,772 63.8
1958 3,102 4,927 28.9 10,734 17,048 63.0
1959 3,193 5,209 29.1 10973 17.900 61.3
1960 3,293 5.417 20.6 11,125 18.301 60.8
1961 3,351 5,644 299 11,207 18,876 59.4
1962 3,446 5,794 30.2 11,411 19,185 59.5
1963 3,561 5978 306 11,637 19,536 59.6
1964 3,690 6,195 310 11,903 19,984 59.6
1965 3.823 6,375 315 12,137 20,238 60.0
1966 3,973 6,348 324 12,262 21,136 58.0
1967 4,150 7,182 334 12425 21,503 578
1968 4,457 7,664 3438 12,807 22,023 58.2
1969 4,977 8,227 36.7 13.56¢ 22.417 60.5
1970 5,323 8.956 3838 13,719 23,108 59.4
1971 5,593 9,399 40.5 13810 23,207 59.5
1972 5,903 10,202 418 14,122 24,407 57.9
1973 6,335 11,186 4.4 14,268 25,194 56.6
1974 6970 . 11,889 493 14,138 24,116 58.6
1975 7,504 12,758 53.8 13948 23,714 58.8
1976 8,099 13,455 56.9 14,234 23,647 60.2
1977 8,618 14,626 60.6 14,221 24,135 58.9
1978 9,350 15,730 65.2 14,340 24,126 59.4
1979 10,151 17.014 726 13,982 23435 59.7
1980 11,197 18,612 824 13,589 22,587 60.2
1981 12,001 20,260 90.9 13,202 22,288 59.2
1982 13,014 21,077 96.5 13,486 21841 61.7
1983 13,902 21,854 99.6 13958 21,942 63.6
1984 14,780 23,218 1039 14,225 22.346 63.7
1985 15,624 24,195 107.6 14,520 22486 64.6
1986 16,232 25,256 1096 14,810 23044 64.3
1987 16,911 25,946 1136 14,886 22,840 65.2
1983 17,606 26.656 1183 14,883 22,533 66.0
1989 18,769 27,331 1240 15,136 22,041 68.7
1990 19,822 27,678 130.7 15,166 21177 716
1991 20,553 29,421 136.2 15,090 21,601 69.9

Source: U.S. Department of Commerce, Bureau of the Census, Current Population Reports, Senes P-60, selected issues, and U S. Department of Labor, Burcau of Labor
Statstics. Consumer Price Index for all urban consumers ( 1982-84= (X)),
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Figure 3
Ratio of women's annual earnings to men's, 1951-91
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Source: U.S. Depastment of Commerce Bureau of the Census. Current Population Reports, Series P-60. sclected issues.

As the ratio of women's earnings to men's earnings has
grown larger. the earnings gap—the difference between
this ratio and 100 percent—has grown smaller (see Table
2 and Figure 4).

Table 2
Women's earnings as a percentage of men's, 1979-91
Year Hourly Weekly Annual
1979 64.1 62.5 59.7
1980 64.8 64.4 60.2
1981 65.1 64.6 59.2
1982 67.3 65.4 61.7
1983 69.4 66.7 63.6
1984 69.8 67.8 63.7
1985 70.0 68.2 64.6
1986 70.2 69.2 64.3
1987 72.1 70.0 65.2
1983 738 70.2 66.0
1989 75.4 70.1 68.7
1990 76.8 718 7186
1991 775 740 69.9

Source: 1.8, Department of Labor. Bureau of Labor Statistics, Bulleun 2340 and
unpublished tables: Emplovment and Fatmnes, January 1ssuess and U.S.
Department of Commerce, Burean of the Census, Current Population Reports,

Figure 4

Ratio of women's earnings to men's, 1979-91
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Table 3
Ratio of median weekly earnings for women and men and ratio of women's employment to tota} employment,
selected cccupations. 1991 and 1983

Women to men earnings ratio (percent) | Women to total employment ratio {percent)

Occupational class 1991 1983 1991 1983
Tolal. ait occupations 740 667 426 4904
Managers. medicine health 859 NA 634 60.7
Engineers 85.7 828 §1 59
Computer scientists. analysts 891 73 323 294
Operations. systems analysts 844 NA 419 333
Registered nurses 89.6 995 933 944
Therapists 880 NA 745 751
Teachers. college and univ 800 773 333 285
Elementary teachers 863 86.7 847 824
Secondary teachers 870 88.6 520 491
Counselors. education vocatien 893 803 652 484
Social religious workers 855 865 508 440
Social workers 878 796 66.1 628
Wriers-artists entertainers 810 729 438 385
Public relations specialists 84 1 739 533 47.0
Health technicians 825 839 803 517
Lab technicians.technologsts 90.1 837 748 733
Engineering technicians 845 730 166 176
Science technicians 826 NA 269 248
Computer programmers 886 82.7 346 319
Miscellaneous technicians 871 726 320 283
Cashiers 873 84.3 79.4 809
Scheduling supervisors cierks 978 NA 309 201
Secretaries, typists 973 w7 985 98.5
Records clerks. except finance 843 762 811 82.0
Bookkeepers. accounting clerks 857 79.1 912 89.2
Postal clerks. except maif carrers 955 934 467 322
Mail carriers. postal service 932 NA 22.1 143
Mail clerks except postal service 901 890 468 489
Dispatchers 819 776 513 446
Shipping receiving clerks 877 774 273 196
Stock inventory clerks 850 812 436 385
Misc admin support occupations 812 743 835 853
General office clerks 920 797 803 807
Data-entry keyers 822 NA 852 935
Police and detectives 878 75 14.1 96
Public service police detectives 909 NA 109 60
Guards 22 806 166 137
Guards police. except pub service 945 912 146 1.1
Food prep. service occupations 883 862 520 574
Bartenders 815 20 542 519
Cooks. except short order 852 858 416 478
Misc food prep. occupations 1135 1025 433 488
Health awdes. except nursing 916 NA 835 70
Nursing aides. orderhes 883 810 88 0 868
Maids housemen 803 90 760 755
Janitors cleaners 826 810 223 205
Personal service occupaticns 837 784 750 692
Mechanics reparrers 1035 894 38 34
Electrical electronic repairers 960 NA 97 81
Electrical electronic assemblers 840 857 718 755
Transportation moving nccupalions 80 755 61 47
Handlers helpers-laborers 829 84 1 164 160
Stock handlers baggers 878 919 26.5 190
Hand packers packagera 859 916 624 664

Sousce 8 S Department ol Tabor Bureau ol babor Stanstics nnpnblished Table $ Median weekly camnses of swage amd saliny workers who psualls sk il nme In
detmled ©3 drea censns coder vecapations and sox TN and 1991 annaal asenayes
\ Waoren s Famngs and Inconme < - ot Handbaok on \Waomen AW orhers Tronds 8 Tsaaes
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Table 4
Ratio of median weekly earnings for women and men and ratio of women's employment to total employment,
selected occupations, 1991 and 1983

Women to men earnings ratio (percent) | Women to total employment ratio (percent)

Occupational class 1991 1983 1991 1983
Total. all occupations 740 66.7 426 404
Executive/managerial occupations 66.5 64.0 434 342
Financial managers 58.7 63.8 445 38.7
Marketing/public relations mgrs. 65.5 60.1 290 21.0
Miscellaneous managers 62.1 58.4 373 28.7
Underwriters/financial officers 67.5 65.0 51.3 426
Health diagnosing occupations 612 797 272 240
Physicians 53.9 81.6 266 228
Sales occupations 59.5 52.4 421 39.0
Sales supervisors/proprietors 65.8 61.6 35.1 285
Securities/financial services sales 65.7 NA 328 268
General office supervisors 67.4 64.5 676 65.3
Insurance adjustersfinvestigators 68.0 65.0 798 66.7
Precision production occupations 62.4 613 204 18.9
Machine operators, except precision 65.7 62.1 396 416
Metal/plastic machine operators 676 724 16.9 16.5
Praduction inspectors/examiners 66.5 56.3 54.3 53.1

Source: 1S, Department of Labor, Bureau of Labor Statistics, unpublished Table 5: Meduan weekly camings of wage and salary workers who usually work full time. by

detailed (3-digit census code ) occupations and sex. 1983 and {991 annual averages.

Impact of Occupational Change

In addition to general differences in earnings between
women and men, there are differences by occupation. The
occupational classification system used by the Bureau of
Labor Statistics (BLS) and other Federal agencies was
changed in 1983: thus comparable data on earnings of
women and men are not available before then. Table 3
lists occupations in which women's carnings were at least
80 percent of men's earnings in 1991, giving the carings
ratio in 1991 and 1983, as well as the proportion of
women to total employment in those 2 years. Itis
apparent from the table that the occupations in which
women fare well when their earnings are compared with
men’s are not “women’'s” work or *men’s” jobs: rather,
they occur throughout the whole spectrum of jobs.

It is also uscful to see what kinds of jobs have relatively
fow women's to men's carnings ratios, to identify any
systemic patterns. Whereas Table 3 reveals occupations
that had carnings ratios 6 percent or more above the
median weekly carnings ratio of all occupations (74
percent), Table 4 lists occupations that have women's to
men's carnings ratios below 68 percent. Although there
arc only 16 occupational categories on this list, 7 (almost
half) are professional or managerial and 3 are in safes.
Thus. more than threc-fifths of the occupational groups in
which the ratio of women's carnings to men’s is 68
percent or less are in the managerial, professional, and

sales occupations. It should be noted that these are the
occupational groups in which women’s employment has
shown exceptional growth relative to men's employment.

Impact of Technological Change

In a Rand Corporation Graduate School dissertation
(December 1989)* the researcher notes that two main
reasons have been given for the widening disparity in
earnings over the last two decades. One explanation is
that there has been a disproportionate increase in low-
skilled, low-paying jobs. which has caused the number of
workers at the iower end of the earnings distribution to
risc. The other explanation focuses on the increasing
participation of women and youth who generafly have
lower education and experience levels in tie labor force.
The theory is that lower levels of human capital result in
large numbers of workers clustered at the lower end of the
earnings distribution.

“Technological change appears to have upgraded the skills
necessary in the U.S. job market over time, with schooling
and vocational training becoming increasingly important.
Hardly any evidence appears to support the position that
technological change has had an aggregated de-skifling
effect on the labor force, where skill is implicd to mean the
substantive complexity involved in a particular job.
Almost the entire rise in carnings disparity can be traced to
changes in the structure of wages. Neither the increased
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female labor {orce participation nor the labor shift from
manufacturing to services is an adequate explanation for
rising earnings disparity. The most important change in the
structure of wages has been the dramatic rise in the price
of skill (that is, schooling and work experience) between
1973 and 1988. Growth in the demand for highly skilled
labor has outstripped growth in its supply, resulting in an
increase in the wage rate of skilled workers: meanwhile,
the demand for relatively unskilled labor has fallen relative
to its supply. resulting in a decrease in the wage rate of
relatively unskilled workers.”

In discussing technological change. the author points out
that "*Changes either in *productivity " or in the *skill'
necessary to perform a particular job are inherently linked
to the notion of technological change... . The recent
experience of technological change has been qualitatively
different from the historical experience because of the
central role played by microprocessor-based information
technologies in restructuring work within and across
industries. Microprocessor-based technologies ostensibly
require a disproportionate share of both highly skilled
professionals who design and maintain these systems and
relatively unskilled workers who maniputate raw
information into a form suitable for further sophisticated
processing by these technologies. Of particular importance
is the frequent repackaging and automating of tasks
previously performed by middle management—tasks that
require some level of discretionary judgement.
Accordingly, the net result of introducing microprocessor-
based technologies is to increase the disparity in the
structure of skills demanded from the labor force.
eventually leading to a higher level of disparity in earnings.

“Although returns to skill have increased. so may have the
. b . « . « .

private marginal costs of investing in human capital:

because of these higher costs, a surge in such investment

has not occurred.”

Racial and Gender Pay Gaps

Research has been conducted for the Women's Burcau on
the differences in earnings ratios during the 1980°s
between women and men and black and white workers
age 25 10 555

The study identified two divergent trends of the 1980°s.
Women made tremendous gains in their wages relative to
those of men, while the pay disparity between blacks and
whites increased for both women and men. In labor
economic theory, “human capital™ refers to the investment
of resources people make in themselves so that they will
be more valuable in the marketplace and receive higher
earnings. Education and work experience are the resources
that individuals invest in most often. These are referred to
as “characteristics of human capital.” The human capital
characteristics of women compared with men of their race
increased with actual work experience acting as the

driving force in the change. The occupational distribution
of women and men also tended to converge.

The reasons behind the wider gap in earnings between
black and white men were identified as changes in
industry attachment and a change in the wage structure
during the 1980°s, which increased returns to education
for white men. The change in wage structure occurred as
the demand for people with higher educational levels and
skills became greater over the decade, while the supply of
these workers did not increase: thus, the eamings accruing
to these workers were "bid up.” On the other hand, the
number of workers with low levels of education and skiil
cxceeded the demand over the decade, so that earnings
accruing to these workers were “bid down.” This situation
resulted in a wider earnings disparity at the end of the
decade than at the beginning. The primary reasons for the
growing difference in earnings between black and white
women were not captured by the model used in the
research, which leaves open the question of why that
discrepancy increased.

~ A COMPARISON OF EARNINGS
WITH INCOME ~

Earnings are not the only source of income for individuals
and families. Money earnings accrue to workers from
cmployers for work performed for the employer. Income
is a broader concept and includes monetary returns from
profit (gross receipts minus expenses) from self-
employment, government transfer payments, retirement
benefits, interest, dividends, rents, child support and
alimony, as well as carnings. Government transfer
payments include unemployment compensation, State
workers® compensation, Social Security, Supplemental
Security. public assistance, veterans' payments,
government survivor and disability benefits, government
pensions, and government educational assistance,

There are also nonmonetary sources of income such as
food stamg., Medicare. and Medicaid. Nonmonetary
carnings take the form of “fringe benefits,” paid medical
insurance, and paid holidays. for example. Earnings and
income discussed in this chapter relate only to monetary
carnings and income.

More than half of the workers in the United States are
paid hourly wages. A comparison of women's earnings
with men's hourly carnings showed that in 1991 women
workers were paid $6.77 an hour compared with $8.73 for
men, 77.5 pereent of what men carned on an hourly basis,
For full-time wage and salary workers, women carned an
average weekly salary of $368 compared wiv $497 for
men—or 74.0 percent of men's weekly carnings, In 1991
full-time year-round annual carnings for women were
$20.553 compared with $29.421 for men; women’s
carnings were 69.9 percent of men's earnings.
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Income data arc often stated in terms of family income. In
1991 the median income for married-couple families was
$40.995: for male householder, no wife present. $28.351:
and for female householder, no husband present, $16.692.
The presence of children under 18 in the household is
often important when considering the economic well-
being of the family. The median income for maitied-
couple families with no children under 18 was $39.083 in
1991, while that for married-couple families with one or
more children under 18 was $42,514. Married-couple
families without children may contain more retired
couples, while those with children may contain more dual
earners. For female-headed householders with no husband
present and no children under 18. median income in 1991
was $26.111; for those with children. the median income
was $13.012. For male householders with no wife present
and no children under 18, median family income was
$32.323: for those with children. median income in 1991
was $24.171. Among the three family groups, the
difterence in median income for those with and without
children was greatest for female householders—the group
with the smallest income in either case.

When income data are reported for individuals. the
median income for all women was $10.476 in 1991, while
the median income for women over 65 was $8.189. The
median income for all men was $20.469; for men over 65,
it was $14.357.6

~ WOMEN IN POVERTY ~
The poverty definition adopted for official Government
use by the Office of Management and Budget consists of
a set of money income thresholds that vary by age and
family size and composition. and are adjusted each ycar to
reflect changes in the Consumer Price Index. The
definition is based on pretax money income only.
excluding capital gains, and does not include the value of
noncash benefits. Families or individuals with income
below their appropriate poverty threshold are classitied as
below the poverty level. In 1990 the poverty thresholds
varied from $6.268 for a person 65 years or older living
alone. to $29.087 for a family of nine or more members
with one related child under 18 years. For example. the
average (weighted for number of children) poverty
threshold for a family of four was $13.359.

Women were 51.3 percent of the U.S. population in 1990,
but they made up 57.7 percent of all persons in poverty.
There are more than a third again as many poor women as
there are poor men (Table 5). The poverty rates for maic
and female children (under 18 years) are nearly equal. Then
the rates diverge sharply, and women experience a 60
percent higher rate of poverty in the age bracket from 18 to
24. The difference declines again, then suddenly increascs
among the elderly. Among those 65 and older, women's
poverty rate i< about twice that of men. Underlying these
facts is the iraportant and disturbing phenomenon in the

U.S. economy of the “feminization™ of poverty. The
feminization of poverty is characterized as such because of
the increase in the number of families consisting of a
mother and her children with no husband present. Black
tamilies particularly experience this situation.

Tabie 5
Poverty status of the population, by age and sex, 1990
{numbers in thousands, as of March of the following year)

Below poverty level
Percent

Characteristic Total Number of totai

Both sexes

Total 248 644 33.585 135
Under 18 years 65.049 13,431 20.6
1810 24 years 24,901 3.964 159
2510 34 years 42905 5.201 12.1
3510 44 years 38.665 3.268 8.5
4510 54 years 25,686 2,002 78
55 to 59 years 10,592 963 9.0
60 to 64 years 10,654 1.098 10.3
65 years and over 30.093 3.658 12.2

Male

Total 121.073 14.211 1.7
Under 18 years 33.31 6.841 20.5
18 to 24 years 12,275 1.499 122
2510 34 years 21.319 1.923 9.0
3510 44 years 19.032 1.342 74
4510 54 years 12.428 821 6.6
55 10 59 years 5179 384 74
60 to 64 years 4982 443 8.9
65 years and over 12,547 959 76

Female

Total 127571 19.373 15.2
Under 18 years 31.738 6.591 20.8
18 to 24 years 12,627 2.465 195
2510 34 years 21586 3278 152
35 to 44 years 19,633 1.926 98
45to 54 years 13.258 1,181 8.9
55 to 59 years 5512 579 105
60 to 64 years 5671 656 11.6
65 years and over 17.546 2.699 154

Source: 1.8, Department of Commerce, Bureau of the Census, Current Population
Reports, Series P60, No VTS, Poverty in the United States 1990 1991, Table §,
p. 24
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Table 6
Poverty status of all families and of female householders with no husband present, 1966-90
(numbers in thousands, as of March of the following year)

All families | Female householder, no husband present
Below poverty level Below poverty level
Year Total Number Percent Total Number Percent
1990 66.322 7098 10.7 11,268 3.768 334
1989 £66.030 6.784 10.3 10.890 3.504 32.2
1988 65.837 6.874 10.4 10.890 3.642 334
1987 65,204 7.005 10.7 10.696 3654 34.2
1986 64.491 7.023 10.9 10445 3613 346
1985 63.558 7.223 1.4 10,211 3474 340
1984 62.706 1217 116 10,129 3.498 345
1983 62.015 7647 123 9.896 3,564 36.0
1982 61.393 7512 122 9.469 3.434 36.3
1981 61.012 6851 1.2 9.403 3252 346
1980 60.309 6.217 10.3 9.082 2972 327
1979 59.550 5.461 9.2 8,705 2.645 304
1978 57.804 5.280 9.1 8.458 2,654 314
1977 57.215 5311 9.2 8,236 2610 37
1976 56.710 5311 9.4 7713 2,543 330
1975 56.245 5450 97 7,482 2.430 325
1974 55.698 4922 88 7.230 2324 321
1973 55.053 4828 88 6.804 2,193 3.2
1972 54373 5075 9.3 6,607 2.158 327
1971 53.296 5.303 10.0 6,191 2.100 339
1970 52227 5.260 101 6.001 1.952 325
1969 51.586 5,008 97 5.591 1.827 32.7
1968 50.511 5,047 10.0 5.441 1,785 33
1967 49835 5.667 1.4 5333 1,774 333
1966 48.921 5.784 118 5171 1721 31

Source: U S. Department of Commerce. Bureaw of the Census. Current Population Reposts, Series P60, No. 175, Poverty in the United States 1990, 1991, Table 4.

Heads of Households

In 1970 there were nearly 5.3 million poor families in the
United States (Table 6). Of those, about 2 million had a
female head of household whose husband was absent.
Twenty years later, in 1990, there were 7.1 million poor
families, of which nearly 3.8 million had a female head of
household. The number of poor families had increased by
1,838,000, while the number of female householder families
in poverty increased by 1,816,000. Thus, 99 percent of the
increase in families in poverty over the 20 year period was
an increase in poor families headed by females.

In 1970, 20.3 million persons were in families below the
poverty level (Table 7). By 1990 this number had
increased by 4.9 million to 25.2 million. However. the
number of persons in poor families with a female head of
household and no husband present in 1970 was 7.5
million, while in 1990 it was 12.6 million—an increase of
justover 5 million. The increase in the number of persons
in female householder families, thus, actually more than
accounts for the increase in the number of all persons in
all families in poverty during that period.
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Table 7
Poverty status of persons in all families and in female householder families. 1966-90
(numbers in thousands, as of March of the following year)

Persons in families with
Persons in all families female householder, no husband preserit
Below poverty level Below poverty reve!
Year Total Number Percent Total Number Percent
1990 210.967 25.232 120 33.795 12.578 372
1989 209.515 24,066 11.5 32525 11.668 35.9
1988 208.056 24.048 116 32.164 11972 37.2
1987 206,877 24,725 120 31,893 12.148 38.1
1986 205,459 24.754 12.0 31,152 11,944 38.3
1985 203,963 25729 126 30.878 11,600 376
1984 202.288 26.458 13.1 30.844 11.831 38.4
1983 201.338 27,933 139 30,049 12,072 40.2
1982 200.385 27.349 136 28.834 11.704 40.6
1981 198.541 24,850 125 28587 11.051 38.7
1380 196.963 22.601 115 27.565 10.120 36.7
1979 195,860 19.964 10.2 26.927 9.400 349
1978 191,071 19.062 10.0 26,032 9.269 35.6
1977 190.757 19.505 10.2 25,404 9,205 36.2
1976 190.844 19.632 10.3 24,204 9,029 37.3
1975 190.630 20,789 109 23.580 8,846 37.5
1974 190.436 18.817 9.9 23,165 8.462 36.5
1973 189,361 18,299 9.7 21.823 8178 375
1972 189.193 19,577 103 21,264 8.114 382
1971 188.242 20,405 10.8 20,153 7.797 38.7
1970 186.692 20,330 109 19.673 7,503 381
1969 184.891 19.175 10.4 17,995 6,879 38.2
1968 183.825 20.695 1.3 18.048 6.990 387
1967 182.558 22,711 12.5 17.788 6.898 38.8
1966 181417 23.809 13.1 17.240 6,861 39.8

Sotee. U8 Department of Commerce. Bureau of the Census. Curtent Population Reponts. Series P-60, No. 175, Poverty i the Untied States.

The overall poverty rate for all families in 1990 was 10.7
percent (Table 8). Marricd-couple families had a poverty
rate of 5.7 percent. while the poverty rate for families
with a female householder was 33.4 percent. Only 17
percent of all families. but 53 percent of ail poor families.
were headed by a female with husband absent. Nearly all

1990, 1991 Table 2.

the poor familics headed by temales without a husband
present had children under 18: of 3.8 million such
families. 3.4 million had children. Among the female
houscholder families with children the poverty rate was
44.5 percent.
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(numbers in thousands, as of March of the following year)

Table 8
Families below poverty level and poverty rate, by type of family, 1966-90

Female householder Families with female
families (spouse absent) Married-couple families householder as a percent of..,
Number
of poor Poverty Number Poverty Number Poverty All All Alf
Year families rate poor rate poor rate poor nonpoor families
1990 7.098 107 3,768 334 2.981 57 53.1 127 17.0
1989 6.784 103 3,504 322 2.931 56 51.7 125 16.5
1988 6,874 104 3642 334 2.897 56 53.0 123 '16.5
1987 7.005 10.7 3.654 342 3.011 58 52.2 12.1 16.4
1986 7.023 109 3613 346 3,123 6.1 514 119 16.2
1985 7223 114 3474 340 3.438 6.7 48.1 12.0 16.1
1984 1217 11.6 3.498 345 3488 6.9 48.1 12.0 16.2
1983 7.647 123 3.564 36.0 3.815 76 46.6 116 16.0
1982 7.512 12.2 3.434 36.3 3.789 76 457 11.2 15.4
1981 6.851 11.2 3,252 34.6 3.394 6.8 475 114 15.4
1980 6,217 103 2972 32.7 3.032 6.2 478 1.3 15.1
1979 5.461 9.2 2.645 304 2,640 54 484 11.2 146
1978 5.280 9.1 2,654 314 2,474 5.2 50.3 1.1 146
1977 5311 93 2,610 317 2524 5.3 49.1 10.8 14.4
1976 5.311 9.4 2,543 330 2,606 5.5 479 10.1 136
1975 5.450 9.7 2.430 325 2.904 6.1 446 99 133
1974 4922 88 2,324 321 2,474 5.3 472 97 13.0
1973 4.828 8.8 2,193 322 2.482 53 454 9.2 124
1972 5.075 93 2,158 32.7 NA NA 425 9.0 12.2
1971 5.303 10.0 2.100 339 NA NA 39.6 85 11.6
1970 5,260 10.1 1.952 325 NA NA 374 86 1.5
1969 5.008 9.7 1.827 327 NA NA 36.5 8.2 10.8
1968 5.047 10.0 1,755 323 NA NA 348 8.0 10.7
1967 5.667 114 1,774 333 NA NA 313 80 10.6
1966 5.784 118 1,721 331 NA NA 29.8 79 10.5

NA=not available.

Source: U'.S. Department of Cammerce, Bureau of the Census. Current Population Reports, Series P-60, No. 175, Poverty in the United States: 1990, 1991 Table C and

Table 4

The problems posed by female householder families in
poverty is particularly acute among blacks. Of the 5.1
million black families with children in the United States
in 1990, 2.7 million of them (53.2 percent) were female
houscholds with no husband present (Tablc 9). Among
these female households, 1.5 million (56.1 percent) were
below the poverty level. These tamilies make up 44.2

percent of the 3.4 million poor female householder

families with cnildren and no husband present.

The rate of poverty among female houscholder families of

Hispanic-origin with children was slightly higher (58.2
percent), but included only 536,000 families. Of a total of
3.5 million Hispanic-origin families with children, only
26.3 percent (921.000) were headed by a female with no
husband present. Among whites, only 17.0 percent of
families with children had a female householder with an
absent spouse.
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Table 9
Poverty status of families by type of family, presence of related children, race, and Hispanic origin, 1990
(numbers in thousands, as of March of the following year)

Female householder,
All families no husband present
Below poverty leve! Below poverty level
Race and presence of children Total Number Percent Total Number Percent
With and without children under 18 years
All races 66.322 7098 10.7 11,268 3.768 3.4
White 56.803 4,622 8.1 7512 2010 26.8
Black 7471 2,193 29.3 3.430 1,648 48.1
Hispanic origin' 4,981 1.244 250 1,186 573 483
With children under 18 years
All races 34,503 5676 16.4 7,707 3426 445
White 28,117 3553 126 4,786 1,814 379
Black 5069 1,887 372 2,698 1,513 56.1
Hispanic origin' 3.497 1,085 3.0 921 536 58.2

Persons of Hispanic origin may be of any race.
Source: U.S. Department of Commerce, Bureau of the Census. Current Population Reports, Series P-60, No. 175, Poverty in the Untied States. 1990. 1991, Table 4.

Table 10
Poverty status by household refationship. sex and race, 1990
(numbers in thousands, as of March of the following year)

All races White Black Hispanic orlgin!
Below Below Below Below
poverty level poverty level poverty level poverty level
Percent Percent Percent Percent
Characteristic Total | Number | oftotal | Total | Number | oftotal | Total |Mumber | oftotal | Total | Number| of total

Persons in married-couple families

Bath sexes 169.092 : 11,637 6.9 | 149518 | 9.052 6.1 13.019 | 1.866 143 13817 | 2754 199
Male 86.009 | 5932 6.9 76263 | 4.622 6.1 6,615 950 144 7,058 | 1423 20.2
Female 82993 | 5.704 6.9 73254 | 4430 6.0 6,404 916 143 6759 | 1,331 197

Persons in married-couple famifies

with related children under 18

Both sexes 106,241 | 9420 89 91962 | 7.294 79 9271 | 1486 16.0 11,081 | 2507 226
Male 53853 | 4812 89 46,720 | 3735 8.0 4,640 748 16.1 5662 | 1.301 230
Female 52385 | 4.608 88 45242 | 3559 79 4631 739 15.9 5420 | 1206 223

Persons in families with female

householder. no spouse present

Both sexes 33,795 | 12578 | 372 20845 | 6.210 298 11866 | 6.005 50.6 3993 | 2115 53.0

Persons in families with female

householder, no spouse present.

with related children under 18

Both sexes 24840 | 11729 | 472 14270 | 5747 40.3 9,745 | 5.643 579 3.355. 1 2028 60.4

Unrelated individuat

Both sexes 3.056 | 7446 | 207 30833 | 5.739 186 4244 | 1.491 35. 2.254 774 343

Persons of Hispanic orgmn miy be of any race
Source: U.S. Department of Commetce. Bureau of the Census, Current Populaton Reports, Series P-60, No 178, Povernv m the United States 1990, 1991, Table S.
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Marital status and the presesice of children are both
factors in poverty status. Poverty rates are lowest tor both
sexes and all races in married-couple houscholds.
Unrelated individuals and houscholders without spouses
have igher. sometimes strikingly higher, poverty rates
Clable 10y

Fhe presence of children ina famity causes poverty in the
sense that the definition of the poverty fine depends on the
number of children. Closety allied to this is the notion that
children cost money. whicitas true. and therefore they
“eause” a farge part of the incidence of poverty . Census
Bureau statistics show that poveriy rates are higher amony
familics with children than comparable families with no
children present: no other factor is more powerful in
explaining poyverty. Children do not appear to be an

overw helming factor in poverty. however. as long as both
the wife and husband are present in the household.

Elderly Women

Another locus of the feminization of poverty is elderly
women (Table 1), There were 9.0 million married-
couple households in 1990 in which the head of the
family was 65 vears or older. Among these families. the
poverty rate was 5.0 pereent. Among the elderly who are
unrelated mdividuals (ot living in a family unit), the
situation is very different. Unrelated males 65 vears and
older had a poverty rate of 17.3 pereent: unrelated females
in that age group had a rate of 20.9 pereent. In itself. the
poverty rates would lead us to expect a disproportionatels
high number of elderly poor women compared with men,
In addition, however. there are more than three times as
many unrelated elderly females. poor and nonpoor, as
males. In 1990 there were 7.7 million unrelated elderly
females but only 2.3 million males. The numbers in
poverty veere 201 nillion temales. compared with 397.000
males. Thus, there are more than five times as many poor,
unrelated. elderly females as theve are males. “Elder
povertyis very much a woman's problem, and an
important ingredient in the feminization of poverty,

Table 11
Poverty status by household refationship.
persons 65 years and older, 1990
{numbers ir *housands. as of March of the following year)

Below poverty level
: Percent
Characteristic Total | Number | of total

All persons
Male 12 547 859 76

Female 17 546 2.699 154
Persons :n families

Male 10.239 558 54
Female 9.799 614 6.3
Persons in marned-couple families

Male 9.499 500 53
Female 7.547 365 48
Unrelated individuals

Male 2294 397 173
Female 7.737 2.082 268

l

Siarce U S Department of Commetce, RBureau of the Census, Curtent Populaion
Reparts, Senes IP 60O Na 175 Poverny rthe §naed Staes [99i jus] Fable S

Atotal of 14.7 miltion persons are in poor. female
houscholder tamilies with no spouse present or are poor,
unrelated individual female elderly. This was 43,7 percent
of all persons in poverty in the United States in 1990,
despite the Fact that the total of all persons in female
houscholder tamihies without husbands and all unrelated
individual female elderly is only 16.7 percent of the total
population of the United States. ’ :

A distinetion can be drawn between these two groups—the
husbandless female houscholder and the elderly —with
regard to the severity of the poverty in which they live. Of
the 2.1 milhion unrelated elderly females who are betow the
poverty level, only 13.5 pereent have incomes helow half
the poverty level (Table £2). In contrast. of the 3.8 million
poor {female houscholders whose spouses are absent, 1.8
miltlion (48.0 percent) have incomes that are less than half
the poverty level, Elderly unrelated females also are more
nearly at the margin of poverty than are married-couple
families. There were 1.6 million persons in married-
couple tamilies below the poverty level, and 27.6 pereent
ol them were below half the poverty level. The poverty of
female houscholders with absent spouses is more severe
than that of peer married couple families and strikingly
deeper than the poverty ol unrelated elderly females.
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Tabie 12
Ratio ~f income to poverty level by household refationship, age, and sex, 1990
(numbers in thousands, as of March of the following year)
Under 0.5 Under 1.0 I
Percent Percent

Characteristic Totai Number of total Number of total
All persons, both sexes
Total 248,644 12914 52 33.585 135
Married-couple families 169.092 3.207 19 11,637 6.9
Families with female householder, no spouse present 33.795 6.136 18.2 12,578 372
All persons 65 years and over
Total 30.093 618 21 3.658 122
Male 12547 205 16 959 78
Female 17.546 414 24 2699 - 154
Unrelated individuals. 65 years and over
Total 10,031 351 3.5 2,479 247
Male 2294 70 31 397 173
Female 7.737 281 3.6 2082 269

Source: U.S. Departiment of Commerce. Bureau of the Census. Current Population Reports. Series P-60, No. 175, Poverty in the United States: 1990, 199/, Table 6.

Table 13
Poverty status by selected characteristics of persons living in poverty areas,' 1990
(numbers in thousands, as of March of the following year)

Living in poverty areas
Below poverty level
Total Percent
Chat. steristic all areas Number of totat Number Percent

All persons

Total 248.644 37679 15.2 12.547 33
Male 121.073 18,087 149 5.331 295
Female 127.5M 19.593 15.4 7216 36.8
Families 210.967 31278 148 10.082 322
Married-couple families 169.092 19.831 1.7 3978 204
Femaie householders. no spouse present 11,268 2.957 262 1617 547
Unrelated individuals 65 years and over

Total 10,031 1,643 164 748 456
Male 2.294 427 18.6 144 331
Female 7.737 1,216 15.7 607 499

! Poverty arcas of neighbothouds are defined as census tracts and nunor ctvil divisions outside tracted arcas with a poverty rate of 20 pereent or mare based on the 1980 census.
Saurce 1S Department of Commerce, Bureau of the Census., Current Population Reparts, Sertes P-60, No 178, Poverns i the United States 19901997 Table Y
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Another notable distinction between the female
houscholder families without husbands and the unrelated
female clderly is the location of these groups. In the
United States in 1990, 15.2 percent of the population lived
in “poverty arcas,” defined as areas with a poverty rate of
20 percent or more (Table 13), Elderly unrelated females
were similarly distributed: 15.7 percent of them lived in
such areas. However, 26.2 percent of female houscholders
with absent spouses were living in poverty areas.

Effects of Educational Attainment

Educational attainment is considered to be a bulwark
against poverty. In fact, college graduates of all ages,
sexes, and races have by far the lowest poverty rates. For
example, consider the status of black women '
houscholders with no spouse present and with related
children under 18: among those who hold a college
degree the incidence of noverty is 21.4 percent; among

those who have completed some college but do not hold a
degree the incidence is 35.3 percent; for those who have a
high school diploma but did not attend college the rate is
52.0 percent: and among those who did not finish high
school the rate of poverty is 67.5 percent (see Table 14),
Higher educational attainment is clearly associated with
lower rates of poverty.

Even stronger reductions in the poverty rate are assaciated
with being in a married-couple family. Black married
women college graduates with minor children expericnce
a poverty rate of 2.2 percent. Black married women who
have minor children and who did not finish high school
experience a poverty rate of 38.9 percent. which is
certainly high but is comparable to the poverty rate of
those who have gone to college but do not live with their
husbands (35.3 percent). In every categoery. being a wite
in a married-couple household is associated with a lower
poverty rate.

Table 14
Poverty status by years of school completed, persons 25 years and older, by household relationship and race, 1990
(numbers in thousands. as of March of the following year)

All races White Black Hispanic origin!
Below Below Below Below
poverty level poverty level poverty level poverty level
Percent Percent Percent Percent
Characteristic Total | Numbsr | oftotal | Total |Number | oftotal | Total | Number | of total | Total | Number | of total

Wite in married-couple famihes with
related children under 18 years
All education levels 23822 | 1673 70 1 20847 | 1.288 6.2 1.943 270 | 139 2.157 415 19.2
Did not complete high scheot KRVA] 755 238 2,638 556 211 365 142 1389 1.000 291 291
Completed high school. no college 9.991 648 6.5 8.860 530 6.0 800 86 | 108 708 9 135
Completed some coliege.
not a graduate 5,286 187 35 4,667 147 32 449 35 77 274 17 €4
Completed college 53N 82 15 4,682 56 12 329 7 2.2 176 10 6.0
Female householders with related
children under 18 years.
no spouse present
All education levels 6.863 | 2.757 40.2 4292 | 1436 35 2366 | 1236 | 522 816 447 54.8
Did not complete high school 1871 | 1180 63.1 1.052 640 60.8 762 514 | 675 466 308 66.2
Completed high school. no college 2.958 1120 379 1.836 543 293 1,033 537 | 52.0 23 96 a7
Completed some ccliege.
not a graduate 1319 370 28.1 540 191 227 444 157 | 353 85 36 428
Completed college 715 86 121 564 58 10.2 127 27 | 214 35 6 9
Unrelated female househclders
All education levels 14884 | 3215 216 | 13018 | 2483 191 1.572 671 | 42.7 509 172 337
Did not complete high school 4.267 | 1853 434 3520 | 1384 393 673 436 | 64.7 242 129 532
Completed high school no coflege 5.032 915 18.2 4544 742 163 423 161 | 38.0 134 A 22.7
Completed some college. not a graduate 2.553 297 116 2.246 231 10.3 248 54 | 216 61 6 @
Co oleted college 3.032 150 49 2.707 125 46 228 21 9.0 7 6 {2

*Persons ol thigpanie ongin may e ol ans race

Because the base for sainmmars
Souce TS Depaimnent of ¢Con

pereentage caleulation s less than 75,000, the standand of enon s too large 1o penmt arehable eshnate
imeree. Bureau af the Censan, Ciszent Populanon Reports, Seres P o0, Na- 175, Poner 1y e Uonated States J990_[99) Lable 1]
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Table 15
Poverty status by work experience during year by household refationship of civitians 16 to 64, 1930
{numbers in thousands, as of March of the following year)

Worked during year
Year round fuli time Not year round full time Did not work during year
Below poverty level Below poverty level Below poverty fevel
Percent Percent Percent
Characteristic Total | Number | oftotal | Total | Number | oftotal | Total | Number | oftotal
Ali persons
Male 47.400 1.201 25 20.909 2,784 133 9.413 2878 306
Female 31175 815 26 28175 3.702 13.1 22,081 6.162 279
Wives in married-couple families 17.199 228 13 15,183 725 48 12.852 1691 132
Wives in married-couple families
with related children under 18 years 8.523 174 2.0 9653 57 59 7.023 1,229 175
f-emale householders in families, no spouse oresent 4372 301 69 2,780 1.324 476 2.621 1.944 742
Female householders. no spouse present.
with related children under 18 years 3.054 279 9.1 2,257 1,264 56.0 2132 1.798 843
Unrelated female householders 4876 103 21 2.066 521 25.2 1.384 850 615

Source: U.S. Department of Commeree, Bureau of the Census, Current Population Reports. Series P-60, No. 178, Paverty in the United States 1990, 1991, Table 14,

Significant female poverty problems have come from
pregnancies among teenage girls who then drop out of
high school. Census statistics provide some basis for this
theory. Increasing levels of educational attainment clearly
work to ameliorate poverty. Among female householders
over 25 with minor children but no husband present. the
poverty rate is 12.1 percent if they have completed college
(Table 14). Those in the same age group who did not
complete high school have a poverty rate of 63.1 percent.

Poverty impacts similarly upon women of various racial
groups who have not completed high school and who also
experience similar family situations. Among female
householders who have not completed high school. the
rate of poverty for blacks over age 25 with minor children
and without a husband present is higher but not much
higher than for whites—07.5 percent compared with 60.8
percent—and only marginally higher than the rate for
those of Hispanic origin. which is 66.2 percent. The
absolute number of white female householders age 25 and
older who have not completed high school, who have
minor children but no husband present, and wh: "ve in
poverty is higher than the number of black femulc
householders who are similarly situated—640.,000
compared with 514.000.

Effects of Work Experience

Women who work year round full time experience
average poverty rates of less than 10 percent no matter
how they are classified by family relationship. Of the 8.3
million unrelated female houscholders aged 16 to 64 in
1990, 4.9 mitlion (58.6 percent) worked year round full

time (Table 15). Among them the poverty rate was only
2.1 percent. There were 7.4 million female householders
in families with minor children and no spouse. Of these,
3.1 million (41.0 percent) worked year round full time;
the poverty rate for this group was 9.1 percent, about four
times the rate for unrelated women householders. Women
with children are less likely to work year round full time
than are unreiaced householders.

Among those who work, but do not work year round full
time. unrelated female householders sustain poverty rates
of 25.2 percent while female householders in families with
minor children experience poverty rates of 56.0 percent,
more than twice the rate of unrelated female householders.

Those who do not work at all experience substantially
higher rates of poverty. Unrelated female householders
have average rates of poverty of 61.5 percent while
women in families with children and no spouse sustain
poverty rates of 84.3 percent.

[t appears that for women who are not in married-couple
families. work experience is of signal importance in
determining whether or not they are in poverty. But in all
{families. womer, with children have average poverty rates
higher than those of women without children.

Women in mi fried-couple families have very low rates of
poverty—under 10 percent—if they work at all,
regardless of whether or not there are children in the
home. Even for women who do not work at all, average
poverty rates are below 20 percent. ©
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~ NOTES ~

Vidames P.Smith. and Michacl P. Ward. Women's Wages
and Work in the Twentieth Century. prepared for the
National Institute of Child Health and Human
Development by Rand Corporation, Santa Monica. CA.
October 1984,

2 Ihia., pp. vi. vii.

N
3

Ihed.. pp. s AL i NV, A,
oAl Bamerzai, Rising Earnings Disparity and

Technological Change. dissertation, Rand Corporation
Graduate School. Santa Monica, CA. December 1989,

Y Elaine Sorensen. Gender und Racial Puy Gaps in the
1980°s - Accounting for Different Trends, prepared for the
Women's Bureau by the Urban Institute. Washington.
DC. October 1991,

& Data on camnings are from U.S. Department of Labor.,
Burcau of Labor Statistics. unpublished tables and
Emploxment and Earnings. January issues. and from U.S.
Department of Conméree, Burcau of the Census. Series
P-60. No. 180, Money Income of Households, Funtilies.
and Persons in the United States: 1991, US. Government
Printing Office, Washington, DC. Data on income are
from the LLS. Department of Commerce. Bureau of the
Census. Series P-60. No. 180, cited.
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Minority Women Workers

Highlights

¢ There were 1.5 million more employed black, or African American. women in 1991
than in 1980 the increase for Hispanic women was 1.2 million.

* Between 1980 and 1991 the median earnings for black women who worked 50 weeks
or more increased by 75 percent.

& Hispanic women have accounted for 13 percent of the increase in total female
employment between 1980 and 1990.

* Four out of five employed black women in 1991 had completed at least 4 years of
high school.

&  The median earnings of Hispanic women who worked full time year round increased
68 percent between 1980 and 1991.

¢  Among racial/ethnic groups. more than half of their female populations arc working or
seeking work. Labor force participation rates in 1991 were 57 percent for black
women, 52 percent for Hispanic women, 56 percent for Asian and Pacific Islander
women, and nearly 55 percent (in 1990) for American Indian, Eskimo, and Aleut
women. The rate for white women was slightly over 57 percent in 1991.
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MINORITY WOMEN WORKERS

~ BLACK (AFRICAN AMERICAN) WOMEN ~

Population and Labor Force Presence

Between 1980 and 1991 the number of black women age
16 and older in the United States grew from 9.9 million to
11.9 million—a 20.4 percent increase. The largest portion
of this increase (871,000) was in the 35-t0-44 age group
(part of baby boom generation born between 1946 and
1964). Black female teenagers (age 16-19), like others in
this age group, experienced a population decline: the
decrease amounted to 122,000 over the 1 1-year period.

As the adult population of black women increased over
the decade, so did the labor force participation of these
women. In fact, labor force participation ruse dramatically
for black women between 1980 and 1991. The 29 percent
Jabor force increase registered by black women since
1980 averages to a numerical increase of 140,000 workers
annually. The participation rate for black women rose
from §3.1 percent in 1980 to 57.0 percent in 1991. In
terms of numbers, there were 6.8 million black women in
the labor force in 1991, and the number is projected to
tise to 9.1 million by the year 2005.

Historically, black women in the United States have had
higher labor force participation rates than white women or
women of Hispanic origin. For white women, however,
this disparity has ended. In 1991 whitc women’s
participation rate of 57.4 percent overtook the 57.0 rate of
black women. Hispanic women’s 1991 participation rate
was 52.3 percent.

Employment and Unemployment

One of the most impressive gains made by black women
has been their employment increase. Between 1980 and
1991, approximately 1.5 million found work. In 1980 they
represented 48 percent of total black employment: by
1987 black women accounted for a record 50 percent and
have been the major scgment of total biack employment
in every year since.

The unemployment rate for black women 16 years of age
and over was 11.9 percent in 1991. As in the case for all
women, the unemployment rate for black women tends to
decrease with age. Collectively, black women between

the ages of 45 and 64 had an unemployment rate of 5.4
percent in 199 |—which was lower than the 1991
unemployment rate of 6.3 percent for all women. Younger
black women experienced much higher unemployment
rates throughout the 1980°s and into the 1990’s (see
Table 1).

Table 1
Unemployment rates of black women by age.
selected years, 1980-91

Year | Total | 16-19 | 20-24 | 25-34 | 3544 | 45-54 | 55-64

1980 | 140 | 398 | 235 13.2 8.2 6.4 4.5
1984 | 154 | 426 | 256 | 154 94 8.6 5.9
1988 | 11.7 | 320 198 | 127 7.4 56 43
1991 | 119 | 3641 207 | 134 76 6.2 38

Source: U.S. Department of Labor, Bureau of Labor Statwtics. Emplovment and
Farnmes. January 1992 and Handbook of Labor Statistics, August 1989

Unemployment among black teenage women has been at
record highs throughout the past decade. Reflecting the
economic slowdowns during the carly 1980°s. the
unemployment rate for these young women scared to 48.2
percent (1983): it declined to 36.1 percent by 1991.

Nonparticipants in the Labor Force

Five million black women of working age (16 years and
older) were not labor force participants in 1991—neither
working nor looking for work. Of these women. 2.7
million were engaged in housework, 752,000 were going
to school, 389,000 were retired or unable to work because
of long-term physical or mental iliness, and 1.2 million
had other reasons for not working, such as being too old.
voluntary idleness, being a scasonal worker, or not
looking for a job because they believed that no jobs were
available for which they could qualify.

The number of black women not in the labor force was
fairly constant throughout the eighties, averaging 4.7
million. but the nuniber climbed slightly in 1990 and
1991. (See Table 2.)




EE

Table 2
Employment status of the civilian noninstitutional population of black women, 1980-91
{numbers in thousands)

Civilian In the labor force Unemployed

noninstitutional Notin
Year population Number Percent Employed Number Percent labor force
1980 9,880 5,253 53.1 4515 738 140 4,627
1981 10,102 5.401 535 4,561 840 156 4,701
1982 10,300 5,527 53.7 4,552 975 176 4773
1983 10477 5,681 54.2 4,622 1,059 186 4,796
1984 10,694 5,907 55.2 4,995 911 15.4 4,787
1985 10,873 6,144 56.5 5.231 913 14.9 4,729
1986 11,033 6,281 56.9 5,386 894 142 4,752
1987 11,224 6,507 58.0 5648 * 858 13.2 4,717
1988 11,402 6.609 58.0 5.834 776 1.7 4,793
1989 11,582 6,796 58.7 6.025 172 11.4 4,786
1990 11,733 6,785 57.8 6.051 734 10.8 4,948
1991 11,898 6,788 57.0 5,983 805 119 5,110

Source: U.S. Depariment of Labor. Burcau of Labor Staustics. Employment and Earmngs. January 1990. 1991 and 1992 and Handbook of Labor Statistics, August 1989,

Educational Attainment

Education plays an important role in determining black
women’s attachment to the labor force. Predictably, the
more years of schooling, the higher the labor force
participation rate. Black women with 8 years or less of
schooling participated in the work force at the rate of 19.0
percent in 1991. For those who have completed only high
school, the rate more than tripled to 65.2 percent. After 4
years or more of college, the rate rose to 82.4 percent.
Black women who have reached the upper levels of
education participate in the labor force more readily than
similarly educated white women; in fact, black women
with | to 3 years of college participated at a greater rate
than white women with 4 or more years of college (75.1
percent and 74.4 percent, respectively). The median years
of school completed by black women in the labor force
was 12.7 years in 1990.

Employment statistics demonstrate that black women who
complete high school tend to avoid the undesirable
consequences of dropping out of school. High school
dropouts—those persons who have completed less than 4
vears of high school—experience higher rates of
unemployment, earn much lower wages, and have longer
periods of joblessness than those who complete high
school or college. The economic consequences of
dropping out of high school usually persist throughout the
working life of the individual. Of the 10.6 million women
between the ages of 25 and 64 who lacked a high school
diploma in 1991, 18.7 percent, or 2.0 million, were black.
Four out of five employed black women in 1991 had
complcted at least 4 years of high school (see Table 3).

The median age for employed black women who did not
complete high school ranged from 53 years for those with

less than S years of schooling to 39 years for those with 1
to 3 years of high school. For employed black women
who were high school graduates, the median age was 34.5
years; for those who had completed 4 or more years of
college, the median age was 36.9 years.

Occupations

An increasing number of black women are entering the
high-paying, career-oriented managerial and professional
specxalty occupations, as well as the more traditional jobs
in the technical, sales, and administrative support areas.
These two major occupational groups have recorded the
highest gains in black female employment in recent years
and accounted for four-fifths of the increase in black
female employment from 1986 through 1991.

Between 1983 and 1991, thousands of black women
found work in a variety of occupations. Their numbers
added: 159.000 retail and personal sales workers; 72.000
secretaries: 39,000 social workers: 38,000 accountants
and auditors: 27.000 registered nurses: 17,000 police and
detectives: 10,000 real estate sales persons: 10,000
computer systems andlysts 7,000 teachers at colleges and
universities; 6,00C engineers: 5,000 editors and reporters:
4,000 lawyers; 2,000 painters, construction, and
maintenance workers: and 1,000 carpenters.

Muny black women are exploring the world of business
by becoming entrepreneurs. They owned 3.8 percent
(158.,278) of the 4.1 million women-owned sole
proprietorships in the United States in 1987. Businesses
owned by black women are likely to he in services (53
percent) and retail trade (29 percent),
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Table 3
Employment of black women age 16 years and older, by age and years of school completed, 1991
{numbers in thousands)

8 years or less 1-3 years of 4 years of 1-3 years of 4 or more years
Age Total of school high school high school college of college
16 and older 5994 228 758 2.606 1,438 964
161019 231 6 103 98 24 0
20to 24 639 5 47 321 211 55
2510 34 1815 15 144 790 533 334
35t044 1,688 32 164 743 406 342
4510 54 987 55 157 429 188 158
5510 64. 503 78 112 185 65 62
65 and older 132 37 31 40 i 14
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Source: U.S. Department of Labor, Bureau of Labor Statistics, unpubhished tabulations from the Current Population Survey. 1991 annual averages.

Despite numerous employment gains in a variety of
occupations, black women continue to be
underrepresented in the skilled trades—mechanics,
repairers. construction trades, and precision production
occupations. Black women accounted for less than |
percent of all skilled trade workers during the 1980°s.
By the end of 1991 there were 130,000 black women
workers in the skilled trades compared with 97,000 in
1983. These women are most often working as electrical
and electronic equipment assemblers, butchers, meat
cutters, or dressmakers.

There have also been some declines for black women
employed in certain occupations between 1983 and 1991.
The decreases in their numbers are: 105,000 private
household workers (launderers. ironers, cooks, cleancers.
and servants); 24,000 typists; 10,000 licensed practical
nurses; 6,000 file/record clerks; and 5,000 librarians,
archivists, and curators. The decline in typists and
file/record clerks reflects the use of more highly technical
office equipment throughout the Nation. According to
projections made by the Bureau of Labor Statistics. these

and other administrative support and clerical occupations. Year Median earnings In 1980 doltars
such as duplicating and mail machine operators. will
decline throughout the 1990°s. 1980 $10672 $16.948
1981 11,199 16,245
The 10 leading occupations for black women in 1991 1982 12132 16.586
. . . 1983 12,690 16.652
were: retail and personal sales workers: nursing aides. 1984 13.720 17.259
orderlies, and attendants: SCCI.‘Cti.iriCS; cashiers: cooks. 1985 14.308 17.380
except short order; maids, building service: janitors and 1986 14,734 17,571
cleaners, building service; textile sewing machine 1987 16,002 18,411
operators; elementary school teachers: registered nursces; 1988 16,538 18271
and private household cleaners and servants. These jobs 1989 17.389 18329
accounted for nearly 40 percent of total female black 1990 18,040 18,040
employment. With the exception of elementary school 1991 18,720 17,964
teachers and registered nurses, these occupations

generally offer low pay, require little training and few
skills, demand little work experience. and offer very
limited opportunity for advancement.

Earnings

Median earnings for black women who worked 50 weeks
or more in 1991 were $18,720, a 75-percent increase from
the 1980 figure of $10,672 (see Table 4). Adjusted for
price change, black women's earnings were somewhat
ahead of the rise in prices.

Black women, however, accounted for only 5.3 percent of
all women employed in 1991 in some of the high-paying
occupations: lawyers, engineers, mathematical and
computer scientists, teachers in colleges and universities.
managers in health and medicine, registered nurses,
education administrators, physicians, computer
programmers, and educational and vocational counselors.
The 1991 median weekly earnings for women working
full time in these jobs ranged from $595 to $821.

Table 4
Total money earnings of year-round,
full-time black women workers, 1980-91

Source: U.S. Departiment of Commerce. Burcan of the Census, Money hicome of
Howseholds, Eamities. and Persens wn the United States: 1980-1986, Money
Income and Poverts Status i the Umited States 198889, and Manes Income of
Howseholds, Famties. amd Persons i the U ntted States 1990 and (991
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~ HISPANIC WOMEN ~

Population

The population of women of Hispanic origin has risen
dramatically in the United States. The number of Hispanic
women |6 and older rose from 4.9 million in 1980 to 7.4
million in 1991, a 52-percent increase. The largest
subgroup was women of Mexican origin (4.3 million),
followed by 926,000 women of Puerto Rican origin, and
435,000 women of Cuban origin (see Table 5). The
remaining 1.7 million were of other Spanish descent.
According to the Bureau of the Census, those of other
Spanish descent are individuals who are from Spain or
who identify themselves generally as Spanish, Spanish-
American, Hispano, and Latino.

Table 5
Hispanic women age 16 years and older in the labor force,
1991 annual averages
{numbers in thousands)

Puerto
All Mexican | Rican- | Cuban-
Hispanic | -origin arigin origin
women | women | women ;| women
Civilian
Noninstitutional
population 7,442 4,310 926 435

Civilian tabor force 3,890 2,220 425 229

Percentage of

population 523 515 459 52.8
Employed 3,521 1.997 380 210
Unemployed 368 223 46 20
Unemployment rate 9.5 10.0 10.7 8.6

Source: U.S. Department of Labor. Bureau of Labor Statisnes. Emplovment and
Farmags, Januarns 1992,

The fertility rate of Hispanic women in 1988 was
significantly higher than that of women not of Hispanic
origin—94 total births per 1,000 women 18 to 44 years
old compared with 67.5 per 1,000 women, respectively.
This high fertility rate stems partly from the fact that 71
percent of the noninstitutional population of Hispanic
women are between the primary childbearing ages of 16
and 44. Thercfore, the overall Hispanic population is
expected to continue to grow at a rapid rate.

In March 1988 the median age of Hispanic women in the
United States was only 26.1 ycars. Overall, Hispanic
women are younger than black and white women, whose

median ages are 28.5 and 31.2, respectively. Cuban
women are the only exception, with a median age rapidly
approaching 40 years (39.0 years). This higher median
age reflects an aging Cuban population, lower childbirth
rates, and the fact that there has been little immigration of
Cubans to the United States in recent years.

Labor Force Participation

In 1991 there were 3.9 million Hispanic women in the
civilian labor force of the United States. Of this 3.9
million, 57.1 percent were of Mexican origin, 10.9
percent were of Puerto Rican origin, 5.9 percent were of
Cuban origin, and 26.1 percent were of other Hispanic
origin. Hispanic women reached a milestone in 1986
when. for the first time, their labor force participation rate
reached 50 percent; that is, half of all Hispanic women 16
years of age and older in the population were working or
looking for work.

The Bureau of Labor Statistics has projected that the
number of Hispanic women in the labor force wiil
increase to 6 million by the year 2000 and reach
approximately 7 million by 2005.

Empioyment and Unemployment

Between 1980 and 1991, Hispanic women increased their
employment by 69 percent—from 2.3 million to 3.5
million. Although they accounted for only 7.5 percent of
the total female noninstitutional population in 1991, they
have accounted for 12.9 percent of the increase in total
female employment since 1980.

Unemployment for Hispanic women has continued to
follow a constant pattern—nhigher than thut of white
women but lower than that of black women. The
unemployment rate for Hispanic women in 1991 was 9.5
percent: it was 5.5 percent for white women and 11.9
percent for black women (see Table 6).

In 1991 Cuban-origin women continued te have the
lowest unemployment rate among Hispanic women—=3.6
percent. while Mexican-origin women had a rate of 10.0
percent. Women of Puerto Rican-origin had the highest
unemployment rate among all Hispanic-origin women—
10.7 percent in 1991.

Educationai Attainment

Of the 3.5 million Hispanic-origin women in the labor
force in March 1988, 34 percent had completed less than
4 years of high school: 37 percent had completed high
school: and 29 percent had completed | or more years of
college. Although the median school years completed for
Hispanic women in the labor force was 12.4 years. 1.2
milthion had not completed high school--—1 out of cvery 3
labor force participants,
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Of all employed Hispanic-origin women in March 1988,
37 percent had 4 years of high school as their highest
level of educational attainment, and only 11 percent had
completed 4 years of college or more. Median school
years completed for employed Hispanic-origin women
was 12.5 years.

Table 6
Unemployment rates of women, by race and Hispanic origin.
selected years, 1980-91
Year Hispanic White Black
1980 10.7 6.5 14.0
1982 14.1 8.3 17.6
1984 1.4 65 15.4
1986 108 6.1 14.2
1988 8.3 47 1.7
1990 83 46 10.8
1991 9.5 5.5 1.9

Source: U.S. Depariment of Labor, Bureau of Labor Statisues, Handhook of Labor
Statistics. August 1990 and Employment and Eurnings. January 1981, 1983, 1985,
1989, and 1992.

Occupations

In 1991. 3.5 million Hispanic women were jobholders.
The largest proportion of women were concentrated in
technical, sales, and administrative support occupations
(sec Table 7). Women in these occupations were
employed mostly as retail and personal salespersons,

secretaries, cashiers, information clerks, bookkeepers.
and receptionists.

Compared with women of other races, Hispanic-origin
women are overrepresented in the service occupations, as
well as the operator, fabricator, and laborer occupations.
In service jobs, they are most frequently employed as
maids, private household cleaners and servants: janitors
and cleaners; nursing aides, orderlies, and attendants;
cooks, except short order; and child care workers. As
operators, fabricators, and laborers, they are almost
exclusively working as textile sewing machine operators,
with a small number of assemblers and packaging/filling
machine operators. The Bureau of Labor Statistics has
predicted that most of these occupations will grow slowly
or decline between now and the year 2005.

When employed as precision production, craft, and repair
workers, most Hispanic-origin women work as electronic
equipment assemblers, dressmakers, butchers, meat
cutters, and bakers.

Earnings :
The 1991 total median earnings for Hispanic women who
worked year round and full time was $16,244—a 68
percent increase from the 1980 figure of $9.679. Despite
this rise in median earnings, Hispanic women continue 1o
<arn less than their black and white counterparts.
Comparing year-round full-time median earnings, black
women earn 14 percent more and white women earn 22
percent more than Hispanic women.

Table 7
Occupations of employed women, by Hispanic origin, March 1991
(percent distribution)
Ali Hispanic Mexican-origin Puerto Rican- Cuban-origin
Ali women women women origin women women
Total 100.0 100.0 100.0 100.0 100.0
Managerial and professional specialty 272 158 144 216 20.0
Technical, sales, and administrative support 441 39.8 389 472 50.0
Service 176 26.2 269 16.0 165
Precision production. craft, and repair 22 3.0 32 23 26
Cperators, fabricators. and laborers 8.1 14.0 149 122 117
Farming, fishing, and forestry 0.9 12 20 0.5 -

Source: U.S Department of Commeree. Rurcau of the Census, Lhe Hispanic Poprdation wn the Untied States, March {991
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~ ASIAN AND PACIFIC
ISLANDER WOMEN ~

Population

The Asian and Pacific Islander population is not a
homogeneous group. Rather, it is comprised of many
groups who differ in language. culture. and recency of
immigration. Some of the Asian groups, such as the
Chinese and Japanese, have been in the United States for
several generations. Others, such as Hmong, Vietnamese,
Laotians. and Cambodians, are comparatively recent
immigrants. Asians make up 95 percent of the total Asian
and Pacific Islander population.

According to the Current Population Survey, in March
1991 the Asian and Pacific Islander population in the
United States was a little over 7 million or about 3 percent
of the total population. Thirty percent of the Asians and
Pacific Islanders were under 18 years of age and 7 percent
were 65 years and over. The median age of the Asians and
Pacific Islanders was 30.4 years.

Within the Asian and Pacific Islander population, the age
distribution differs by sex. A larger proportion of males
(33.0 percent) than females (27.9 percent) were under 18
years of age in March [991. At the upper end of the age
scale, there was little difference between the proportions
for women and men: 7.6 percent of females and 7.0
percent of males were 65 years of age and older. The
median age of 31.8 years for Asian and Pacific Islander
women in 1991 was slightly higher than the 29.0 years for
men. The higher median age of women reflects, in part.
the longer life expectancy of women.

Labor Force Participation

In March 1991. 3.3 million Asians and Pacific Islanders
16 years old and over were in the civilian labor force. Of
these, 3.1 million were employed and less than 210,000
were unemployed. Asians and Pacific Islanders made up
2.6 percent of the total U.S. civilian labor force. 2.7
percent of employed persons, and 2.3 percent of all
unemployed persons.

The labor force participation rate of 56 percent for Asian
and Pacific Islander women was below the rate for all
women, which was slightly over 57 percent. Asian and
Pacific Islander men were somewhat less likely to be in
the labor force (72 percent) than were all men (76 percent).

Educational Attainment

Analyses of past census data show that the educational
attainment of Asians and Pacific Islanders in the United
States has been high. The 1991 Current Population Survey
suggests that educational attainment continues to be high
in the Asian and Pacific Islander community. In 1991, 82
pereent of all Asians and Pacific Islanders 25 years old and
over had completed 4 years of high school or more and 39
percent had completed 4 or more years of college. The

proportions of Asians and Pacific Islanders who completed
high school and college were larger than those for all U.S.
citizens. A fact argued by O*Hare and Felt that “the past
selective migration of the better educated people from the
Asian countries and the Pacific Islands may help explain
the high level of educational attainment among the Asian
and Pacific Islander population.™!

Occupations

Noticeable differences were evident in the occupational
distribution of the employed Asian and Pacific Islander women
and men. As depicted in Figure 1, a smaller proportion of
women than men were employed in the managerial and
professional specialty occupations (26 percent compared with
33 percent). However, the proportion of Asian and Pacific
Islander women employed in technical, sales, and administrative
support jobs (43 percent) was more than one and one-half times
the proportion of men (26 percent) in these occupations.
Conversely. the proportion of Asian and Pacific Islander men
employed in precision production, craft, and repair jobs (10
percent) was twice that of the women (4 percent).

Figure 1
Occupational distribution of Asians and Pacific Islanders,
by sex, March 1991
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Source: US Department of Commieree, Burcau of the Census, he Avian and
Pacitic Wdander Population qa the Usted States March 1991 and 1990
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_The proportions of Asian and Pacific Islander women
‘employed in several occupations were similar to the
proportions of all women employed in those occupations:
technical, sales, and administrative support (43 percent
and 44 percent, respectively), managerial and professional
specialty occupations (26 percent and 27 percent.
respectively), and service occupations (about 17 percent
each). There were relatively small differences among
other occupations.

Earnings and !ncome

Census data show that a smaller proportion of Asian and
Pacific Islander women than men with earnings worked

vear round and full time in 1990—358 percent of women

compared with 73 percent of men. This differential was

somewhat smaller than that between all women and men
working year round and full time (51 percent versus

68 percent).

Figure 2
Median earnings of year-round full-time
Asian and Pacific Islander workers
25 years of age and over, by years of schoo! completed, 1990
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source US Department of Commeree. Bureau ot the Census, Hhe Asan and
Pacitn Idander Population o the United States March 199 ] and (990

In 1990 Asian and Pacific Islander women who worked
year round and tull time had median annual carnings of

$21.320. lower than the $26.760 for men. The earnings of
Asian and Pacific Islander women working year round and
full time represented 80 percent of their male counterparts’
earnings. The carnings of all women ($19.822) represented
72 percent of the earnings of all men ($27.678).

Figure 3
Median income of Asian and Pacific Islander families.
by type of family, 1990
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Source. LS Department of Commerve. Bureau of the Census. Hhe Avan and
Puactiic {slander Poprdation i the U nited States March 1990 and 1991

Earnings of vear-round full-time workers by educational
attainment are depicted in Figure 2. The median earnings
for college educated Asian und Pacific Islander women
were $29.150 in 1990, 72 percent higher than the $16.920
for women who had only a high school education. The
corresponding earnings for Asian and Pacific Islander men
with a college education were $S37.550. about 78 percent
higher than those for men who were high school graduates.

Among all working women, those who were college
educated carned 67 percent more than women high school
graduates—$28.992 versus $17.412. Among all working
men who were college graduates, their carnings were 59
percent more than their high school counterparts—

S 3T versus S25.872,

Amonty AW omen Waorkers

—1

Pal ]
~ b D 199 3 Flandhook on Women Waorkers, Trends & [ssues




The median income of all Asian and Pacific Islander
families was $42.250 in March 1991, Median income
differs by family type (see Figure 3). Asian and Pacific
Islander married-couple families had a median income of
$46.500: the male householder with ne spouse present
followed with a median of $41,740. Much like other
racial and ethnic family types, Asian and Pacific Islander
families maintained by females with no spouse present
had a median family income less than one-half (49
percent) that of married-couple families—$22,590
compared with $46,500.

~ AMERICAN INDIAN, ESKIMO, AND
ALEUT WOMEN ~

Labor Force Participation

In 1990. 391,420 American Indian, Eskimo, and Aleut
women 16 years old and over were in the civilian labor
force. They made up less than | percent of the total
female civilian labor force—actually, only 0.69 percent.
Their labor force participation rate of 54.7 percent was
just slightly below that of white-and biack women;
however, it was higher than that of Hispanic-origin
women. (See Table 8.)

Employment and Unemployment

There were 340,042 employed and 51,378 unemployed
American Indian, Eskimo, and Aleut women in 1990.
Their unemployment rate of 13.1 percent was higher than
that of any other female group and more than twice that of
all women (5.4 percent). (See Table 9.)

Educational Attainment

Of the 1 million American Indian, Eskimo. and Aleut
persons age 25 and over in the United States in 1990, 66
percent had a high school diploma or higher degree. Only
9 percent of this 1 million, however. had a bachelot's or
higher degree. (See Table 10.)

Table 8
Labor force participation rates
of women age 16 and over, by race, 1990

Race Participation rate
All women 57.5
Black 57.8
White 515
American Indian, Eskimo, and Aleut 54.7
Hispanic origin 53.0

Source: U.S. Department of Labor, Burcau of Labor Statsstics, Employment and
Earnings, January 1991 and U.S. Department of Commerce, Bureau of the Census.

Table 9
Unemployment rates of women age 16 and over,
by race, 1990

Unemployment
Race rate
Allwomen 5.4
White 48
Hispanic origin 8.3
Black 108
American Indian, Eskimo, and Aleut 13.1

Source: LS. Department of Labor. Bureau of Labor Statistics. Employment and
Furnings, January 1991 and U.S. Department of Commerce. Bureau of the Census.

Table 10
Educational aftainment of American Indian, Eskimo, and Aleut
persons 25 years and over, 1990

Number of Percent of

Level of education persons total
Total 1,079,621 100.0
Less than 9th grade 151,214 14.0
Sth to 12th grade, no diploma 220,900 205
High school graduate 313,783 29.1
Some college 224,300 208
Associate degree 68,921 6.4
Bachelor's degree 65,512 6.1
Graduate or professional degree 34,991 32

Source. LS. Department of Commerce. Bureau of the Census.
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~ MINORITY FAMILY HOUSEHOLDS ~

Between 1980 and 1991, the number of black tamilies in
the United States increased from 6.4 million to 7.5
million. There was a substantial increase in the number of
familics maintained by black women (38.8 percent, from
2.5 million to 3.5 million) and in those maintained by
black men (40.4 percent. from 364.000 to 511.000). The
largest group of black familics—married couples—has
remained at 3.5 million over that same period. (This
diversification of family types is not a trend exclusive to
black families—it transcends racial lines and spans the
Nation. White and Hispanic-origin families followed the
same basic pattern as black families. except they
experienced increases in married-couple families—35.5
percent for white married-couple familics and 44.7
percent for Hispanic maried-couple families.)

According to the February 1992 Burcau of the Census
report Household and Family Characteristics: March 1991:

» There are considerable race difterentials in family
composition. Married couples maintained 83 percent of
the 56.8 million white family households in 1991,
compared with 48 percent of the 7.4 million black family
households. By contrast, female family householders
(with and without children) whosc husbands were not
present maintained 13 percent of white households.
versus 46 percent of black households.

+ The proportion of female householder families has
gone up among both blacks and whites compared with
a decade or two ago. but the rates of increase have
slowed dramatically since 1980. Among whites, the
average annual rate of increase in the number of these
families without husbands or fathers present has
dropped from 3.9 percent per year during the decade of
the 1970°s to 2.0 percent per year since 1980, The
corresponding rates among blacks were 6.1 percent per
year between 1970 and 1980, falling to just 2.9 percent
per year since then. Thus, while families 'maintained by
females continue to increase, the pace of increase has
slowed to a much more moderate rate.

« There were 1.5 million family households in 1991 that
were maintained by persons in the Asien or Pacific
Isiander racial group. About 13 percent of these
houscholds were maintained by women alone. a
proportion not significantly difterent from that for
whites. but much lower than that for blacks.

»  Marricd couples maintained about 69 percent of the
5.0 million Hispanic family households in 1991, down
from 81 percent of the total in 1970. Among
Hispanics. the proportion of families maintained by
women alone (with and without children) rose from 15
percent in 1970 to 24 percent in 1991.2 (See Figure 4
and Table 11.)¢

(Note: Sec also Chapter 5, Women Business Owners: the
section on “Minority Women Business Owners™ includes
data on black (African American), Hispanic-origin, Asian
American. and American Indian/Alaska Native women.)

Figure 4
Percentage of family households by type, race,
and Hispanic origin, 1991
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Source: 1.8, Department of Commerce, Bureau of the Censas. Howsehold and
Family Characterssiics: March 1997 Current Population Repuons, Puputation
Characteristies, Serres P 20, no, 438, p. 8
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Table 11
Family households by type, race. and Hispanic origin of householder, 1991. 1980, 1970

(numbers in thousands)
Average annual
1991 1680 1970 percentage change
Type of family Number | Percent | Number | Percent | Number | Percent | 1980-91 1970-80

ALL RACES
Family households 66,322 100.0 59,550 100.0 51.456 100.0 1.0 15
Married-couple families 52,147 786 48,112 82.5 44728 86.9 05 0.8
Male householder, no wife present 2907 44 1,733 29 1.228 24 47 34
Female householder, no husband present 11.268 17.0 8.705 14.6 5500 10.7 23 46
WHITE
Family households 56,803 100.0 52.243 100.0 46,165 100.0 0.8 12
Married-couple families 47.014 82.8 44,751 85.7 41,029 88.9 0.4 09
Male householder, no wife present 2.276 40 1,441 28 1.038 22 42 33
Female householder. no husband present 7512 13.2 6.052 118 4,099 89 20 39
BLACK
Family households 747 100.0 6,184 100.0 4,856 100.0 1.7 24
Married-couple families 3.569 478 3433 55.5 3317 68.3 0.4 03
Male householder, no wife present 472 6.3 256 41 181 3.7 56 35
Female householder. no husband present 3430 459 2.495 403 1.358 280 29 6.1
ASIAN AND PACIFIC ISLANDER!
Family households 1.536 100.0 818 100.0 NA NA 57 NA
Married-couple families 1.230 80.1 691 84.5 NA NA 52 NA
Male householder, no wife present 112 7.3 39 48 NA NA 96 NA
Female householder, no husband present 194 126 88 10.8 NA NA 72 NA
HISPANIC?
Family households 4981 100.0 3.029 100.0 2.004 100.0 45 41
Married-couple families 3454 69.3 2.282 75.3 1,615 80.6 38 35
Male householder, no wife present 342 6.9 138 46 82 41 8.3 52
Female householder. no husband present 1,186 238 610 20.1 307 15.3 6.0 6.9

V19RO Data for Astan or Pacific Istander from 1980 Census of Popudation, vol. 1, Fable 131,
? Persons of Hispanie origin may be of any race. 1970 Hispanic data trom /970 Ceazus of Populanion. vol, 11, 4A, Table 6

Source: U.S. Department of Commerce., Bureiu ol the Census, Howsehold and Famids Charactersie s, March 1997, Current Population Report, Population Characteristics,
Series P-20, No. 458, p 7.

~ NOTES ~

! William O'Hare and Judy C. Felt. Asian Americans:
Fastest Growing Minority Group, Population Reference
Bureau, Bulletin No. 19, February 1991.

2 U.S, Department of Commerce, Burcau of the Census,
Household and Family Characteristics: March 1991
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~ Women Business Owners

Highlights

 J

Women-owned businesses contribute more than $350 billion in revenues to the
national economy, according to estimates.

Women are starting businesses at twice the rate of men. Between 1982 and 1987 the
number of women-owned businesses increased by more than 57 percent, rising from
2.6 million to 4.1 million.

Women-owned businesses inct<need in every major industrial category between 1982
and 1987. The nontraditional area of ranufacturing showed a six-fold increase in
receipts during the 5-year period.

Women owned more than 94,000 firms in the construction industry in 1987—
a 60-percent increase from 1982.

Minority women owned 388,309 firms in 1987, compared with 825,443 owned by
minority men.
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WOMEN BUSINESS OWNERS

~ TRENDS IN OWNERSHIP ~

Growth and Diversification of Businesses

The 1980"s saw a substantial increase in women's business
ownership. nationally and internationally. Based on data
reflecting changes between 1982 and 1987, women-owned
businesses grew at a significant rate in both the numbers of
businesses and receipts. Further, women-owned businesses
became more diversified. and their proportion increased in
every major industrial category.

More specifically. the great strides made in female business
ownership are apparent in these statistics: between 1982 and
1987 the number of women-owned sole proprictorships.
partnerships. and Subchapter S corporations rose from 2.6
million to 4.1 million. an increase of 57 percent (see Figure
1). A subchapter S corporation is a legally incorporated
business with 35 or fewer shareholders who. because of tax
advantages, elect to be taxed as individuals rather than as a
corporation. The total receipts of these businesses nearly
tripled over this same period, rising from $98.3 billion in
1982 to $278.1 billion in 1987.!

Figure 1
Women-owned businesses, 1982 and 1987 (in millions)

45

40

35

30

.

25

20
15 ‘ o
1.0

05

1982 1987

Soutce 1S Department of Commeree. Bureau ot the Census, Wemen Owned
Brevine saes, JURT

Women-owned firms represented 30 percent of all firms
in the United States in 1987, compared with 24 percent in
1982 (Figure 2). Prior to 1970 women owned only 5
percent of all U.S. businesses.? By the year 2000 it is
projected that women's share of sole proprietorships will
reach 37 percent. If businesses held jointly between a wife
and husband are included. women's share will be
approximately 41 percent.

: Figure 2
Women-owned businesses, 1982 and 1987
(percent of total)
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Source: U8, Department of Commeree. Burcau of the Census., Women-Owned
Bustniesses, 1987,

Another significant change for women-owned businesses
has been the increase in industrial diversification.
Traditionally, women-owned businesses have been
concentrated in the retail trade and services industries. In
1982 women-owned firms in the retail frade and services
industries accounted for just over 63 percent of the total
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receipts for women-owned businesses. By 1987 that share
had decreased to under 53 percent. This decrease resulted
from an enormous expansion of women-owned businesses
in construction, manufacturing, and wholesale trade.

Between 1982 and 1987 the number of women-owned
businesses in the construction industry rose by 60 percent,
and their total receipts more than quadrupled. rising from
$4.6 billion in 1982 to $20.3 billion in 1987.

During the same period, the number of women-owned
businesses in manufacturing more than doubled. rising
from 44,909 in 1982 t0 93,960 in 1987. Total receipts
went up from $5.3 billion to $30.9 billion. The
manufacturing share of receipts from women-owned
businesses increased from 5.4 percent in 1982 to 11.1
percent in 1987.

The growth of women-owned b isinesses in wholesale
trade was also strong: between 1982 and 1987 the number
of these firms rose from 32,059 to 82.513. Their receipts
increased by more than 365 percent. from $9.2 billion in
1982 to $42.8 billion in 1987.

Legal Forms of Organization

In 1987 most women-owned firms (90.5 percent) were
individual proprietorships. down from 91.5 percent in
1682, Partnerships made up 3.8 percent, a decline from

5.1 percent in 1982, while subchapter S corporations
accounted for 5.7 percent, up from 3.4 percent. According
to the Bureau of the Census, between 1982 and 1987
many firms changed their form of ownership from
partnerships and ather kinds of corporations to subchapter
S corporations for tax purposes.

Women-Owned Firms by Industry

Historically, the largest number of women-owned
businesses have been in the services and retail trade
industries. This trend persisted through the period
between 1982 and 1987. More than half of women-owned
businesses are in services, another 20 percent are in retail
trade. and 11 percent are in finance, insurance, and real
estate. Women'’s business ownership increased in every
major industrial category between 1982 and 1987. As
indicated in Table I, women-owned businesses more than
doubled in wholesale trade: agricultural services. forestry
and fishing: manufacturing: and transportation and

public utilities.

In every major industrial category, women also increased
their share of firms between 1982 and 1987. Women
owned 38 percent of services companies and 36 percent
each of retail establishments and of finance, insurance,
and real estate companies. The services sector is projected
to be the fastest growing sector in the U.S. economy in
the next several years. (See Table 2.)

Table 1
Women-owned businesses by industry, 1982 and 1987
(numbers in thousands)

1987 percent

1982 1987 Percentincrease distribution
Allindustries 2,612 4,114 57.5 100.0
Agricultural services. forestry and fishing 19 48 1526 1.2
Mining 20 26 30.0 0.7
Construction 59 94 59.3 2.3
Manufacturing 45 94 108.9 2.3
Transportation and public utilites 39 80 105.1 19
Wholesale trade 32 83 159.4 20
Retail trade 631 799 26.6 194
Finance. insurance. and real estate 246 437 716 10.6
Services 1.285 2.269 76.6 55.2
Industries n.e.c.! 236 185 -21.6 45

"niee = Not elsewhere classitied
Source US Department of Commerce, Bureau of the Census, W omen-Owned Buvineses. 1987,
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Table 2
Women-owned firms, by industry. and
percent of all firms, 1987

All firms Women-owned firms Percent women
Allindustries 13.695,000 4,114,787 30.0
Agricultural services. forestry. and fishing 356,950 47979 134
Mining 121,002 26,420 218
Construction 1,651,102 94,308 57
Manutacturing 432971 93.960 1.7
Transportation and public utilities 592,751 79,768 135
Wholesale trade 439,200 82513 188
Retail trade 2.241,494 798.692 356
Finance, insurance, and real estate 1.227.215 437.360 3556
Services 5.937,671 2.269.028 382
Industries n.e.c.’ 695.034 184.759 26.6

Vpec. = Not elsewhere classified.

Source: U.S. Department of Commerce, Bureau of the Census, Women-Owned Businesses. 1987

Receipts and Income

Women's businesses represent a major sector of the U.S.
economy. Receipts from women-owned sole
proprietorships nearly tripled during the decade. rising
from $98.3 billion in 1982 to $278.1 billion in 1987—a
183 percent increase. Women-owned businesses
accounted for 13.9 percent of alf gross receipts. It is
estimated that women business owners contribute more
than $350 billion in revenues to the national economy.?

Of the $278 billion in receipts in 1987, $164 billion was
generated by the 10 largest major industry groups for
women-owned businesses. These industry groups are in
the wholesale, retail. and service sectors. Of the $164
billion. about 12 percent, or $19 billion. was gencrated by
business service companies.

Women-owned companies are experiencing significant
growth and are most successful in the areas of wholesale
trade—nondurable goods ($24 billion in 1987 sales);
miscellaneous retail ($21 billion): automotive dealers and
service stations ($20 billion): business services ($19
billion): and wholesale trade-durable goods (319 billion).
Manufacturing operations have also become a very
important segment of the women's business market: 11
pereent. or $31 billion.

Although receipts per proprictorship declined for both
women and men over the decade. women appeared to be
narrowing the sales gap. Between 1977 and 1987, receipts
per proprictorship decreased by approximately $4.623
(21.7 percent) for women proprictors, from $19.681 in
1977 10 $15.418 in 1987.5 However, for men proprictors,
receipts decreased even more. from $69.055 in 1977 1o
$44.697 in 1987, a decreasc of 35.8 percent. Between 1986
and 1987, receipts per proprictorship increased by 1.2 and
3.2 pereent, respectively. for women and men proprictors.

_Paid Employees
Further evidence of the impact of women-owned business
enterprises on the Nation's economy is job creation. In
1982 nearly 312.000 women-owned firms had a total of 1.4
million paid employees. These firms had sales and receipts
of $65 billion and an annual payroll of $11.2 billion.
According to 1987 Census Bureau data, more than 618.000
women-owned firms employed a total of 3.1 million
workers. These firms had sales and receipts of $224 billion
and annual payrolls of nearly $41 billion. Women-owned
firms in retail trade employed 1.1 million people and firms
in services employed 1.0 million workers.

~ SURVEY OF WOMEN
BUSINESS OWNERS ~

In a 1990 survey of members of the National Assoctation
of Women Business Owners (NAWBO), one-third of the
respondents reported owning full corporations.® Forty-four
percent have gross sales over $250.000 and 18 percent
have sales over $1 million. Of the survey respondents, 47
percent have more than five employees and 6 percent have
more than 100; 11 percent have payrolls over $500.000
and 6 percent have payrolls over $1 million. In addition.
21 percent have more than one location.

Many of these women are among the business owners who
provide benefits to help workers manage carecr and family
responsibilitics. Among the respondents. 14 percent offer
paid leave to care for sick family members, 11 percent
offer job sharing. 6 percent offer paternity leave, and 14
pereent offer telecommuting. The top 10 benefits offered
by the survey respondents are health/medical. flextime.
training. professional development. personal leave. life
insurance, tition reimbursement, maternity leave, dental.
and profit sharing.

Women Business Owners
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~ MINORITY WOMEN
BUSINESS OWNERS ~

Minority women owned 388,309 firms in 1987, compared
with 825443 businesses owned by minority men (see
Figure 3). Among all minorily women-owned firms,
black. or African American. women accounted for the
largest proportion of firms—13 percent—followed by
Hispanic women and Asian and Pacific Islander women
(9 percent cach), and American Indian/Alaska Native
women (0.5 percent).

Figure 3
Minority-owned firms, by gender, 1987

Minority
women
388.309

Minority men
825,443

Black women (13%)

Hispanic women (9%)
American Indian or Alaska Native women (0.5%)

Asian and Pacific Islander women (9°)

Minority men (68%)

Note Detarl m thes chart does not add to total because of duphcation of some
firms Tirnis that were owned equally by two or more minontes are meluded in the
data tor cach unnonty group but counted only onve at total levels,

Source: U'S Department of Comnierce. Buréau ot the Census,

Many of the characteristics of businesses owned by
women in general are present in businesses owned by
minority women. For example. among minority women
entrepreneurs, the firms are more likely to be in services
and retail trade.

A study by Faith Ando and Associates? provides data on
the characteristics of black (African American), Hispanic,
Asian American, and American Indian/Aiasxa Native
women business owners. The remainder of this section on
minority women business owners presents data from

this study.

Black (African American) Women

Black women owned 3.8 percent of all women-owned
sole proprietorships in the United States in 1982, The
firms they owned were likely to be in services and retail
trade. The six States with the most firms owned by black
women are California (14 percent). Texas (9 percent),
New York (9 percent). Maryland (6 percent), Hlinois (5
percent), and Ohio (5 percent).

Among sole proprietorships owned by black women:

* Sixty percent were home based. about the same as for
all women-owned sole proprietorships (61 percent).

* About 96 percent had no employees and 3 percent had
one to four employees. Of the firms with employees.
women were employed in 3 percent and minorities in
4 percent,

* More than 93 percent did not export any of their goods
or services.

* In 1982, 57 percent of the firms had less than $5.000 in
sales and 34 percent had between $5.000 and $24.999
in sales,

*  Most firms showed some profit; about one-fourth
suffered a net loss. Of firms owned by black women,
46 percent had 1982 profits of less than $5.000: 21
percent had profits between $5.000 and $19.999: and
24 percent had a net [oss of less than $5,000. (Among
all women-owned sole proprietorships. 40 percent had
profits befow $5.000 and 15 percent had a net loss of
less than $5.000.)

* About 27 percent reported that none of their income
originated with the firm. On the other hand. 18 percent
reported that 100 percent of their 1982 income came
from their businesses.

* About 43 percent had no initia! capital and an
additional 44 percent began with less than $5.000.

* Seventy-three percent of black women reported their
firms had no equity capital. Of those with equity
capital, the dominant source (12 percent of firms)
was family,

*  With respect to the firms’ initial debt ratio, about 71
percent had no debt; however, 9 percent had between
91 and 100 percent debt. Three debt sources dominate
n firms owned by black women: banks (50 percent),
family (27 percent). and friends (14 percent).

* About half of the firms owned by black women in
1982 survived until 1986. The two chief reasons given
by those that discontinued operations were insutficient
profit (41 percent) and personal reasons (47 percent),

Characteristics of black women business owners:

* 71 percent were between the ages of 25 and 54.

* 55 pereent were married.

* 51 percent had completed at [east 1 year of college.

e 72 pereent had been business owners for fess than 7
years. (About 8 percent had previously owned
another business.)
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» 82 percent had previous paid employment, 63 percent
had had no managerial experience in paid employment,
but 65 percent had attended business courses
or seminars.

» They have had few role models. Only 22 percent of
black women business owners had close relatives who
owned a business. Of those with a role model. 29
percent reported they had worked for the relative.
{About 39 percent of total women sole proprietors had
a role model.) :

Hispanic-Origin Women

Hispanic women owned 2.1 pereent of all women-owned
firms in the United States in 1982, Most of the businesses
they owned were in services (49 percent) and retail trade
(27 percent). The six States with the highest share of
firms owned by Hispanic women are California (33
percent), Texas (23 percent). Florida (12 percent). New
York (6 percent), New Mexico (4 percent). and Arizona
(3 percent).

Among sole proprictorships owned by Hispanic women:

» Almost 55 percent were home based. less than the 61
percent for all women-owned sole proprietorships.

» About 91 percent had no employcees and 6 percent had
one to four employees.

»  About 91 percent did not export any of their goods or
services.

o In 1982. 48 percent of the firms had less than $5.000 in
sales and 36 percent had between $5.000 and $24.999
in sades.

o Most showed some profits. About one-fifth suftered a
net loss. Forty-five percent of the firms had 1982 profits
of less than $5.000: 26 percent had profits between
$5.000 and $19.999: and 18 percent had a net loss of
less than $5.000. (Among all women-owned sole
proprictorships. 40 percent had profits below $5.000 and
15 percent had a net loss of less than $5.000.)

»  About 21 percent reported none of their income
originated with the firm. On the other hand. 23 percent
reported that 100 percent of their 1982 income came
from their businesses.

+ Forty percent had no initial cupital and an additional 39
percent began with less than $5.000.

»  Seventy-three percent of Hispanic women reported that
their firms had no equity capital. Of those who used
equity capital, the dominant source (13 pereent of
firms) was family.

o With respect to the firm’s initial debt ratio. 65 percent
had no debt, while 12 percent had between 91 and 100
percent debt. Two debt sources dominate: banks (51
percent) and famity (32 pereent).

» About 55 percent of firms owned by Hispanic women in
1982 survived until 1986. The two chief reasons given
by those that discontinued operations were insufficient
profit (43 percent) and personal (47 pereent).

Characteristics of Hispanic women business owners:

» 78 percent were between the ages of 25 and 54,

» 72 percent were married.

» 78 percent had been business owners for less than 7
years. Twenty-nine percent had been in business for
less than | year.

» 74 percent were founders of the firm covered in this
report. About 9 percent had previously owned another
business.

o 84 pereent previously had paid empioyment. Although
69 percent had had no managerial experience in paid
employment. 49 percent had attended business
courses or seminars. About 39 percent had at least
I yeur of college.

» They had few role models. Only 29 percent had a close
relative who owned a business, Of those with a role
model. 29 percent reported they had worked for a
relative. (About 39 percent of all women sole
proprietors had role models.)

Asian American Women

Of all women-owned sole proprictorships in the United
States in 1982, Asian American women owned 1.6
percent. The firms they owned were likely to be in
services (51 pe cent) and retail trade (29 percent). The six
States with the most firms owned by Asian American
women are California (40 percent). Hawaii (11 percent),
New York (8 pereent). Texas (6 percent). Hlinois (4
percent), and Washington (3 percent).

Among sole proprictorships owned by Asian American
women:

» Fifty-one percent were home based. less than among
all women-owned sole proprietorships (61 percent).

» About 88 percent had no emiployees and 8 percent had
one to four employees. Of the firms with employees.
women were employed in 9 percent and minorities
were employed in 7 percent.

o More than 88 percent did not export any of their goods
Or Services.

» 1n 1982, 47 pereent had less than $5,000 in sales and
39 percent had between $5.000 and $49.999 in sales.

o Most firms showed some profit. but about one-fifth
suffered a net loss. Thirty-nine percent of the firms had
1982 profits of less than $5.000: 25 percent had profits
between $5.000 and $19.999; and 19 percent had a net
loss of less than $5.000.

*  About 20 percent said that none of their income
originated with the firm, while about 20 percent
reported that 100 percent of their 1982 income came
from their businesses.

+ About 30 percent had no initial capital: an additional
35 percent began with less than $5.000).

* Sixty percent of Asian American women reported their
firmis had no equity capital. Of those with equity capital.
the dominant source (23 percent of firms) was family.
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*  With respect to the firms' initial debt ratio, 61 percent
had no debt: however 8 percent had between 91 and
100 percent debt. Four debt sources dominate in firms
owned by Asian American women: banks (46 percent),
family (33 percent). friends (18 percent), and former
owners (15 percent). (A firm may have had more than
one debt source.)

* About 58 percent of firms owned by Asian American
women-in 1982 survived until 1986. The two main
reasons given by those that discontinued operations
were insufficient profit (42 percent) and personal
reasons (47 percent).

Characteristics of Asian American women business
owners:

* 67 percent were between the ages of 25 and 44,
* 74 percent were married.

» 71 percent had completed at least | year of college.
» 87 percent had been business owners for less than 7
years: 36 percent had been in business for 1 year.

» 86 percent had previous paid employment.

* 02 percent had had no managerial experience in paid
employment, but 53 percent had attended business
courses or seminars.

American Indian/Alaska Native Women

Businesses owned by American Indian/Alaska Native
women were likely to be sole proprietorships in the
services industries and retail trade. The six States with the
most sole proprietorships owned by these women are
California (19 percent), Oklahoma (11 percent), North
Carolina (9 percent). Alaska (6 percent). Texas (5
percent), and Colorado (4 percent).

Among sole proprietorships owned by American
Indian/Alaska Native women:

* Almost 69 percent were home base {, compared with
61 percent of all women-owned sole proprietorships.

* About 94 percent had no employees. Women werc
employed in § percent and minorities were employed
in 3 percent of the firms.

» Eighty-nine percent did not export any of their goods
or services.

*  Most firms showed some profit: about one-fifth
suffered a net loss. Forty-nine percent of the firms had
1982 profits of less than $5.000: 25 percent had profits
between 35,000 and $19,999: and 19 percent had a net
loss of less than $5.000.

* About 20 percent reported none of their income
originated with the firm, but 21 percent reported that
100 pereent of their 1982 income came from their
businesses.

¢ About half had no initial capital and an additional 33
pereent hegan with less than $5,000.

» Seventy-five percent ¢ f the women reported their firms
had no equity capital. 1Df those with equity capital, the
dominant source (11 percent of the firms) was farmily.

* About 54 percent of f.rms owned by American
Indian/Alaska Native women in 1982 survived until
1986. The two chief reasons given by those that
discontinued operat'ons were insufficient profit (42
percent) and persoral preference (47 percent).

Characteristics of American Indi: n/Alaska Native women
business owners:

* 82 percent were between the ages of 25 and 54.

¢ 70 percent were married.

» 138 percent had completed at least 1 year of college.

* 80 percent had been business owners for less than 7
years. About 3| percent had been in business for less
than 1 year.

* 90 percent had had previous paid employment.

* 63 percent had had no managerial experience in paid
employment, but 45 percent had attended business
courses or seminars.

~ PROBLEMS FACING WOMEN
BUSINESS OWNERS ~

Small business owners, especially women business
owners. cite four major problems confronting them:#

1. Limited access to capital or financing is a primary
detriment to business success. No matter how
marketable the idea or how capable the management
skills of the owner. sufficient funds must be available to
keep the business running until it can gencrate a
consistent positive cash flow. Capital is vital for
business formation, operating expenses, and expansion.

Many women may initially be able to finance their
business operation with personal savings and
contributions from family and friends. In fact, three-
quarters of women business owners use their personal
capital for startup funds.

Sooner or later, however, they will need additional
capital {rom outside sources and they will find that the
demand for capital is greater than the supply. When
small business loan applicants seek financing, they
may find it available. but often at higher interest rates
than are charged to large firms.

Women suffer from the same disadvantages in seeking
traditional sources of capital as all small business
owners, but they also face gender related barriers
including discrimination and misperceptions about
women-owned businesses that limit access to credit
and the terms and conditions under which women are
able to obtain credit.
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Lack of management and technical expertise is the
second biggest problem facing women entrepreneurs.

Loong before many women express the desire to
become business owners, sex stereotyping in education
steers women to elect fewer courses in science,
mathematics, finance, and business. Employment
experience for women in related areas critical to
entreprencurial success may be denied or achicved at a
areater cost.

Lack of managerial skills—such as business planning.
financial management, decisionmaking. and
negotiating—has significant implications for both
startup and growth of women’s busincsses,

3. A lack of strategic public policy developrent because
of inadequate information and data hurts women-
owned businesses.

The statistical data available concerning women's
business ownership is inadequate. Primary data sources
are incomplete and they use differing definitions of
what constitutes a woman-owned business. Lag time
between data collection and the publishing of reports
can be quite fengthy—in some cases. up to 5 years.

Three Federal agencies provide useful information:

e The U.S. Department of Commerce, Bureau of the
Census, provides a census of women business
owners every 5 years, Data are published on the
number of women-owned firms, gross receipts.
number of paid employcees, and annual payroll. In
addition, data are presented by geographic area.
type of industry, size of firm. and the firm’s legal
form of organization,

¢ The Internal Revenue Service provides data on
nonfarm sole proprictorships (but not partnerships
or corporations) based on tax returns.

e The U.S. Department of Labor, Burcau of Labor
Statistics produces a monthly publication,
Employment and Earnings, which supplics statistics
on sclf-employed individuals by gender. Thes  aata
do not, however. identify the number of businesses
owned or whether the owner is employed elsewhere.

4. The virtual exclusion of women-owned business from
government procurement activities.

Specific Tederal efforts to support women business
owners began in 1979 with President Carter’s
Executive Order 12138, This action was designed to
discourage discrimination against women entrepreneurs
and o create programs responsive to their needs. one of
which was assistance in Federal procurement.

The Office of Women's Business Ownership was
cstablished in the Small Business Administration
(SBA). This office negotiates annually with cach
Federal agency a percentage goal of Federal prime
procurement contracts to be awarded to women-owned
business enterprises (WBE). This effort was worth
$1.75 billion to WBE's in fiscal year 1988-—still only
90 percent of total Federal prime contracts awarded
that year. A WBE is defined as a small business that is
at least 51 percent owned, managed. and operated by
one or more women.

~ LEGISLATION AFFECTING WOMEN'S
BUSINESS OWNERSHIP ~

As a result of hearings held by the House Committec on
Sma!l Business and the resulting report, New Economic
Realities, H.R. 5050 was introduced on July 14, 1988 and
the “Women's Business Ownership Act™ was signed into
law by President Ronald Reagan on October 25, 1988.
The act authorized $10 million to private organizations
over a 3-year period to provide financial, management,
marketing. and technical assistance to women business
owners. The intent of the law is to identify and duplicate
programs that are successful in providing management
and technical assistance to WBE's. The SBA has
proviced funding to several organizations for specialized
training to women who are socially and economically
disadvantaged. )

Specifically. the act:

I. Establishes a 3-ycar $10-million program, on a
matching fund basis. to finance joint public/private
sector demonstration projects that provide management
training and technical assistance to women
business owners;

9

. Amends the Equal Credit Opportunity Act of 1974 to
climinate the current exemption for business loans
which have been promulgated by the Federal Reserve
Board. The cffect of this amendment would be to
require financial institutions to (i) inform applicants in
writing of their right to reccive written reason for
denial of loan applications; (ii) retain loan application
records for at least | year: and (iii) refrain from
inquiring into marital status of loan applicants:

3. Creates a special SBA guaranteed “mini loan™ program
for amounts up to $50.000. These loans would serve all
small businesses. but would be especially uscful for the
service sector of the economy where women-owned
businesses are concentrated.

4. Promotes greater aceess to Federal procurement
opportunities by requiring numerical goals to be
established by Federal agencies for both prime
contracts and subcontracting plans.
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5. Improves statistical data on women-owned businesses
now compiled by the Federal Government.”

The act also established a National Women’s Business
Council made up of high-level private sector representatives
and government policymakers. This Council was charged
with submitting recommendations to Congress and the
President by December 31, 1989, for a multiyear plan of
action to support women business owners.

~ FEDERALLY ESTABLISHED
ORGANIZATIONS WHICH ASSIST
WOMEN BUSINESS OWNERS ~

National Women's Business Council

The Women's Business Ownership Act of 1988
established a congressional advisory council to develop a
comprehensive women's business initiative. The National
Women'’s Business Council is composed of nine
members, selected as follows:

The administrator of the Small Business
Administration, the Secretary of Commerce (or
deputy) and the Chairman of the Federal Reserve
Board (or designee);

Two members appointed by the majority leader and
one member appointed by the minority leader of
the Senate.

Two members appointed by the speaker and one
member appointed by the minority leader of the
House of Representatives.

Among the standing members, there are seven women on
the Council: Patricia Saiki, administrator, Smalil Business
Administration; Wilma Goldstein, director, National
Women’s Business Council; Marilu Bartholomew Meyer,
president and owner, Castle Construction Corporation;
Mary Ann Campbell, president, Money Magic, Inc.;
Virginia Littlejohn, president, Global Strategies; Saundra
R. Herre, president. Herrewood Associates; and Esther
Shapiro, president and owner, Richard and Esther Shapiro
Entertainment, Inc.

The Council is charged with reviewing the following:

* The status of women-owned businesses nationwide,
including progress made and barriers that remain, in
order to help such businesses enter the mainstream of
the American economy:

* The role of the Federal Government and State and
local governments in assisting and promoting aid to.
and the promotion of, wemen-owned businesses:

* Data collection procedures and availability of data
relating to (a) women-owned businesses: (b) women-
owned small businesses. and (c) small businesses
owned and controlled by socially and economically
disadvantaged women: and

* Such other government initiatives as may exist relating
to women-owned businesses including, but not limited
1o, those related to Federal procurement.

Based upon its review, the Council was to recommend to
the Congress and the President (1) new private sector
initiatives that would provide management and technical
assistance to women-owned small businesses; (2) ways to
promote greater access to public and private sector
financing and procurement opportunities for such
businesses: and (3) detailed multiyear plans of action,
with specific goals and timetables, for both public and
private sector actions needed to overcome discriminatory
barriers to full participation in the economic mainstream.

In its second annual report to the President and Congress.
the Council made the following recommendations:

« Launch a national program to support women's
business ownership under the auspices of the
Council-—a commitment to free enterprise and to
national economic vitality targeting resources in
education, finance, procurement, data collection, and
international trade;

* Support the Council with sufficient resources to
conduct an information campaign to coordinate
interagency and congressional efforts that will support
the program’s objectives;

* Revitalize the Interagency Committee on Women's
Business Enterprise with the appointment of key high-
level Federal agency officials:

* Stagger the replacement of Council members so that
new members always have the benefit of serving with
at least one experienced Council member.

Office of Women’s Business Ownership

The Office of Women's Business Ownership (OWBO) of
the Small Business Administration (SBA) was formed to
implement a national policy to support women
entrepreneurs. It coordinates the SBA’s etforts in support
of women business owners and women exploring the
possibility of business ownership. The director of OWBO
is charged with ensuring that the provisions of Executive
Order 12138, H.R. 5050, and other administration and
congressional mandates concerning women’s business
ownership are carried out. A primary function of the
Office of Women’s Business Ownership is to develop and
coordinate a national program to increase the number and
success of women-owned businesses, making maximum
use of existing governinent and private scctor resources.
Its responsibilities are carricd out with the assistance of
nearly 100 women business coordinators and
representatives in SBA regional and district offices across
the country.

OWBO was created (o meet the needs of the increasing
numbers of new women business owners—those who are
already successful entreprencurs and those thinking of
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going into business—and to help them join the
community of successful entreprencurs. Through a
national network of local SBA offices, OWBO offers
potential and established women entreprencurs a range of
services and resources which include:

+ pre-business workshops:

» “Access to Capital” conferences:

« technical and financial information:

* an extensive national data base:

+ procurement conferences: how ta sell to the Federal
Government:

+ exponing conferences:

+ long-term training and counseling centers set up in
partnership with private companies.

The SBA's Office of Women's Business Ownership
National Office telephone number is (202) 205-6673. A
complete list of SBA publications and videotapes for
starting and managing a small business is available by
writing to: Small Business Directory. P.O. Box 1000, Fort
Worth. TX 76119, or contacti the local SBA oftice.

Under the Women's Business Cwnership Act of 1988, the
SBA issues grants to contractors to counsel and train
women business owners in the areas of finance.
management, marketing, and technology. Organizations
funded under the program must have proven experience in
providing this kind of training. must be able to quickly

. initiate the new training, and must be able to provide

specialized training to women who are socially and
economically disadvantaged.

Other resources for women business owners provided by
SBA include the following.

+ SCORE/ACE, the Service Corps of Retired Executives
and Active Corps of Executives, provides free,
confidential counseling to business owners and can
help with a business or marketing plan or offer
solutions for day-to-day business problems.

+ Small Business Development Centers located
throughout the country provide specialized training
and counseling for business owners,

 Training courses arc offercd that are designed to
acquaint women with the lending process, courses
targeted at the government marketplace. and courses
designed for growing businesses. Conferences relating
to all aspects of working from the home, franchising.
financial planning, and business expansion are also
offered. as well as a simulation to acquaint women
with the process of reading financial statements.

SBA also maintains the Procurement Automated Source
System (PASS), a computerized data base of small
businesses that want to receive Federal procurement
contracts, Several thousand women-owned firms are
profiled in this system.

~ DEVELOPMENTS IN INTERNATIONAL
PROGRAMS FOR WOMEN'’S
BUSINESS OWNERSHIP ~

Throughout the world. growing numbers of women are
operating their own businesses. In 1987 the Organization
for Economic Cooperation and Development (OECD)
sponsored a conference in Oslo, Norway, entitled
Conference on Women—Local Initiatives—Job Creation.
The resulting report, “Enterprising Women, Local
Initiatives for Job Creation,” describes and analyzes the
progress alrcady made by women entrepreneurs. The
report also draws the attention of public authorities and
the business community to the need to expand female
entrepreneurship by encouraging women to set up new
businesses, making it easier for them to become self-
employed. !0

The recommendations address the need for general human
resource development policies that enhance educational
opportunity, labor marker equality, social support
systems, and job creation to enable the OECD countries to
take full advantage of the expanded participation of
women in the labor market. Recommendations also
address specific entrepreneurship strategies to help OECD
countries to specifically release the entrepreneurial
potential of their female citizens. Strategies include
targeting resources to women entrepreneurs and collecting
data on women's businesses. ©

~ NOTES ~

1 U.S. Small Business Administration. 7he Stare of Small
Business: A Report to the President. 1991, Washington,
DC. p. 250.

2 National Women's Business Council, Second Annual
Report to the President and Congress. December 1990,
Washington, DC, p. 9.

¥ National Foundation for Women Business Owners,
Press Release from the Biennial Membership Survey of
Women Business Owners 1990. Washington, DC, p. 1.

+11.S. Department of Commerce, Bureau of the Census.
Women-Owned Businesses, December 1990, p. 2.

5 U.S. Small Business Administration, Annual Report on
Small Business and Competition, 1989, Washington, DC.
n. 234
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& National Foundation for Women Business Owners, op.
cit., p. 3.

7 Faith Ando and Associates, Minorities. Women,
Veterans and the 1982 Characteristics of Business
Owners Survey, A Preliminary Analvsis. Haverford,
Pennsylvania, September 1988,

¥ U.S. House of Representatives, Committee on Small
Business. New Economic Realities: The Rise of Women
Entreprencurs, 100th Congress, Second Session, June
28. 1988.

9 Statement of Representative John J. LaFalce, Chairman,
Committee of Small Business. July 14. 1988, p. 2.

10 Organization for Economic Cooperation and
Development, Enterprising Women: Local Initiatives for
Job Creation. 1990, Paris, France, p. 3.
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Changing Family
Structures and Lifestyles

Highlights

¢  The relatively slow growth in the number of married-couple households has been
accompanied by growth among family households maintained by a person (female or
male) with no spouse present (divorced, separated, and widowed) and, more recently,
never-married women with children.

¢  The number of married-couple family households, which increased more slowly than
other households. reached 52.3 million in 1990; this represented a 17.0 percent increase
since 1970 when there were 44.7 million. The proportion of all households occupied by
married couples was 56.0 percent, down sharply from 70.5 percent in 1970.

o  The number of family households maintained by persons with no spouse present more
than doubled to 13.8 million in 1990, from 6.7 million in 1970.

¢  Similarly, the number of persons living alone mor . than doubled to 23.0 million in
1990, from 10.9 million in 1970, accounting for 24.6 percent and 17.1 percent of all
households in 1990 and 1970, respectively.

¢  More than 89 percent of the 13.8 million widowed Americans in 1990 were women,
who similarly accounted for 83 percent of widowed persons age 55 and older.

e The labor force participation rate for married women (spouse present) with children

under 6 years of age was 59.9 percent in 1991, up from 47.8 percent in 1981 and 30.3
percent in 1970.

¢ The rise in the number of divorces and unmarried women with children has seen the

feminization of poverty. Female householder families represented 53.1 percent of poor
famiiies in 1991.

e ltislikely that 6 out of 10 of today’s children will live for soine length of time with a
single parent.
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CHANGING FAMILY STRUCTURES
AND LIFESTYLES

~ CHANGING ROLES OF WOMEN ~
An implicit redefinition of the roles of women in U.S.
society is among the most important social and cultural
transformations of the past several decades.” This dynamic
statement is offered in a 1990 Census Bureau report,
“Work and Family Patterns of American Women."!

Changing attitudes about the roles of women in the home,
workplace, community, and society at large have been
manifested in many ways. including wider opportunities
for women and their presence in virtually all occupations
in the workplaces of America. As women have taken on
new roles, the outcomes of change have, in turn.
precipitated more change.

The Census Bureau report notes further: “There is now a
broader acceptance of the involvement of women in
activities beyond those of wife and mother and.
consequently, the array of options available to American
women is wider than ever before. Gains in postsecondary
education and in employment and earnings by women are
associated with this broadening social perspective about
women. It is unclear what forces are most responsible for
these changes, although economic needs, technological

. improvements in fertility control, and a drive toward self-

actualization in one's chosen field of concentration are all
certainly contributors.™

~ TRENDS CONTRIBUTING TO THE
CHANGING FAMILY? ~

American families have changed in many ways in this
century as our population adapted to evolving
technologies, economic conditions, and social trends.
Three major trends contribute to the changing American
family: (1) decline of the traditional family due to
divorce, widowhood (aging), and delayed marriage: (2)
the tendency of women to have fewer children and to do
so later in life: and (3) shifting of cconomic roles within
the family, particularly the increased labor force
participation of wives.?

Family Life Cycle Events

The changing American famity also can be understood by
analyzing the traditional family life cycle events—age at
first marriage. birth of first child, birth of last child. last
child leaves home, and death of a spouse—to which now
should be added divorce and remarriage.* Cohort analysis
of the family life cycle confirms anecdotal discussions
and reports in the popular press about remaining single
longer, waiting to have children, and the increasing
prevalence of steptamilies. This chapter’s focus of the
changing family is on women and their changing
economic role as participants in the paid labor force.

Aging Population

Another important force in changing family structures is
the aging of the population. The life expectancy of
women continues to increase: it was 78.5 years in 1989
and is predicted to reach 81.3 years in the year 2010.
Women are having children at a later age and their own
parents are living longer. Meanwhile, these traditional
caregivers are increasingly more likely to be working
outside the home. Many of today's women, therefore.
have responsibilities for children and for aging parents, in
addition to their jobs. Depending upon varying
definitions, between 7 and 20 percent of the work force
have elder care responsibilitics.s Women's own aging
adds another dimension to their family arrangements.
Further. since women's life expectancy remains higher
than that of men, it is likely that many women will spend
some of their later years living alone in nontamily
arrangements.

The combination of older women living alone and young
people’s delaying marriage have contributed to the
decreasing proportion of married-couple families. The
declining proportion of children in married-couple
families reflects couples’ delay in having children and
growth in the number of children in single-parent
families, including never-married mothers.

{Note: For more detail on this topic. see Chapter 10, The
Aging Population.)

Note: This chapter teflects much of the analysis presented in four asticles in the March 1990 issue of “Monthiy Labor Review:” Howard
V. Hayghe. “Family Members in the Work Foree™ Sar A, Levitan and Frank Gallo."Work and Family: The Impact of Legislation™
James R, Wetzel, “American Families: 78 Years of Change™: and William J. Wiatrawski, “Family-Related Benefits in the Workplace.”




Increasing Labor Force Participation

Prior to the coming of working age of the baby boom
generation (individuals born between 1946 and 1964) in
the 1960°s to 1980’s, women generally worked when they
were single or if they were poor. Except during the World
War Il years. most married women with children.
particularly young children. did not work if they had a
working husband.

As the baby boom gencration ages. the growth of the
labor force will sfow but its diversity will increase. with
women accounting for about 47 percent of all persons
working or looking for work by the year 2005. The
greatest increases in labor force participation have
occurred among women in the central years of 25 to 54,
and their participation rate is projected to reach 8§2.3
percent by 2005: this compares with a rate of 63.0 percent
for women overall (16 and over). The central years or
prime working age group (25 to 54 vears) includes
women in their childbearing years (25 to 44), and their
participation rate suggests that dramatic growth will occur
in the number of working mothers.

The expansion of the female labor force between 1960
and 1980 largely retlects the movement of married
wonen into the labor force. Through the 1980°s the most

dramatic increases in labor force participation were
among women with children, particularly young children.
(See Table 1.) Several external factors have contributed to
this 30-year trend: (1) a strong and expanding economy.
(2) a growing population, and (3) a growing white-collar
and service sector (areas where occupations have been
traditionally held by women). Moreover. the 1960’s,
1970’s, and 1980’s were periods of increasing
postsecondary educational attainment among women, and
educational attainment, historically. has been a predictor
of increased labor force participation.

A number of factors will, no doubt. continue to support
women’s growing attachment to the labor force: higher
educational attainment, work experience, changing social
mores. family-responsive workplace programs and
benefits. and legislation. Rising divorce rates, delayed
marriage, lower fertility rates. and earlier completion of
childbearing will also play important roles in women's
reevaluation of their traditional family and work options.

(Note: For rore information on fabor force participation
by marital status, see Chapter I, Women in the Work
Force. the sections on “Labor Force Participation by
Marital Status™ and “Employment by Marital Status.™)
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Table i
Labor force status of women 16 years and over, by marital status and presence and age of youngest child,

March 1981 and 1991
6 to 17 years only Under 6 years
Total with oS
No children | children 141017, years,
under under none 6t 13 none Under
Marital and labor force status Total 18 years 18 years Total younger years Total younger Jyears
MARCH 1981
Women. 16 years and cver. total §9.259 57.531 31.728 17.548 5.584 11,964 14,181 5535 8.646
In labor force 46,414 27992 18.422 11.49) 3672 7817 6.933 3107 3.826
Labor force participation rate 52.0 48.7 58.1 65.5 65.8 65.3 489 56.1 443
Unemployment rate 76 74 8.0 6.7 5.1 14 10.2 8.4 117
Never marmed 18.674 17567 1.107 389 75 315 n 245 472
In labor force 11,628 11,048 579 252 47 204 328 134 193
Labor force participation rate 62.3 629 523 64.6 4] 64.9 457 54.7 410
Unemployment rate 15 10.7 268 21.8 M 222 30.7 26.3 338
Marnied. husband present 49.883 24.666 25,217 13.492 4274 9.217 11,725 4,351 7374
In laber force 25.460 11,426 14,035 8432 2,704 5728 5.603 2,383 3219
Labor force participation rate 51.0 46.3 5.7 62.5 833 62.1 478 54.8 437
Unemployment rate 58 49 65 53 4.2 59 82 6.7 94
Marned. husband absent 3412 1,601 1811 1.016 313 702 795 355 440
In labor force 2.076 959 1,116 m 220 491 406 191 214
Labor force participation rate 60.8 599 67 70.0 70.1 699 510 539 487
Unemployment rate 125 8.0 164 14.2 8.6 16.7 20.2 175 2.6
Widowed 10.845 10.196 649 565 287 278 85 56 28
In iabor force 2.416 2.024 392 356 185 170 36 30 6
Labor force participation rate 223 199 60.3 63.0 €4.7 61.3 42.2 " U]
Unemployment rate 58 49 10.2 10.2 9.8 105 M M "
Dvorced 6.445 3.500 2945 2,086 635 1451 858 527 31
In labor force 4,835 2535 2.300 1.740 516 1.223 561 368 192
Labor force participation rate 750 724 781 83.4 8i.2 84.3 65.4 69.9 58.1
Unemployment rate 6.8 58 79 71 55 78 103 8.0 14.7
MARCH 1991
Women. 16 years and over. fotal 98.970 65.424 33.548 17.058 487 12,187 16.488 6.554 9934
In labor force 56.373 34.047 22.327 12.691 3722 8.969 9,636 4218 5417
Labor force participation rate 570 52.0 66.6 74.4 76.4 736 58.4 64.4 54.5
Unemployment rate 6.1 55 70 53 42 58 9.1 78 101
Never married 21,688 18.603 3.085 932 167 765 2.154 675 1478
In labor force 14.126 12472 1.654 603 18 486 1.050 401 650
Labor force participation rate 65.1 67.0 53.6 64.8 70.5 635 48.8 59.3 439
Unemployment rate 8.8 76 179 107 8.0 13 220 179 24.6
Marned, husband present 53.176 28.350 24.826 12417 3590 8.827 12.409 4.861 7.548
In labor force 31.103 14529 16.575 9,141 217 6.424 7434 3.145 4,288
Labor force participaticn rate 585 51.2 66.8 736 75.7 728 59.9 64.7 56.8
Unemployment rate 46 38 53 42 34 45 67 6.3 741
Marnied. husband absent 3,665 1,747 1917 986 244 742 932 434 497
In tabor force 2.215 992 1.223 737 188 549 487 232 248
Labor force participation rate 60.5 56.8 638 74.7 770 74.0 52 1 55.0 498
Unemployment rate 10.8 8.2 129 107 10.2 108 15.2 99 223
Widowed 11,288 10.791 498 388 173 215 10 64 46
In labor force 2.151 1.857 294 235 101 134 60 42 1
Labor force participaiion rate 19.1 172 591 60.5 58 4 62.2 54.0 65.3 38.2
Unemployment rate 49 4.2 98 9.2 6.2 s 122 14.2 75
Dwvorced 9.152 5934 3219 2.336 697 1639 883 519 364
In labor force 6,778 4.197 2,581 1976 598 1377 605 392 214
Labor force parlicipation rate 741 707 80.2 846 85.9 84.0 68.5 754 587
Unemployment rate 61 54 13 6.5 49 72 99 73 146
l
! Rate not shown where base is less than 7500,
Note Dae o rounding, sums of individual ttems may not equal totals.
Somee US Department of Labor, Bureau of Labor Statistic s BESI co PY AVA‘ LABLE
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~ HOUSEHOLD AND FAMILY Family groups include married-couple families (52.3

COMPOSITION ~ million) as well as male (2.9 miltion) and female (10.9
From 1970 to 1990, houschold composition in the United million) householders who maintain families. The 27.3
States shifted away from married-couple family million nonfami l).' groups (persons not r(’tk"c‘.l to the
houscholds and toward single-parent and other extended houscholder by birth. marriage, or adoption) in 1990
and subfamily living arrangements and nonfamily included 15.7 miltion female houscholders and 11.6 million
houscholds. Nevertheless, married-couple households ',:“‘lc‘h(.“'SChO,ldm' Most nonfamily householders .
remain the single largest group. In March 1990 there were  ~ Million—lived alonet they represented 84.4 percent of
93.3 million houscholds in the United States—o6. | all nonfamily households. These nonfamily households
million were family households and 27.3 million were accounted for nearly one-fourth (24.6 percent) of the 93.3
nonfamily. (See Table 2.) mitlion households in 1990, up from 17 pereent of the 63

million houscholds in 1970. (Sce Figure | and Table 3.)

Table 2
Households and household population. by type, 1990, 1880. and 1970
(numbers in thousands)
Households Household population
Persons per
Type of household Number Percent Number Percent household
1990
Total households 93.347 100.0 245774 100.0 26
Family households 66.090 708 212,500 86.5 32
Married-couple family 52.317 56.0 169.975 69.2 3.2
Other family. male householder 2.884 34 8.771 36 30
Other family, female householder 10.890 17 33.775 137 3.1
Nonfamily househotds 27.257 29.2 33.274 135 12
Male householder 11.606 124 15.382 6.3 13
Female householder 15.651 168 17.891 73 1.1
Lwving alone 22.999 246 22.999 94 10
1930
Total households 80.776 100.0 222.540 100.0 2.7
Family households 59.550 737 197 311 88.7 3.3
Married-couple family 49112 60.8 164.677 740 33
Other family. male householder 1.733 2.4 5.064 23 29
Other family. female householder 8.705 10.8 27,570 124 3.4
Nonfamily households 21.226 26.3 25.228 113 11
Male householder 8.801 10.9 11.395 51 1.2
Female householder 12.419 15.4 13.833 6.2 1.1
Living alone 18.296 227 18.296 8.2 1.0
1970 .
Total households 63.401 100.0 199.030 100.0 34
Family households 51.456 81.2 185.582 932 36
Married-coupie family 44.728 70.5 163.888 823 3.6
Other family. male householder 1.228 19 3.677 18 29
Other family. female householder 5.500 8.7 18.027 91 32
Nonfamily households 11.945 18.8 13.438 6.8 1.1
Male householder 4,063 6.4 4822 2.4 i1
Female househoider 7.882 124 - 8.616 43 10
Living alone 10.851 174 10.851 55 10
Sauree U S Depattment of Commerce, Bureau of the Census, Carrent Population Repotts, Senes 20, Na 447, flowschold and Favuly Charac tenisaes. March 1989 and “
[0 Deceniber 1990
. \J
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Figure 1
Household composition. 1970-90

(percent)
100
309 263 {4——— Married couptes with children'
80 + 403
60 — 299 28 1 Maried couples without children
303 63
40 - ® b Ohertamilies withchildren”
54 65 1 Other families without children
50 86. : : Men living alone
20 |- 56 .
59 B -
D140 1497 " 3———— Women living alone
1.5 ) S A
0 1.7 36~ 46~< . - Other nonfamily households
1970 1980 1990
63 million 81 million 93 million
T Iramiyhousenolds [ Nonfamily households

* Own childeen undver age 18,
Souree: US Department of Commeree, Bureau ot the Census, Cuerent Poputlation Feports, Seres P-20. Nao. 47, Howdhold amd Famils Charactenistics. March 1989 and
{u90, December 1990, p. 2

Changing Tanuly Structures and Litestvles ~ 77~ 1994 Hancbook on Women Workers: Tronds & Tssues

&0




IToxt Provided by ERI

]

IC

Table 3
Household composition, by presence of own children under 18, 1990, 1980, and 1970
(numbers in thousands)

Average annual
1990 1980 1870 percent change

Type of household Number | Percent | Number | Percent | Number | Percent | 1980-90 | 1970-80
All households 93.347 100.0 80.776 100.0 63.401 100.0 14 24
Family households 66,090 708 59,550 737 51,456 81.2 1.0 15
No own children under 18 33,801 36.2 28,528 353 22,725 358 1.7 2.3
With own children under 18 32.289 346 31,022 384 28,732 453 04 038
One child 13,530 145 12,443 154 9,350 14.7 08 29
Two children 12,263 131 11,470 14.2 8942 14.4 0.7 2.5
Three or more children 6,496 70 7,109 88 10,440 16.5 -09 ~3.8
Married-coupte family 52,317 56.0 49,112 60.8 44,728 70.5 0.6 09
No own children under 18 27.780 298 24,151 299 19,196 3023 14 2.3
With own children under 18 24,537 263 24,961 309 25,532 403 -0.2 02
One child 9,583 103 9,671 12.0 8,163 129 0.1 1.7
Two children 9,784 105 9,488 17 8,045 12.7 0.3 16
Three or more children 5170 55 5,802 72 9,325 14.7 -1.2 —4.7
Other family, male householder 2.884 31 1.733 2.1 1228 1.9 5.7 34
No own children under 18 1.731 19 1,117 14 887 14 44 2.3
With own children under 18 1,153 12 616 08 341 05 6.3 59
One chid 723 08 374 0.5 179 0.3 6.6 74
Two children 307 0.3 165 0.2 87 0.4 6.2 6.4
Three or more children 123 0.1 77 0.1 75 0.1 47 03
Other family, female householder 10,890 10.8 8,705 108 5,500 8.7 22 46
No own children under 18 4,290 40 3.261 40 2,642 42 2.7 2.1
With own children under 18 6,599 6.7 5.445 6.7 2.858 45 19 6.4
One child 3,225 3.0 2,398 30 1.008 16 3.0 8.7
Two children 2173 22 1,817 2.2 810 1.3 1.8 8.1
Three cr more children 1,202 15 1,230 15 1,040 16 0.2 1.7
Nonfamily householder 27,257 263 21,226 26.3 11,945 188 25 5.7
Living alone 22,999 2.7 18,296 22.7 10851 174 23 52
Male householder 11,606 109 8,807 109 4,063 6.4 238 77
Living alone 9,049 8.6 6.966 8.6 3532 56 2.8 6.8
Female householder 15,651 15.4 12419 154 7.882 124 23 45
Living alone 13,950 149 11.330 140 7.319 1.5 2.4 44

Source: U.S. Department of Commerce, Bureau of the Census. Current Population Reports, Series P-20, Nev 447, Howsehold and Famiy Characierisiie v March 1989 and

1990, December 1990, p 2

The total number of households increased by 12.5 million
from 1980 to 1990 and by 29.9 million since 1970. The
average annual rate of increase from 1980 through 1990 was
1.4 percent; in the 1970's it was 2.4 percent. Family
households increased by 1.5 percent in the 1970's and by 1.0
percent in the 1980's: nonfamily houscholds incrcased by 5.7
percent and 2.5 percent, respectively, in those decades.

Shrinking Family Size

Family size has gradually declined over the past two
decades. On one hand, there are fewer children in
married-couple family houscuolds and there are more
divorces; on the other hand, increased life expectancy has
sustained more married couples in family houscholds
after their children have become grown and left home.
The average family houschold contained 3.22 persons in
1990, down from 3.61 in 1970 and 3.31 in 1980. Most of
the net reduction since 1960 occurred among ch?'iren,
whose average number per family fell from 1.41 in 1960
to 0.96 in 19900

Thanging Family Structures and Lifostyles
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Married-Couple Families

Before 1950 the number of married couple families and
the total number of households tended to grow in
tandem—_80 percent of houscholds were occupicd by
marricd couples. After 1970 the ratio fell rapidly,
declining to 60.8 percent (49.1 million) in 1980 and 56
percent (52.3 million) by 1990,

Today there is no “typical™ American family. Diversity in
lifestyles and living arrangements has become common.
Nonetheless, married-couple family households remain
the single most common living arrangement. Other family
living arrangements are increasing rapidly. however.
Marriage at later ages, divorce, and the increasc in single-
parent tamilies contribute to the shrinking proportion of
husband-wife families.

Delayed Marriage

As the early baby boomers began to reach adulthood in
the mid sixties. the proportion of married-couple familics
decreased, reflecting, in large part. delayed marriage as
well as increases in divorce. The median age at first
marriage has been increasing, after a long-term decline. In
1956 the median age was 20.1 for women and 22.5 for
men; in 1990 it was 23.9 for women and 26.1 for men.
(See Table 4.)

Family Dissolution

Current patterns in family dissolution suggest that more
than half of all marriages contracted during the 1970°s
will end. or have ended. in divorce, about double the ratio
of the 1950°s. Although the divoree rate has edged
downward from a high of 5.3 per 1.000 population in
1981. it remains substantially higher than the low of 2.2
per 1.000 population in 1960.7

Marital disruption is especially traumatic for children,
both economically and emotionally. In 1991 divorced
women with children posted the highest labor force
participation rate of any female labor force subgroup—
80.2 percent—not significantly different from a decade
earlicr (78.1 pereent). Even without children, divorced
women's participation rate was 70.7 percent in 1991 (sce
Table 1). Given the typically lower income of women,
divorce in familics with children is more likely to put
women in poverty than their former husbands.

Death of a spouse is the other main cause of dissolution of
marricd-couple family households. In 1990 there were
13.8 million widowed persons (7.2 percent of the
population age 15 years or older), compared with 5.7
million (7.7 percent) in 1920. More than 89 percent of
widowed persons are women. Almost 89 percent of the
widowed were age 55 orolder in 1990, and 83 pereent
were women.® Most widowed persons live alone in their
own houscholds—062.4 percent in 1990,

Table 4
Median age of women and men at first marriage, 1890-1990

Year Women Men Year Women Men

1990 239 26.1 1965 20.6 228
1989 238 26.2 1964 2.5 23.1
1988 23.6 259 1963 205 228
1987 236 258 1962 20.3 27
1986 23.1 25.7 1961 203 228
1985 233 255 1960 203 28
1984 23.0 254 1959 20.2 225
1983 28 254 1958 20.2 26
1982 25 252 1957 203 226
1981 23 248 1956 20.1 225
1980 220 247 1955 202 226
1979 221 244 1954 203 23.0
1978 218 | 242 1953 202 228
1977 216 249 1952 20.2 23.0
1976 213 238 1951 20.4 229
1975 21.1 235 1950 203 28
1974 211 23.1 1949 203 227
1973 210 23.2 1946 204 233
1972 209 233 1947 205 237
1971 209 23.1 1940 215 243
1970 20.8 232 1930 213 243
1969 208 232 1920 212 246
1968 208 23.1 1910 216 25.1
1967 206 23.1 1900 219 259
1966 205 228 1890 22,0 26.1

Note: Figures for 1947 10 1994 are based on Current Population Survey data,
whereas those for ecarlier dates are from decenmial censuses. A sandard error of (0.1
vears s appropriate o measure sampling variability for any of the above median
ages at first marriage. based on Current Population Survey data.

Source: U.S. Department of Comsuerce, Bureau of the Census, Current Populations
Reports, Sertes P20, No. 450, Marital Status and Living Arrangements. Mareh
1990, p. 1.

Some of these widowed women can also be classified as
displaced homemakers. They are women who have been
displaced from their dependent source of income and role
in the home through marital disruption. including
separation and divorce as well as widowhood. and must
now become emotionaily and economically self-sufficient.
A small but growing number of younger displaced
homemakers have dependent children. Nonetheless, of the
15.6 million displaced homemakers identified by the
March 1989 Current Population Survey. 58.0 percent were
65 years of age or older, while an additional 13.6 percent
were between 55 and 64 years of age.

Widowed women have dramatically lower labor force
participation rates than younger women, partly because of
age. To a large extent, lower participation reflects
differences between cohorts of women. The median age
of widows was 59.1 years in 1991. Many women over the
age of 50 first reached the age of labor force entry in the
1940°s and 1950°s. when women were not usually
expected or encouraged to work and when employment
opportunitics for them were more limited, cxcept for the
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World War Il peried. Of those who did work. many
retumed to the home after the war.

About 2.2 million widows were in the labor force in 1991,
with a labor force participation rate of 19.1 percent.
Participation was lower than a decade earlier when 2.4
million widowed women had a labor force participatiorn: -
rate of 22.3 percent. Widows accounted for a shrinking
share of the labor force aithough they were a growing
share of the female population from 1981 (11.4 percent)
to 1991 (12.2 percent). Their shrinking share of the labor
force may. in part. reflect public and private social
support programs as well as greater pension or other
financial resources available to them.

Working Wives

The most important change in married-couple families is
that the wife is more likely to be in the paid labor force
than ai home, particularly it she has children. As a result,
the percentage of traditional nuclear families—husband as
breadwinner; wife as breadmaker, caregiver, and nurturer
of children—is shrinking. while the percentage of dual-
worker families is increasing. Over the 1980-1990 decade.
married-couple family houscholds where boti: the husband
and wife worked grew from 52.0 percent to 59.0 percent.
giving rise to the economic shift to dual-earner families,

The increase in the number of wives in the paid labor
force has been the most dramatic labor force change of
the last several decades. A trend toward wives working
began to develop in the 196(°s when growing numbers of
married women started entering the work force, and this
labor force activity has continued in the decades since.

Between 1981 und 1991 the labor force participation rate
of wives (husbands present) increased from 51.0 to 58.5
percent. (See Table 1.) Among wives with children, more
than 66.8 percent were in the labor force in 1991, up from
55.7 percent in 1981. The largest increase occurred among
mothers with the youngest children (under 3 years of age).
up from 43,7 percent in 1981 to 56.8 percent in 1991. The
labor force participation rate of wives increased with the
age of their children: in 1991, 75.7 percent of wives with
children aged 14 0 17 years were working or fooking for
work. compared with 63.3 percent in 1981, The labor force
participation rate of wives with no children under 18 was
only 51.2 percent in 1991, This decrease is not only true
for mothers in married-couple households but is evident
with regard to every marital status. These data indicate
that, even with a husband present, married women are
working to support their children.

The contribution of working wives to family income can
be seen from an examination of family income by number
and relations "ip of carners. (See Table 5.) The Bureau of
Labor Statistics calculates the actual contribution of the
carnings of working wives at about 31 percent, somewhat
lower than the estimate caleulated from Table 5. This is

because earnings of husbands who are the sole earner in
the family are usually higher than those of husbands in
families where the wife works.

The strong movement of married women. including those
with preschool children, into the paid labor force underlies
the dramatic increase in multiearner families. Not
unexpected, median family income is highest for married-
couple families with husband and wife in the paid labor
force ($44, 053), less when only the husband is in the paid
labor force ($32.478). and lowest in families maintained
by women ($16.443) in 1990. The income of married-
couple family households compared with female single-
parent family households reflects not only the lack of other
eamers in female houscholder families but also the low
wages of traditional women's jobs compared with men’s.

Families Maintained by Women

Before 1950 the number of families maintained by
women rose only slightly. By 1970 the number had risen
by 50 percent to 5.5 million, and by 1990 it reached 10.9
million. In 1990. 16.5 percent of all family households
were maintained by women, compared with 9.2 percent in
1950. In addition, 1.9 million mother-child subfamilies
lived in someone else’s household, most often the home
of the mother’s parcnts.?

In a particularly dramatic shift away from traditional
nuclear family living, families maintained by never-
married women increased tenfold over the past two
decades. from 248.000 in 1979 to 2.7 million in 1988.10
Further, the number of women heading families in which
they are the primary source of economic support for their
children and themselves continued to increase, largely as
a result of marital disruption. The increase in families
maintained by women outpaced that of tamilics
maintained by male householders with no wife present.

In 1990 an estimated 43.8 percent of all black (African
American) family households were made up of women
maintaining families, up from 28.0 percent in 1970, The
figures for whites were 12.9 percent in 1990 and 8.9
percent in 1970: for Hispanics. they were 23.1 percent and
15.3 percent, respectively, More than half (56.2 percent) of
all black children lived in female-headed families in 1990,
a considerably higher percentage than that of their white
and Hispanic counterparts. The growing presence of
children in female-headed families reflects the increase in
never-married mothers. Poverty rates suggest the
cconomic vulnerability of these families: more than 48
percent of black and Hispanic female-headed families (no
husband present) and one-third of white female-headed
families live below the poverty level.

Growth in the number of familics where women are the
primary source of economic support for their children and
themselves, due largely to family disruption, is reflected in
support payments, Child support payments received by

.
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divorced and separated women in 1987 were considerably recipients—4 years of college, $4.310; high school and

higher than the payments received by never-married some college. $2.595; less than high school, $1.872. (Sce
women. The mean (average) child support payments were Table 6.) Of 3.2 million poor women with children under
$3.073 received by divorced women: $2,745, by separated age 21. 1.4 million (44 r.crcent) were awarded support
women: and $1.632. by never-married women. Awards payments in 1987; about 885.000 (28 percent) actually
were higher with increased educational attainment of received payments. .
Table 5
Number of earners in families. relationship, and median family income in 1980 and 1990, by type of family, March 1981 and 1991
1980 1990
Number of earners, relationship Median Median
and type of family Number Percent income Number Percent incorme
Total . 60,702 100.0 $21.003 66.959 100.0 $35.087
No earners 8.363 138 8,434 9.701 145 15,6472
One earner 19,403 32.0 16,603 18,796 281 25,8782
Two or more earners 32.937 54.3 27115 38,462 574 45.4622
Married-couple fanilies, total 49.316 100.0 23.263 52241 100.0 39.849
No earners 5.903 120 10,187 6,768 130 19,429
One earner 13.900 282 19.368 11,630 22.3 31.369
Husband only 11,621 23.6 20472 9.107 174 32.478
Wife only 1,707 35 13612 1.826 35 25220
Other relative only 573 1.2 6.148 698 13 33.594
Two or more earners 29,513 59.8 28.025 33,843 64.7 NA
Husband and wife 25,557 51.8 27,745 30.831 59.0 NA
Husband & other, not wife 2.380 6.9 31.031 2,369 45 NA
Husband nonearner 576 12 22,684 643 12 NA
Two earners 22,046 447 25,684 26,144 50.0 . 43,898
Husband and wife 19.742 40.0 25,460 23.981 459 44,053
Hushand & other, not wife 2,285 46 28,462 1.672 3.2 43378
Husband nonearner 419 04 21.142 491 0.9 39.580
Three eamers 7.065 143 36.152 7699 147 59,659
Husband and wife 5815 118 36.147 6.850 134 60.047
Husband & other. not wife 1.003 2.2 37.756 697 13 58.541
Husband nonearner 157 - 27.081 152 0.3 49,628
Other families, total® 11.385 100.0 NA 14,718 100.0 NA
Maintained by women 3 total 9.416 100.0 10.233 11,770 80.0 16,443
No earners 2216 235 4,494 2,638 179 6.005
One earner 4612 49.0 10,350 §.747 39.0 16,166
Two or more earners 2589 215 18,673 3.385 23.0 31.077
Maintained by men,? total 1.969 100.0 17.743 2,948 20.0 28,743
No earners 244 124 7.790 295 20 11,610
One earner 891 453 15.577 1.419 96 25.003
Two or more earners 835 24 23.785 1.234 8.4 40.363 J
VCollected in March following the reference year
“Notttictly comparable with Mareh CPS supplement data Data trom Table 21 p 9% US Department of Commeree. Bureau of the Census, Consumes Income
P Dnvarced. sepanated. sadowed, o never marned peraons
Nate e toraunding, sumes of mdisidual itenss may not equal totals
Sance US Depantnient of Labor, Buteau of Tabor Statistics

BEST COPY AVAILABLE

Q Changung Family Structures and Lifestyles ~ 81 ~ 1993 Handbook on Women Workers: Trends & Issues




Table 6
Child suppor. payments received, by selected characteristics of women
(In 1987 dollars using the CPI-U-X1 and CPI-U)

Percent Mean child
Mean child support payment ! change support (CPI-U)

Characteristic 1987 1985 1983 1981 1978 1985-87 1981 1978
All Women $2,710 $2339 $2,670 $2,655 $3,028 *15.9 $ 2,632 $3.134
Current marital status:?
Married? 2,540 2,076 2,468 2,407 2,696 224 2,386 2,791
Divorced 3,073 2,680 2,841 2,799 3.283 ‘147 2,774 3,399
Separated 2,745 2,198 3,059 2,993 3.208 24.9 2,967 3.321
Never married 1,632 1,121 1,291 1,280 1,643 34.8 1,268 1,701
Race and Hispanic origin:
White 2950 2422 2,823 2.749 3,132 21.8 2,724 3.242
Black 1,503 1.852 1671 2,068 2,178 -18.8 2,050 2,255
Hispanic* 2628 2123 2.097 2,607 2,218 238 2,584 2,29
Age:
181029 1946 1549 1,965 1,870 2.163 256 1,853 2,239
301039 2,742 2.531 2,687 2813 . 3159 8.4 2,788 3.270
40 and older 3.354 2.694 3,385 3.132 3,763 ‘245 3.104 3.8%6
Years of school completed:
Less than 12 1.872 1.937 1.751 2.114 2,529 34 2.096 2619
High school: 4 years 2,518 2,154 2462 2,407 2,800 *16.9 2.386 2,899
College: 110 3years 2,750 2.583 2,660 2911 3516 6.4 2,886 3,640
College: 4 or more years 4310 3.144 4,697 3.895 4332 374 3,860 4,485
Number of own children present
from an absent tather
One chitd 2,247 1,773 2029 2,048 2,168 26.9 2,030 2,244
Two children 3.239 2.742 3.173 2,890 3,358 "18.1 2,864 3,476
Three children 3,368 2.956 3357 3,527 4,255 139 3.495 4.405
Four or more children 2,118 3.947 4,226 3.967 4,632 *-46.3 2932 4795

* Sigmficant at 10 peveent.

! Based on the CPI-U for 1983-87 and CPL-U-{ for 1978 and 19%1.

S lxchudes a smiall number of curently widow ¢d women whose previous mamage ended in divoree.

' Remarried women whose previous marmage ended in divoree,

4 Persons of Hispanic origm may be of any race.

Source: U S, Depariment of Commerce. Bureau of the Census, Current Population Reports, Sernies P-23 No. 167, Cluld Support and Alimony. 1987, 1990, p. 3.

Female householder families represented 12.7 percent of Never-Married Mothers

nonpoor families but 53.1 percent of poor families in Reflecting underlying changes in social attitudes and
1990. The proportion of female householder families was behavior, many more of today's new mothers are
actually slightly lower in 1985 than in 1978. However. unmarried at the time their children are born than was the
from 1985 to 1990 their proportion slightly exceeded the case in earlier generations. The annual out-of-wedlock
1985 estimate. The poverty rate for these families was birth rate rose from 7.1 per 1,000 unmarried women ages
33.4 percent compared with 10.7 percent for all families. 15 to 44 years in 1940 to 12.3 per 1,000 in 1955.26.4 in

1970, and 38.6 in 1988. In 1960 slightly more than 5
percent of all births were to unmarried women; by 1988
the rate had risen to almost 25 percent. Much of the
change in distribution of births between married and
unmarried women arises from steep declines in
childbearing rates of married women, especially young
married women.!!
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Children in Changing Households Because many divorees involve children and because of

Changes in family households often affect the living the increase in out-of-wedlock childbearing. almost 25
arrangements of children. Based on patterns of the last percent (15.9 million) of the Nation’s children under 18
decade. it is likely that 6 out of 10 of today’s children will years of age lived with only one parent in 1990. (See
live for some length of time with single parents:t2 about Table 7.) The proportions are up sharply from 12 percent
25 percent were doing so in 1990. Children will move in (8.2 million) in 1970.% Almost 9 out of every 10 children
and out of single-parent homes as their parents remarry living with a single parent live with their mothers, who
and form other married-couple households. For example. often have lower than average incomes. (The median
in 1985 almost 1 in 5 married-couple families with chil- income for families maintained by women is $16.443
dren at home had a stepchild living in the household.!? compared with $35.087 for all families.)

Table 7

Children under 18 years living with one parent, by marital status of parent. by race and Hispanic origin of child,
1990. 1980, 1970, and 1960. {numbers in thousands)

Number of children Percent distribution

Marital status of parent 1990 1980 1970 1960 1990 1980 1970 1980
Total children 15.867 12.466 8.199 5829 100.0 100.0 100.0 100.0

Marital status of parent:
Divorced 6.122 5.281 2473 1.343 38.6 424 302 23.0
Married. spouse absent 3.767 3.898 3.521 2.700 23.7 313 429 463
Separated 3.222 3.327 2.484 1.608 20.3 26.7 30.3 276
Other 545 571 1.037 1.092 34 46 126 18.7
Widowed 1.125 1.469 1.649 1543 71 1.8 20.1 26.5
Never married 4.853 1820 557 243 30.6 146 6.8 4.2
White children 9.869 7.091 5110 3.932 100.0 100.0 100.0 100.0

Marital status of parent:
Divorced 4847 4,106 1.997 1,118 491 52.0 39.1 28.4
Married. spouse absent 2.356 2243 1.822 1615 23.9 284 35.7 a1
Separated 1.982 1.817 11 779 20.1 23.0 21.7 19.8
Other 373 426 711 836 38 54 139 213
Widowed 774 1.000 1.160 1.139 78 12.7 22.7 29.0

Never married 1.894 552 13 61 19.2 70 26 1.

Black children’ 5.484 4.297 2.995 1.897 100.0 100.0 100.0 100.0

Martal status of parent:
Dworced 1117 1.078 438 225 20.4 25.1 146 119
Married. spouse absent 1.251 1.573 1.651 1.085 22.8 366 55.1 572
Separated 1125 1.463 1.343 829 20.5 340 448 437
Other 125 110 308 256 2.3 2.6 103 135
Widowed 278 411 482 405 5.1 96 161 21.3
Never marned 2.839 1235 423 182 518 28.7 141 96
Hispanic chiidren? 2.154 1.152 (NA) (NA) 100.0 100.0 (NA} (NA)

Marital status of parent:
Divorced 574 353 (NA) (NA) 26.6 30.6 (NA) (NA)
Married. spouse absent 728 468 (NA) (NA) 338 406 (NA) (NA)
Separated 5717 400 (NA} (NA) 26.8 347 (NA) (NA)
Other 151 68 (NA) (NA) 7.0 59 (NA} (NA)
Widowed 149 103 (NA) (NA) 6.9 8.9 (NA) (NA}
Never marned 703 228 (NA} (NA) 326 19.8 (NA) (NA)

N A Notavalable
" Nonvhite e [9ed
Peeans aof Hispame entgin may be of any raee
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Families in Poverty

Married-couple families have the lowest poverty rate (5.7
percent). followed by families headed by men with no
spouse present (12.0 percent). The poverty rate was
greatest among families with a female houscholder with
no spouse present (33.4 percent) in 1990.15

Children of single parents are much more likely than
children in intact marriages to be living in poverty. In
1990 for example, the poverty rate for married-couple
families with children was 7.8 percent: but for families
maintained by women it was 44.5 percent. In 1990 about
20 percent of all children—1 of every 5—were living in
poverty, compared with 10.7 percent of persons {8 or
older. Many of these poor children were in single-parent
homes. The poverty gap between children and adults has
increased significantly since the early 197(0"s, a trend that
is inexorably linked to out-of-wedlock childbearing and to
divorce. Social science research has shown repeatedly
that, among other difficulties, children raised in poverty
are at higher risk of low educational attainment. more
frequent involvement with the criminal justice system,
and out-of-wedlock childbearing themselves. 10

Poor women have always worked in the paid labor
market, regardless of how meager the returns. their
marital status. or the presence of children. Greater
proportions of black and immigrant women are more
likely to be poor and working than are white
nonimmigrant status American women. On the other
hand. Hispanic women, particularly Mexican American
women, are less likely than their white and black
counterparts to participate in the labor force, especially if
they are married with dependent children. Low labor
force participation among marricd Hispanic women
reflects a cultural emphasis on traditional family roles for
women, as well as low educational attainment compared
with their white counterparts.

{(Note: For a more detailed discussion on poor families,
see Chapter 3, Women's Earnings and Income, the section
on "Women in Poverty.™)

~ SUPPORT FOR WORK AND FAMILY ~

Changes in the composition of families have, to a large
extent, intluenced changes in the composition of the work
force. Consequently. the ranks of today's workers reflect
a diversity of wives and mothers from married-couple
families. never-married mothers, single parents, and
divorced. separated. or widowed women and men—
among whom are displaced homemakers.

Many of these and other workers have a range of family
responsibilities including care of dependent children and
elders. However. long before nceds of the present-day
work force began to receive wider and wider attention,
cmployers offeced benefits and assistance in support of
work and family.

Employee Benefits

The emergence and subsequent expansion of emplover-
provided benefits since 1915 (when workers’
compensation laws were being introduced in several
States) have been fueled in part by the changing needs of
employees and their families.!7 Early employer-sponsored
employee benefit programs and policics related to
providing health insurance. pensions. and vacation time.
Employers™ reasons for providing such benefits range
from concern for employees™ welfare to collective
bargaining, to a desire to recruit and retain a stable work
force to remain competitive. Today. public debate focusces
on mandatory employer- or government-sponsored health
coverage and parental leave.

The growth of employer-provided and government-
mandated benefits such as Social Security and workers’
compensation has changed the character of employee
compensation. By the late 1980’s government benefits.
including unemployment insurance, accounted for nearly
30 pereent of the total costs of compensation, based on
Bureau of Labor Statistics “Employment Cost Index. ™18
Both workers and employers have felt the impact of
legistation related to work and family issues that has
assisted families in crises: unemployment, disability or
death, old age. education, training. and poverty.

These laws were passed in three major periods: the
Progressive Era between the turn of the century and
World War 1. the New Deal in the mid-1930's, and the
Great Socicety in the 1960°s.1 (Sce Table 8.) Today our
society looks to employers. government, and labor to
work together to help workers balance carcer and family
responsibilities. With the growing labor force
participation of women. including mothers with preschool
children, parental leave, dependent care. and flexible
Jeave and work schedules are on the bargaining table.
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Table 8
Major work-related government programs with implications for families

Family factors considered in:
1988 Number
expenditures benefiting Determining Setting
Program and year of enactment (mitiions) (millions) eligibility benefits
Retirement:
Otd Age and Survivors Insurance (1935} $ 197.2 34 6/month no yes
Tax exclusion for pensions (1942) 49.3 NA NA NA
Old Age Assistance (1935) Supplernental Security Income (1972) 57 2.0/month yes yes
Disability:
Workers' compensation (first State. 1911) 2742 NA no in 11 States
Disability Insurance (1956} 224 4.1:month no yes
Veterans' compensation 1.3 2.2lyear no yes
Aid to the Permanently and Totaily Disabled (1950):
Supplemental Security Income {1972} 9.1 2.5/month yes no
Vocational rehabilitation (1921) 16 Olyear no no
Education. employment, and training’
Postsecondary education 58.53 10.1 (fall) for grants & loans | for grants & loans
Job Training Partnership Act (1982) 37 2.V/year yes no
Employment Service (1933) 8 18.4'year Y no
Poverty:
Aid to Families with Dependent Children (1935} 19.0 10.9/month yes yes
Earned Income Tax Credit (1975) 49 27.71year yes no
Unemployment:
Unemployment Insurance (1935) 13.2 6.8/month no in 10 States
Child Care:
Dependent Care Tax Credit (1976) 34 8.2 familiesyear yas yes
Head Start (1965) 15 Alyear yes no

NA=not applicable or not gy alable
U Author’s estimate

2 Data relate to JURT

¢ Data refate o [OR6-K?

Source: 1.8 Sovial Secunty Adinunistration. U S, Congress. House Commutiee on Wass and Means: and U8 Labrary of Congress, Congressional Research Service,
Published m “Work and Fanuby - The Tpact of Logistios.” Monthis Dabor Review March 1990 p 35

Child Care

Concern about child care for working women in the
United States dates back to the 19th century. when
middle-class women established nurseries for the children
of “their less fortunate sisters.” mostly poor widows
compelied to support themselves and their children. These
centers were thought of mainly as “feeding and minding
stations.” with perhaps some religious instruction and
practice.?® In {941 the Lanham Act provided federally
supported centers for the children of mothers working in
wir industries. However, this initiative ended with the end
of the war, when women were then expected to go back to
their unpaid work in the home.

In the 1950's and 1960°s many of the women who did
return to their homes began to reenter the work force on a
longer term basis or as permanent participants duc to
family changes or to help supplement family income.
They were accompanied by new entrants in increasing
numbers, many of whom had children. Thus. the need for
child tare was again more apparent.

During the 1970°s the Women's Bureau increased its long-
term effort to promote child care for working women by
encouraging employers to implement workplace child care
programs and policies. Similarly. the Burcau supported the
establishment of a child care development center primarily
for the children of Department of Labor employees.
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Women'’s Bureau Clearinghouse

Encouraging employers to become providers and
advocates for dependent care initiatives, both child and
elder care, was supported by establishment of the Work
and Family Clearinghouse in January 1989 and its
Workforce Quality component in September 1990.

The Work and Family Clearinghouse is a computerized
data base of employer-sponsored dependent care
programs, policies, and support information. Dependent
care options are the focus of the clearinghouse; they
include, for example, on- or near-site child care centers,
flexible work and leave schedules, and cafeteria plans
with salary reduction and/or flexible spending accounts
that allow workers to pay for dependent care with pre-tax
dollars. The option files are supported by three major
components: references, including a referral netvsork of
organizations, bibliography. and upcoming conferences;
policy issues; and statistics (see Figure 2).

The Workforce Quality section was designed as an
employer-focused data base of programs and policies that
go beyond dependent carc. Its data base includes a selection
of exemplary employer-sponsored workplace programs that
have been implemented to increase the competitiveness of
the work force and the efficiency of the worker. Areas
covered include. for example, alternative work schedules
and staffing: employee recruitment, development,
retention, and promotion; employee involvement; training;
and workplace diversity, including giass ceiling issues.

Data and profiles of programs and policies instituted by
employers are available to assist other companies and
organizations interested in providing similar benefits and
assistance to workers. The Bureau continues to update
and expand the data bases in its clearinghouse. ¢

(Note: For more discussion on the impact of changing family
structures on working mothers, sce Chapter 1, Women in the
Work Force, the section on “Working Mothers."")

Figure 2
Women's Bureau Work and Family Clearinghouse
CHILD CARE Opon synopses
OPTIONS
Ogtion implementaton
Program prolies
ELDER CARE Reterral network
REFERENGES
Bibiiography
PCLICY ISSUES
. Conferences
WORKFORCE STATISTICS
QUALITY
~ NOTES ~

1 U.S. Department of Commerce, Bureau of the Census,
Work and Family Patterns of American Women, Current
Population Reports, Series P-23, No. 165 (Washington,
DC: Government Printing Office, 1990), preface.

2 *“Family™ describes two or more persons living together.
related by birth. marriage, or adoption, one of whom is
the householder—the person in whose name the housing,
unit is owned or rented. “Household™ describes both
related and unrelated individuals living together in a
housing unit. For further explanation. see the Appendix.
“Definitions and Explanations,” in Household and Family
Characteristics: March 1990 and 1989, Population
Characteristics, Current Population Reports. Series P-20,
No. 447, December 1990, pp. 205-208.

3 James R. Wetzel, “American Families: 75 Years of
Change.” Monthiy Labor Review, March 1990), reprint,
p- 2.

+**Work and Family Patterns of American Women.” op.
cit..p. 1.

5 Andrew E. Scharlach, Beverly F. Lowe, and Edward L.
Schneider. Elder Care and the Work Force—Blueprint
Jor Action (Lexington, MA/Toronto: Lexington Books.
1991), pp 50-51.

6 1).S. Department of Commerce. Bureau of the Census.

Houschold and Family Characteristics: March 1990 and
1989, Current Population Reports. Series P-20, No. 447,

p. 24, Table 3 (1990 Statistics).
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7 U.S. Department of Coramerce, Bureau of the Census,
Statistical Abstract of the United States: 1991 (111th
edition) (Washington, DC: Government Printing Office,
1991), p. 62, Table 82.

"8 U.S. Department of Commerce, Bureau of the Census,

Marital Status and Living Arrangements: March 1990.
Population Characteristics, Current Population Reports,
Series P-20, No. 450.

9 Steve W. Rawlings, “Single Parents and Their
Children,” in U.S. Bureau of the Census, Current
Population Reports, Series P-23, No. 162, p.13.

0 Marital Status and Living Arrangements. op. ¢.t.. p.1T.
Il Howard V. Hayghe, “Family Members in the Work

Force.” Morithlvy Labor Review, pp. 14-19. Statistical
update from Statistical Abstract, op. cit.. p. 62.

12 Arthur §. Norten and Paul Glick, “*One-Parent Families:

A Social and Economic Profile,” Fumily Relations,
January 1986, pp. 9-17.

13 Louisa F. Miller and Jeanne E. Moorman, Married-
Couple Families With Children. Current Population
Reports, Series P-23. No. 162, p. 31.

14 Wetzel, op. cit.. p. 1 1.

15 U.S. Department of Commerce, Bureau of the Census,
Poverty in the United States: 1990, Current Population
Reports, Series P-60, No. 175, Table 1, p. 15.

16 Susan Hofferth, *“The Children of Teenage
Childbearers.” in Risking the Future: Adolescent Sexuality,
Pregnancy. and Childbearing (Vol. I1) (Washington, DC:
National Academy Press, 1987), pp. 174-206.

17 William J. Wiatrowski. “Family-Related Benefits in
the Workplace.” Monthly Labor Review, March 1990.
pp- 28-33.

I8 Ibid.. pp. 25-29.

9 Sar A. Levitan and Frank Gallo. “Work and Family:
The Impact of Legislation,” Monthly Labor Review:,
March 1990, p. 35.

20 Alice H. Cook. “Public Policies To Help Dual-Earner
Families Meet the Demands of the Work World,”
Industrial and Labor Relations Review. January 1989,
Reprint No. 605 (Ithaca. NY: Cornell University), p. 202.
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Education and Training

Shifting Patterns in |

Highlights

<

e

In both 1979 and 1989, men with only an elementary school education earned as
much as or more than women high school graduates. Male high school graduates
earned more than women with 1 to 3 years of college.

At all educational levels, the gap in labor force participation rates between black and
white women narrowed considerably during the 1979-1989 decade: the gap
increased, however, between Hispanic and white women.

About one-fourth (24 percent) of adulit female workers age 25 and older were college
graduates in 1989, up from 17.6 percent in 1979,

Women are less likely to be high school dropouts than men: 14 percent of the female
population 18 to 21 years and 16 percent of males were not high school graduates
in 1989.

Since the mid-1980’s, women have outnumbered men in graduate school.

More than half—352 percent—of bachelor’s and master’s degrees were awarded to
women in the 1988-89 school year.

About 41 percent of the first professional degrees in law were awarded to women in
the 1988-89 school year.

Women constitute a majority of the eligible participants in the Federal Job Training
Partnership Act program because they are a disproportionate share of the
economically disadvantaged population.
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SHIFTING PATTERNS IN EDUCATION
AND TRAINING

~ TRENDS IN EDUCATIONAL
ATTAINMENT ~

Higher education and training are the principal means by
which women attain career advancement and greater
employment status. Among women workers, employment
has increased faster in occupational groups requiring
more formal education than in those requiring less
education. Between 1984 and 1989, when women’s
employment increased 21 percent, eraployment grew by
31 percent for women :n managerial and professional
occupations. Jobs that require higher levels of skills and
education will continue to be the high-growth occupations
in the coming decade.

During the 1980°s the educational attainment of women
continued to rise. According to the Bureau of Labor

Statistics, in 1989 about 24 percent of adult female workers
25 and older were college graduates, up from 17.6 percent
in 1979. Another 21 percent had completed 1 to 3 years of
college, up from 17 percent in 1979. (See Table 1.)

A higher proportion of women 25 and older in the labor
force had more schooling than did women not in the labor
force. The greatest differences were found among those
with 4 or more years of college. In 1989 more than twice as
many working women (24 percent) had at least 4 years of
college as did women not in the labor force (11 percent). At
the lower end of the educational scale, over 12 percent of
women in the labor force had less than a high school
education, compared with over 36 percent of those not in
the 1abor force.

Table 1
Years of school completed by persons 25 and older in the fabor force, by sex,
1979 and 1989 annual averages
In labor force Not in labor force

Years of schoo! compieted 1979 1989 1979 1989
Women (in thousands) 32,626 45,490 35.349 35.773
Percent
Less than 4 years of high school 203 123 434 36.4
4 years of high school 451 424 36.1 395
110 3 years of college 17.0 214 1.8 13.3
4 years of college or more 176 238 9.0 109
Men (in thousands) 47.168 56.246 12,748 16,631
Percent
Less than 4 years of high school 24.3 169 59.2 446
4 years of high school 35.2 36.7 223 309
10 3 years of college 170 194 9.1 119
4 years of college or rore 235 280 94 126

Source. U S, Department of Labor, Bureaw of Lahor Statisties. unpubhished data.

~ 9 ~




Table 2
Years of school completed by persons 25 and older in the labor force, by age and sex,
1979 and 1989 annual averages

ERIC

25 and ofder 251034 35to54 55 and older

Years of school completed 1979 1989 1979 1989 1979 1989 1979 1989
Women in labor force (in thousands) 32,626 45,487 11,444 15,976 15,322 22,983 5,861 6,528
Percent
Less than 4 years of high school 20.3 12.4 11.6 88 217 11.8 33.9 23.3
4 years of high school 45.1 42.2 427 40.7 48.0 42.4 42.2 45.7
110 3 years of college 17.0 215 214 24.1 15.3 21.4 13.2 15.7
4+ years of college 17.6 238 244 26.4 15.1 245 10.7 15.2
Men in labor force (in thousands) 47,168 56,238 16,102 19,854 21,797 27,556 9,269 8,828
Percent
Less than 4 years of high school 243 15.9 13.8 13.4 259 14.2 38.6 27.0
4 years of high school 35.2 36.7 357 40.7 359 34.8 326 34.1
1 1o 3 years of college 17.0 19.4 22.6 20.9 14.9 19.9 124 14.0
4+ years of college 235 280 279 25.0 233 31.4 16.4 249

Source: U.S. Depastment of Labor. Bureau of Labor Statistics. unpublished data.
~ EDUCATIONAL ATTAINMENT BY Gender

SELECTED CHARACTERISTICS ~

Age

Young female and male workers tend to have completed
more years of school than their older counterparts,
reflecting two developments: the post-World War II baby
boom generation completing its entry into the labor force
and the educational upgrading and skill requirements of
jobs that occurred in the 1979-89 period.!

Of the women workers in the 25-to-34 ycar age group in
1989, 51 percent had 1 or more years of college,
compared with 31 percent of those 55 and older (see
Table 2). However, between 1979 and 1989, women
improved their educational attainment at the college level
in every age group. For example, in 1989, 45.9 percent of

women in the 35-t0-54 age group had completed 1 year of

college or more, up from 30.4 percent in 1979. About 51
percent of women age 25 to 34 had completed 1 year of
college or more in 1989, up from 45 percent in 1979,

During the 1980's the proportion of both women and men
workers completing 4 or more years of college increased
steadily. In 1989, 24 percent of women workers had
completed 4 years of college or more (up from 17.6 percent
in 1979); this compares with 28 percent of men (up from
23.5 percent in 1979). As the proportion of male and
female workers with formal education beyond high school
has increased, the proportion without a high school diploma
has declined sharply. For women workers the proportion
without a high school diploma dropped from 20.3 percent
in 197% *0 12.3 percent in 1989: for men workers. it
dropped from 24.3 to 15.9 percent. respectively.

Shitting Patterns in Fducation and Training
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Table 3
Educational attainment of persons age 25 and older in the labor force, by sex, race, and Hispanic origin,
1979 and 1989 annual averages

White Black Hispanic
Years of school completed Women Men Women Men Women Men
1989 (in thousands) 38.480 49,126 5.467 5317 2.874 4,286
Percent
Less than 4 years of high school "3 15.2 186 229 35.5 454
4 years of high school 429 36.6 425 399 354 28.2
110 3 years of college 214 19.4 225 197 169 149
4+ years of college 243 28.9 16.4 14.7 123 1.5
1979 (in thousands) 28.109 42183 3.828 4,189 1489 2.402
Percent
Less than 4 years of high school 185 25 33.7 423 436 514
4 years of high school 46.4 35.6 38.1 329 344 25.7
110 3 years of college 1741 173 16.1 142 122 126
4+ years of college 181 246 120 105 99 103
Source: U.S. Department of Labor, Bureau of Labor Statistics, unpubhished data.
Race/Hispanic Origin ~ EDUCATIONAL ATTAINMENT AND
Some studies indicate that the differences in college aticn- LABOR FORCE PARTICIPATION ~
dance and completion among black, white, and Hispanic
persons may be due to differences in family background Gender

characteristics (such as parents’ educational attainment
and single parent families). family financial resources,
tuition costs. and labor market opportunities.?

Although there are wide differences in the proportion of
college graduates among white, black, and Hispanic
women in the labor force, there have been significant
increases in education in all three groups. In 1989 over 24
percent of white women had completed 4 years of college
or more (versus 18.1 percent in 1979). 16.4 percent of
black women (up from 12 percent), and 12.3 percent of
Hispanic women (up from 9.9 percent). (Sce Tabte 3.)

Among white, black, and Hispanic women in the labor
force between 1979 and 1989, there were far fewer who
had not completed 4 years of high school than in previous
years. The proportions of those who had not finished high
school dropped t r all three racial/ethnic groups but most
notably for black women. The proportion for black
women dropped 15.1 percentage points 10 18.6 pereent.
for Hispanic women it dropped 8 percentage points ta
35.5 percent: and for white women the pruportion
dropped 7.2 percentage points to | 1.3 percent.

The labor force participation rate is the proportion of a
population group that is either employed or actively seck-
ing employment. Labor force participation differs sub-
stantially between the sexes: men participate at higher
rates than women at every age and educational level. (See
Table 4.)

Participation rates for adult women 25 years of age and
older rose across the entire educational spectrum, with
particularly strong gains among those who had attended
college. Participation rates for adult women who had
completed 1 to 3 years of college rose from over 57 per-
cent in 1979 to over 67 percent in 1989. Over the same
period. the rates for men. while remaining above that for
women, declined in all educational groups.

\ Shtting Patterns in Education and Traning
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Table 4

Labor force status of persons 25 years and older, by years of school completed and sex,
1979 anc 1989 annual averages

Total Women Men

Years of school completed 1979 1989 1979 1989 1979 1989
Civilian labor force {in thousands) 79,792 101,736 32,626 45.490 47.168 56,246
Less than 4 years of high school 18,071 14,554 6,626 5608 11,445 8.947
4 years of high school 31.298 39,934 14.710 18,295 16,589 20,638
110 3 years of college 13.598 20,662 5.558 9.757 8,040 10.905
4+ years of college 16,825 26,586 5.732 10,830 11.094 15,756
Percent distribution
Less than 4 years of high schoo! 226 143 20.3 123 24.3 169
4 years of high school 39.2 39.3 451 424 35.2 367
110 3 years of college 17.0 20.3 17.0 21.4 17.0 194
4+ years of college 211 26.1 17.6 238 23.5 280
Labor force participation rate
Less than 4 years of high school 443 416 30.3 30.1 60.3 54.7
4 years of high school €6.7 674 53.5 57.7 854 80.1
110 3 years of college 719 75.5 57.2 67.3 87.3 84.6
4+ years of college 793 81.6 64.3 736 90.3 88.3
Unemployment rate
Less than 4 years of high school 6.1 76 7.7 84 52 72
4 years of high schoot 39 44 46 44 3.3 44
110 3 years of college 33 3.2 4.1 34 2.7 3.1
4+ years of college 22 2.1 32 24 1.7 20

Source. U S, Department of Labor. Bareau of Labor Statisties, unpublished data.

Race/Hispanic Origin

Black and Hispanic women participated in the labor force
at higher rates than white women across all educational
levels in both 1979 and 1989 (sce Figure 1). In 1989 the
rorticipation rate for black and Hispanic women with less
i2ian 4 years of high school was 34 and 3§ percent, respec-
tively. compared with 29 percent tor white women. The
rate for black and Hispanic women with 4 or more years
of college was 83 and 78 percent, respectively, compared
with 73 percent for white women.

Between 1979 and 1989 the gap between the labor force
participation rates of black and white women narrowed
considerably at every educational level: however, it

increased between Hispanic and white women. In 1979
the labor force participation rate for black women with
less than 4 years of high schoo! was 37.5 percent, com-
pared with 28.8 percent for white women—a difference of
8.7 percentage points (see Table S). By 1989 this gap in
participation rates had narrowed—the black rate was 4.4
percentage points higher than the white rate. In 1979 the
labor force participation rate for Hispanic women with
less than a high school education was 35.7 percent, com-
pared with 28.8 percent for white women—a difference of
6.9 percentage points. By 1989 the Hispanic rate was 8.9
percentage points higher than the white rate.
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Figure 1
Female labor force participation rates, by race and education,
1979 and 1989

1979 1989
90

80 + B

70 - -

60 -

Black Hispanic White Black Hispanic White

] Less than four years of high school Il 1 o3 years of college

n 4 years of high school . 4+ years of college

Soutee. US. Depastent of | abor, Burcau of Labor Statisties. unpublished data.

Table 5
Differences in iabor force participation rates of women 25 years and older, by race and years of school completed.
1979 and 1989
B 1979 1989
Years of school completed Black White Ditfer. Black White Differ.
Less nan 4 years of high school 375 288 8.7 338 29.4 4.4
4 years of high school 66.4 52.3 144 679 56.3 11.6
110 3 years of college 756 55.2 20.4 76.9 66.0 109
4+ years of college 81.3 62.8 185 826 728 98
1979 1989
Years of school completed Hispanic White Ditfer. Hispanic White Differ.
Less than 4 years of high school 357 288 6.9 38.3 29.4 8.9
4 years of high school 55.9 52.3 36 63.7 56.3 74
110 3 years of college 62.5 55.2 73 748 66.0 88
L4+ years of college 669 628 L 41 782 728 L 55
Source E S Depatinent o Fabor, Buseau of Labor Statistios, unpublished dita
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Some studies indicate that marital status and husbands’ ~ EDUCATIONAL ATTAINMENT AND
earnings account for the differences between white and OCCUPATIONAL DISTRIBUTION ~

mxgorgy }v(?mehn]cilz}borhfqrcc p'nrt;(z)lgguo‘;l rates. 'lln a Higher education. traditionally, has provided a path to
study by Joseph Meisenheimer in [990. educationa better jobs. Among women workers 25 years of age and

am?n:f?; and mf‘[:tfll ftatu‘j wle’rtc) extz.xm‘mcc? to S,hffd, light older, employment has increased faster in occupational
on the fl ;renceg blu“i\c;n t ]T a ?lr orce [()jammp‘};;]on groups requiring the most education than in those

ates . ack fem: ve oraduates. The P !

rates of white and black female college graduates. The requiring less education. Between 1984 and 1989,

ﬁnd;?gs lndmatgd th?tb;l-t nlil four cdu}c'auor’lrz:.l lev.els‘ a women's overall employment increased 21 percent, while

smaller pr(_)p(;)rtn(()jnl of ,‘u.. t\;vc;m'cnht u:)n \\d ni women employment grew by 31 percent for women in managerial
2, I I3 Q ’ Q Y. o . . N

were married and living with their husbands. Age was and professional occupations and by 8 percent for those

discounted as a factor in explaining these differences who were in operator and fabricator jobs. (Sec Table 6.)
because both groups of married women had virtually

identical age distributions in the years studied. There has been an increase in the proportion of college

graduates in technical and sales. service, and
operators/fabricators occupational groups over the 1984-
89 period. In 1989, 15 percent of women in the technical
and sales occupations had completed 4 years of college or
more. up from 12 percent in 1984, For men in the same
occupational group, 33 percent had completed 4 years of
coliege or more in 1989, up from 30 percent in 1984,

Differences in labor force participation between black and
white married women may be partly explained by the
labor force experience and educational level of their
husbands. Factors such as unemployment and low
earnings of husbands. combined with wives™ higher
educational attainment and higher earnings potential.
increase wives” incentive to work. In Meisenheimer's
report, the husbands of college-educated black women
had less schooling and made less money than the
husbands of white women.

Table 6
Occupations of employed persons 25 years and older, by years of school completed and sex, 1984 and 1989 annual averages
Managerial Technical Precision Operators
Total* and professional |  and sales Service production and fabricators
Years of school completed 1984 | 1989 | 1984 | 1989 | 1984 | 1989 | 1984 | 1989 | 1984 | 1989 | 1984 | 1989

Women
Numbers (in thousands) 36.104 | 43.582 | 9.632 | 12.587 | 15553 | 18,427 | 5981 | 7.069 | 866 | 1.054 | 3.704 | 3.982
Percent distribution 100.0 { 1000 { 100.0 | 1000 [ 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 100.0 | 1000 | 1000
Less than 4 years of high schoo! 144 18 25 2.1 74 59 | 333 2851 2718 | 245 | 405 354
4 years of high schoot 445 | 423 | 193 193 | 559 1 516 | 505 | 509 | 529 { 540 | 502 | 534
110 3 years of college 18.9 216 19.6 214 246 275 11.6 15.3 12.3 148 12 89
4 years of college or more 222 | 243 | 586 | 573 124 150 4.5 5.3 71 6.7 2.4 26
Men
Numbers (i thousands) 47116 | 54.039 | 13625 | 15.777 | 9398 | 10.482 { 3604 | 4.219 | 9611 | 10991 | 8.806 | 10.328
Percent distnbution 1000 [ 100.0 | 1000 | 1000 { 100.0 | 100.0 | 1000 | 100.0 { 100.0 | 100.0 | 1000 | 100.0
Less than 4 years of high school 180 154 37 3.0 8.5 6.1 274 | 242y 237 | 206 | 351 29.8
4 years of high schoo! 359 | 365 | 154 | 152 | 345 | 331 410 | 425 | 522 | 527 | 494 | 518
110 3 years of college 18.1 196 15.6 174 272 279 21.0 224 18.2 20.0 12.0 140
4 years of college or more 279 | 286 | 653 644 1 298 328 107 109 5.9 6.7 35 45

= Includes other ovcupations not shown separately

Source 178 Department of Commietee. Sstatnacdd Abstract of the U ted Starey 1985 and 199
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~ EDUCATIONAL ATTAINMENT
AND EARNINGS ~

As can be seen ir Table 7, education has a strong, positive
effect on the earnings of women and men but it takes
considerably more years of schooling for women to earn
as much as men. For example, in both 1979 and 1989,
men with only an elementary school education earned as
much as or more than women high school graduates; male
high school graduates earned more than women with | to
3 years of college. Furthermore, in both years, there was
no clear tendency for the female-male earnings gap to
decrease with years of schooling.

An examination of actual earnings growth from 1979 to
1989 by educational attainment and earnings shows that
earnings of female college graduates increased the fastest
(99 percent), followed bv male college graduates (72
percent), then female high school graduates (67 percent).
Earnings of males with 1 to 3 years of high school (39
percent) and male high school graduates (47 percent)
increased much more slowly over the period, reflecting
the dectine in blue-collar employment in the 1980°s

job market.4

Table 7
Earnings of workers 25 years of age and older, by sex and years of
school completed, 1979 and 1989

Percent increase
1979 eamings 1989 earnings in earnings, 1979-89

Women as Women as

percent of percent of
Years of school completed Women Men men Women Men men Women Men
Elementary:
8 years or less $7613 $12.370 61.5 $12.188 $17.555 69.4 60.1 41.9
High school:
1to 3 years 8.555 15,198 56.3 13.923 21.065 66.1 62.7 38.6
4 years 10518 18,100 58.1 17.528 26,609 65.9 66.6 47.0
College:
1 to 3 years 11,854 19.367 61.2 21,631 31.308 69.1 825 61.7
4 years only 13,441 22.406 60.0 26,709 38,565 69.3 98.7 72.1
5 years or more 16.693 25,860 64.5 32,050 46,842 68.4 92.0 81.1
Median $11.071 $18.711 59.2 $20.570 $30.465 67.5 85.8 62.8

Note: Data are for median meome of year-round full-time workers

Source. U.S. Department of Commerce, Bureau of the Cepser, Curtent Population Repone. Series P-60. No. 129 and No 172, Money Income of Howuseholds, Famidies. and

Persons i the United States 1979 and 1989
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~ EDUCATIONAL ATTAINMENT AND
UNEMPLOYMENT ~

Generally, the incidence of unemployment is higher
among women then men, regardless of the level of
educational attainment. In 1989 women in all educational
groups, except high school graduates, had higher
unemployment rates than men (see Table &). In 1979
women at every educational level had higher
unemployment rates than men. Some studies indicate that
trictional unemployment is higher for women than men,
reflecting their greater likelihood of entering or leaving the
labor force and the demands of family responsibilities.”
Other reasons for the gender differences in unemployment
rates include marital status, work experiences, lack of
seniority, and the industry of employment.

More education has become an increasinely important
criterion for job market success over time. Among female
college graduates, over the 1979-89 period, the
unemployment rate declined by 0.8 percentage points. from
3.2 to 2.4 percent, while it increased for female high school

dropouts by 0.7 percentage points—from 7.7 to 8.4 percent.

Over the 1979-89 period, the largest percentage point
increase in the unemployment rate for any educational
group occurred among male high school dropouts. The
unemployment rate for men rose by 2.0 percentage points
during the decade—from 5.2 to 7.2 percent.

Black and Hispanic labor force participants have
historically had higher unemployment rates than whites
(see Table 8). The differences are often attributed to lower
educational attainment of Hispanics and blacks: however,
their unemployment rates were higher than those for
whites at each level of education in 1989. According to a
study by Lori G. Kletzer in 1991, the burden of
widespread job displacement during the 1980°s fell
disproportionately on blacks because of their concentrated
employment in production-related occupations.® Another
study cited differences in worker tenure, productivity,
age, and racial and sex discrimination as having an impact
on one’s chances of displacement.”

In 1989 the unemployment rate for black women 25 years
of age and older was higher than the rates for white or
Hispanic women at every level of educational attainment
except for those who had completed 4 years of college or
more. The unemployment rate for black women who had
completed 4 years of college or more was 3.4 percent; for
Hispanic women, 4.6 percent: and for white women, 2.3
percent. The pattern changed from that in 1979 when
black women who had 4 years of college or more had a
higher unemployment rate than Hispanic or white women.

Table 8
Unemployment rates of persons 25 years and older, by educational attainment, sex, and race,
1979 and 1989 annual averages

Total White Black Hispanic

Educational attainment Total Women Men Women Men Women Men Women Men
1979 unemployment rale
Less than 4 years of high schoo! | 6.1 7.7 52 7.0 47 10.4 8.0 10.9 6.0
4 years of high school 39 4.6 33 4.1 29 88 6.7 6.5 48
1 to 3 years of college 33 4.1 2.7 37 24 73 6.5 53 24
4+ years of college 2.2 3.2 1.7 3.1 1.5 35 36 33 29
1689 unemployment rate
Less than 4 years of high school | 7.6 8.4 72 74 6.2 13.2 12.2 10.0 77
4 years of high school 4.4 4.4 4.4 37 39 9.1 9.0 6.3 57
1 to 3 years of college 3.2 3.4 3.1 29 2.7 7.1 6.4 50 33
4+ years of college 2.1 2.4 20 23 18 34 48 46 29

Source US Department of Labor, Bureau of Labor Statisties, unpablished data
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Table 8
Enrofiment status, by race, Hispanic origin, and sex, 1975 and 1989
{numbers in thousands and percent distribution)

Total persons Enrolied in Total high High school grad- | High scheal grad- Not high
18 to 21 years high school school graduates uates in college | uates not in college | school graduates
Characteristic [ 1975 1989 1975 1989 1975 1989 1975 1989 1975 1989 1975 1989
Total 15,693 14,189 57 7.9 78.0 774 335 39.7 445 374 16.3 15.0
White 13,448 11,601 47 6.7 80.6 78.7 346 415 46.0 372 147 14.6
Black 1,997 2084 12.5 2.3 60.4 70.2 249 28.4 356 AR 270 17.4
Hispanic 899 1,542 120 109 57.2 54.2 24.4 20.2 328 340 308 349
Female 8.109 7,194 42 6.4 79.2 79.9 318 4“5 474 384 16.6 13.8
White 6,903 5,838 3.2 5.2 81.4 81.4 324 428 49,0 386 15.3 13.4
Black 1,085 1,098 9.7 10.6 65.0 745 25.8 33.0 39.2 415 25.4 14.9
Hispanic 484 737 76 9.4 59.3 578 236 233 35.7 345 33.1 330
Male 7584 6,995 74 94 76.6 743 354 379 413 364 15.9 16.3
White 6,545 5,763 6.2 8.3 797 76.0 369 40.3- 428 35.7 14.1 15.7
Black 911 986 15.9 145 55.0 65.3 239 23.3 31 420 29.0 20.3
Hispanic 416 804 173 124 546 514 25.2 175 293 338 279 36.7

Source: U.S. Department of Commerce. 1991 Statistical Abstract, Table 258, p. 156.

~ SCHOOL ENROLLMENT ~

Secondary

One important measure of success in educating young
people is the proportion completing high school. In 1989
the high school completion rate for 18-to-21 year olds
was 77 percent: for females and males, it was 80 and 74
percent, respectively (see Table 9). Between 1975 and
1989, the difference between male and female high school
completion rates for 18-t0-21 year olds increased by about
3 percentage points to 6 percentage points. In 1989, 14
percent of the female population 18 to 21 years old were
not high school graduates, compared with 16 percent of
the men. Hispanic women and men were more likely to be
high school dropouts than white or black women and
men. In 1989 the dropout rate was 33 percent for Hispanic
women and 37 percent for their male counterparts.

Between 1975 and 1989 the dropout rate for men remained
virtually the same. while it declined for women. Black
women cxhibited the largest decline over the 14-year peri-
od. In 1989, 14.9 percent of black women were not high
school graduates, down from 25.4 percent in 1975.

Postsecondary

College enroliment increased 11 percent, from 12.1 mil-
lion to 13.4 million. betv,2en 1980 and 1989 (see Table
10). Most of the growth can be attributed to women; their
enroliment increased by 15 percent compared with 6.6
percent for men over the 1980-89 period. Part-time enroll-
ment also increased 16 percent over the same period: the
increases were 19 percent and 13 percent. respectively,
for women and men.

The number of older students has growr: faster than the
number of younger students. Between 1980 and 1989, the
enrollment of women younger than 25 years increased by
3.8 percent: during the same period, enroliment of women
25 years and older increased by 32.4 percent. Enroliment
of men younger than 23 declined slightly (-0.8 percent)
during the 1980’s. while enrollment of men 25 and clder
increased by 20.2 percent.
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Table 10
Enroliment in institutions of higher education by sex, age, and attendance status,
1980 to 1989 and projections for 1996 and 2001

(numbers in thousands)
Percent change
Characteristic 1980 1985 1989 1996 2001 1980-89

Total 12,097 12,247 13.419 13,747 14,447 10.9
Women 6.223 6.429 7,159 7.476 1,925 15.0
1410 24 3,764 3,534 3.905 3,808 4,208 37
25 and older 2,459 2,895 3,255 3.669 3,716 324
Men 5,874 5,818 6,260 6,271 6,522 6.6
141024 3,797 3,615 3,766 3,715 4,151 -08
25 and older 2,076 2,204 2,495 2,556 2,370 20.2
Part time

Total 4,999 5172 5.823 6.205 6.380 16.5
Women 2814 2,961 3,344 3,670 3,838 18.8
141524 838 774 857 870 981 23
25 and older 1.976 2,187 2.489 2,800 2,857 26.0
Men 2,185 2,211 2,479 2,535 2,542 13.5
1410 24 692 648 744 755 836 7.5
25 and older 1.492 1,562 1,735 1,780 1,706 16.3

*Prehonary data.
**Middle alternative progections.
Source: U.S. Depantment of Edueation. National Center for Education Statisties, Piest of Education Statistics. 1990, and Projections of Education Statistics to 2001
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Table 11
Enroliment in institutions of higher education by level of study,
race, and sex, 1980 and 1988

The proportion of college students who were minorities
rose between 1980 and 1988. Enroliment increased for
minority women by 27 percent. cornpared with 19 percent
for minority men (see Table 11). Much of this increase

Race. sex 5;';::;"; can be attributed to an increase in the number of Asian
. 19%% and Hispanic students. Enrollment of Asian/Pacific and
ievel of study 1980 1988 1960-88 Hispanic women increased by 75.7 percent and 53.9
Total® (n thousands) | 12.086.8 13.043.1 79 percent, respectively: for Asian/Pacific and Hispanic men
Men 5.868.1 5.998.2 29 enrollment increased by 71.3 percent and 34.0 percent,
White 47729 47116 -13 respectively. The drop in the proportion of black students
Minority 884.4 1,051.3 18.9 reflected the declining enroliment of black males (-4.5
Black 463.7 4427 -4.5 percent) and the relatively slow increase in enrollment of
Hispanic 231.6 310.3 340 black women (6.8 percent).
Asian/Pacific 151.3 259.2 713
indian/A'agkan 37.8 38.1 34 In the past several years. th2 number of women in
graduate schoot has exceeded the number of men.
Women 6.018.7 7.044.9 133 Between'l()RO and 1988 t‘he number of female g'raduate
White 5.060.1 5.571.6 10.1 studems.mcreaseq by 15.3 percent. compared .wuh alg
Minority 1,064.4 1347.4 26.6 percent increase for men. Again. much of the increase for
Black 643.0 686.9 6.8 women can be attributed to Asian and Hispanic students.
Hispanic 2401 369.6 53.9
Asian/Pacific 136.2 2375 75.7
Indian/Alaskan 46.1 53.4 15.8
~ DEGREES AND FIELDS OF STUDY ~
Undergraduate The trends iq higher educat.i(‘)n, shown ip Table 12a.
Men 4.997.4 5133.8 27 indicate declining gender differences. Since the 1970°s
Women 54717 6:170.4 128 women have continued to make progress in the proportion
White 4.425.8 48529 9.7 of degrees awarded to them. The proportion of bachelor's
Minority 975.8 1,.236.5 26.7 and master’s degrees awarded to women was about 52
Black 590.6 630.6 6.8 percent in the 1988-89 school year. Although women
Hispanic 221.8 3440 55.1 received a smaller proportion of doctorates and first
Asian/Pacific 120.2 2122 76.5 professional degrees than men in 1988-89 (36.5 percent
Indiar/Alaskan 431 49.7 153 and 36.3 percent. respectively) these figures represent a
substantial increase in the female share since 1970-71
Graduate (14.3 percent and 6.3 percent).
Men 6722 697.8 38
Women 668.7 7747 15.8
White 566.2 636.8 12.5
Minority 79.0 93.9 18.9 Table 12a
Black 46.9 49.1 4.7 Percentage of degrees awarded to women by level of degree,
Hispanic 16.4 22.0 341 selected years, 1970-71 to 1988-89
Asian/Pacific 13.0 19.5 50.0
Indian/Alaskan 2.7 33 222 First
Year Bachelor's | Master's | Doctorates | professional
First professional 1970-71 434 40.1 14.3 6.3
Men 198.4 166.7 -16.0 1974-75 453 448 21.3 124
Women 784 100.4 28.1 1980-81 49.8 50.3 311 26.6
White 68.1 82.0 20.4 1983-84 50.7 499 341 328
Minority 96 171 781 1986-87 51.5 51.2 35.2 348
Black 55 72 309 1937-88 52.0 515 35.1 357
Hispanic 19 36 89.5 1988-89° 525 519 ¥5 | 363
Asian/Pacific 2.0 58 190.0 |
indian/Alaskan 0.3 05 66.7
. *Prehimimany data.
— Soree. U S Departient ol 1 ducabon, Natonal (;\‘lll\'l tor Fducation Statistics,
* sobeesident abien students are not distnbuted among racaliethnie groups, but e Pt of b diton Statistes [99]. table 228 p 234
dduded i the total
Soutce US Deparment of Fducation: Natcnal Center ton Edieation Statistics,
Iheest of Fdwcanon Statespos, 1900
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Substantial differences remain in the tields that men and
women study in college. Tables 12b-12d show that there
were substantial differences between men and women in
fields of specialization at the college level in 1988-89, but
they had narrowed considerably since 1970-71. In 1988-
89. about 30 percent of the baccalaureate degrees in
computer science and the physical sciences were awarded
to women; about [4 percent of the enginecring degrees
were awarded to women. On the other hand, women
earned over 77 percent of the degreces in education and
about 85 percent of the degrees in health sciences. At the
master’s level, the proportions were slightly lower, but the
same trends remain.

In the 1988-89 school year, women received about 9
percent of the doctorate degrees in engineering and over
19 percent of the degrees in the physical sciences. while
over 50 percent of doctorates in education, foreign
languages. health sciences. and psychology were awarded
to « omen.

Women posted large gains in the proportion of first
professional degrees awarded to them in traditionally
male professions (Table 12e). In 1988-89, about 41
percent of the first professional degrees in law were
awarded to women, up from 32.4 percent in 1980-81.
There were also substantial gains for women in medicine
and dentistry during the 1980°s.

Tabie 12b
Percentage of bachelor's degrees awarded to women by
discipline. selected years, 1970-71 to 1988-89

Table 12¢
Percentage of master's degrees awarded to women by
discipline, selected years, 1970-71 to 1988-89

Discipline 1970-71 | 1980-81 | 1988-89
Agriculture 59 235 31.2
Architecture 13.8 29.1 35.1
Business 39 25.1 336
Communications 346 53.4 59.6
Computer and information science 10.3 23.0 279
Education 56.2 714 75.3
Engineering i1 82 13.0
Foreign languages 66.1 67.4 69.5
Health sciences 55.9 74.4 78.1
Mathematics 29.2 34.1 39.9
Physical sciences 133 20.5 26.7
Psychology 37.2 58.0 67.4
Social sciences 285 376 402

Source: U.S. Department of Education, National Center for Education Statistics.
Digest of Educanon Stanistics. 1991,

Table 12d
Percentage of doctorates awarded to women by discipline.
selected years, 1970-71 to 1988-89

Discipline 1970-71 | 1980-81 | 1988-89
Agriculture 29 1.9 19.6
Architecture 8.3 215 26.7
Business 29 14.8 26.6
Communications 131 412 44.8
Computer and information science 23 9.9 15.1
Education 21.2 473 57.3
Engineering 0.6 41 8.8
Foreign languages 39.6 53.3 60.9
Health sciences 16.3 433 57.5
Mathematics 7.8 15.7 19.4
Physical sciences 5.6 i2.0 19.7
Psychology 240 43.1 56.2
Social sciences 13.9 271 326

Discipline 1970-71 | 1980-81 | 1988-89
Agriculture 4.2 30.8 31.1
Architecture 11.9 281 39.3
Business 9.1 36.9 46.7
Communications 353 54.7 60.4
Computer and information science 13.6 325 30.7
Education 745 75.0 777
Engineering 038 10.3 136
Foreign languages 75.2 76.1 73.6
Health scierices 771 835 84.9
Mathematics 38.0 428 46.0
Physical sciences 13.8 246 29.7
Psychology 445 65.0 70.8
Social sciences 36.8 442 44.4
Source: U S, Department of Education. Nattonal Cenier tor Education Statisties,

Dagest of Foducation Statishics, 1991

Source: U.S. Department of Education. National Center for Education Statistics,
Digest of Education Stunstics. 1994

Table 12e
Percentage of first professional degrees awarded
to women by discipline, selected years 1970-71 to 1988-89

Field 1670-71 | 1980-81 | 1988-89
Dentistry 11 144 261
Medicine 9.1 247 32
Law 71 24 408
Sourcer U8, Department of Education, Nattonal Center for Education Statistics.,

Dicost of Fiducatton Statistic s 1991
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~ FINANCIAL ASSISTANCE FOR
COLLEGE AND OTHER
POSTSECONDARY STUDENTS ~

The cost of education and training after high school
continues to increase. Learning about Federal and non-
Federal sources of aid is imperative to obtain financial
assistance. Various forms of assistance are available from
Federal and State Governments, institutions of higher
education, professional and community organizations,
foundations. companies, and labor unions. For example,
many companies and labor unions have programs to help
pay the cost of postsecondary education for employces or
members or for their children.

In the 1986-87 school year, a higher proportion of
undergraduate students received financial aid from Federal
than from institutional sources. Post-baccalaurcate
students received a higher proportion of their financial aid
from institutional rather than Federal sources.®

The Federal Government provides financial assistance to
help meet society's need for educated women and men. In
fiscal year 1991, Federal program funds for post-
secondary education amounted to $13.7 biilion. After
adjustment for inflation, Federal funding for post-
secondary education increased by 47 percent from 1970 to
1975. It declined by 27 percent from 1980 to 1984 and
rose by 1 percent from 1985 to 1991.9

The Department of Education administered 82 percent
of the funding for h.gher education programs in fiscal
year 199119 Major student assistance programs include
Pell Grants, Supplemental Educational Opportunity
Grants, Perkins Loans, College Work-Study. and
Stafford Loans. Information on these programs is
available from the Department of Education, Office of
Postsecondary Education. !

~ TRAINING ISSUES FOR WOMEN ~

Training can help reduce pay gaps between males and
females and increase female labor force attachment. Issues
of concern to women in training are access to training that
leads to better paying jobs, more opportunities for on-the-
job training, quality of training, and the need for support
services for trainees (for example, housing, child care, and
transportation). Other key issues include employer-based
training for women in nontraditional careers and school
programs that promote nontraditional careers.

According 1o a survey by the Hudson Institute and
Towers and Perrin, the most common reason for rejecting
potential job candidates is inadequate writing or verbal
skills. Yet training, cither before employment or on the

job, does not appear to be a priority at many companies.
measured by the amount spent on it. In addition,
expenditures are unevenly distributed across workers,
with high wage workers receiving the vast majority of
training. Studies have shown that women and nonwhites
are less likely than white males to receive training in a
firm, through apprenticeships or through other forms of
on-the-job training.!?

~ TRAINING THROUGH
FEDERAL PROGRAMS ~

Since the 1960°s the Federal Government has been active
in providing training and employment programs for
disadvantaged or unemployed workers. The most
significant early program was the Manpower Devciopment
and Training Act (MDTA) of 1962, which emphasized a
fairly centralized approach to these problems. It was
replaced by the Comprehensive Employment and Training
Act (CETA) of 1973, which gave a greater role in
decisionmaking and program implementation to local
governments. CETA was superseded by the Job Training
Partnership Act (JTPA) of 1982, which placed greater
cmphasis on the participation of the private sector in the
planning and operation of programs.

Job Training Partnership Act

The purpose of the Job Training Partnership Act of 1982
was 10 establish programs to prepare youth and unskilled
adults for entry into the labor force. Title A, the largest
single program under the act, provides about $1.8 billion
annually for job training for economically disadvantaged
individuals. JTPA funds are distributed to States and
localities using a formula based on the number of
unemployed and economically disadvantaged people
living in these areas.

Governors designate local Service Delivery Areas
(SDA's) to receive JTPA funds. The Department of Labor
administers the JTPA program and is responsible for
providing broad policy guidance and program oversight.
Although States can establish policy for their SDA's,
much of the decisionmaking power for the operation of
the JTPA program resides at the local level.

JTPA job training services, provided in classroom or on-
the-job training programs, include job search assistance,
remedial education, and training for specific occupations.
Data from program years (PY) 1984 through 1989
indicate that there has becn a gradual increase in the
proportion of females served by JTPA Title HA. The
percentage of trainees who were female increased from
51 pereent in PY 1984 to §5 pereent in PY 1989, The job
training activity with the highest proportion of females for
both 1984 (63 percent) and 1989 (69 percent) was
classroom skills training.!?
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Women constitute a majority of the eligible participants in
JTPA because they are a disproportionate share of the
economically disadvantaged population. Female-headed
families represent more than half of America’s families
living in poverty. Because a high proportion of women in
the labor force are employed in jobs that pay below
poverty level wages, securing employment does not
necessarily lead to economic self-sufficiency. Women
need access to occupations with good wages. benefits, and
long-term economic potential.

According to a study conducted by the General
Accounting Office (GAO), in some SDA’s women were
less likely than white men to be trained for occupations
with higher wages.!4 For example, in four of the seven
SDA’s in which classroom training received by women
was analyzed, the study found that, on average, 9 percent
of the women compared with 29 percent of the white men
received training in occupations that had a median
placement wage of $7 an hour or more.

JTPA provides program operators with the opportunity to
reduce occupational segregation by offering women
training in traditionally male jobs. This strategy would help
reduce the male-female pay gap directly, as predominantly
male jobs are generally higher paying than predominantly
female jobs. The Nontraditional Employment for Women
(NEW) Act, enacted in December 1991, amended JTPA by
providing a wider range of opportunities for women who
receive training under JTPA.

Objectives of the NEW Act are to (1) establish programs
that will train, place, and retain women in nontraditional
fields; (2) facilitate coordination between JTPA and the
Carl D. Perkins Vocational and Applied Technology Act to
maximize the effectiveness of both; and (3) to encour:ge
collaboration among Federal, State, and local govermiaents.
The act also contains new planning and reporting
requirements and a 4-year demonstration program to foster
the development of programs t¢ train and place women in
nontraditional jobs.!S

Perkins Act-1984

The Carl D. Pervins Act of 1984 attempted to incorporate
single parents and homemakers into federally funded
training to-be administered by participating States. The
Perkins Act expanded the emphasis and amount of
resources available to integrate women and girls into the
system. The law authorized an industry-education
partnership for training in high technology occupations
and emphasized assistance to women through the creation
of two new pregrams.

Two programs—the single parent-displaced homemaker
and sex equity programs—require the States to award 8.5
percent and 3.5 percent, respectively. of the basic grants
to these programs to eliminate sex bias or stereotyping,
especially for young women ages 14 to 25. The set-asides
have encouraged an influx of women into vocational
education, especially since the programs provide
counseling and support services. such as child care.!o

Perkins Act-1990

The 1990 Carl D. Perkins Vocational and Applied
Technology Act reauthorizes vocational education
programs at the State and local levels through 1996. It
attempts to make the United States more competitive in
the world economy by developing more fuily the
academic and occupational skills of all segments of the
population. It also relaxes some of the rigid set-asides that
splintered Federal aid into fragments too small to be of
much help to anyone.

The act continues Federal funding for single parents,
displaced homemakers, single pregnant women, and for
special populations; it also acknowledges and targets sex-
equity issues in education. The act requires that 10.5
percent of the Basic State Grants go to programs for single
parents, displaced homemakers, single pregnant women,
and sex equity. Sex equity programs are designed to
encourage women to enter traditionally male occupations.!?

Apprenticeship Programs

An apprenticeship program is a form of gaining skills that
combines paid, on-the-job training with related theoretical
instruction, usually in a classroom setting. The individual,
or apprentice, participates in an organized training system
that is designed to ensure the development of wel! trained
workers who have a wide range of skills within their craft.
The on-the-job component of an apprenticeship is
conducted under the supervision of an experienced
journeyworker. Programs range from | to 5 years,
depending on the trade.

The apprenticeship system in the United States is
voluntary: private employers, labor unions, or employers
and unions together design and operate apprenticeship
programs. The role of the Federal Government is that of a
facilitator to bring management and labor together and
persuade them to develop and administer these programs.
The Bureau of Apprenticeship and Training (BAT) of the
U.S. Department of Labor has responsibility for that role.
BAT provides services and technical assistance to
existing apprenticeship programs and to organizations
interested in establishing such programs. BAT also
registers apprenticeship programs and enforces the
affirmative action provisions of the apprenticeship
regulations to ensure that women and minorities have
equal access to prograr.:s.
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The skilled trades are considered nontraditional occupations
for women: that is, less than 25 percent of all workers in that
ficld or occupation are women. Carpenter, electrician,
plumber. electronics technician, and telephone installer are a
few examples of such occupations. Skilled trades jobs have
the potential for greatly improving the cconomic status of
women through higher wages. better fringe benefits. a wider
varicty of work schedules. greater job security. and more
opportunities for advancement. Women's participation in
nontraditional occupations can serve a dual purpose: women
are provided the means of achieving economic self-
sufficiency and employers are provided with a skilled laber
force in a competitive economy.

Data indicate that during the 1980's women’s
participation in apprenticeship programs grew. although
slowly. From 1980 to 1990 the percentage of women
registered as apprentices increased from 4.8 percent to 7.1
percent.!® The numbers are indicative of the numerous
barriers women face when attempting to enter an
apprenticeship program for training in the skilled trades.
To remove those barriers the Secretary of Labor in 1990
established a multi-faceted departmental initiative to help
women gain better access to the skilled trades.

Through the Women in the Skilled Trades (WIST)
initiative, the Secretary directed the Women's Bureau,
BAT, and the Office of Federal Contract Compliance
Programs (OFCCP) to develop and implement an
aggressive enforcement, outreach, and cducation program
to increase the recruitment and retention of women in
apprenticeship. The Secretary delegated authority and
assigned joint responsibility to BAT and OFCCP for
enforcement of the equal employment opportunity
requirements of the apprenticeship programs; both agencies
are empowered to conduct compliance reviews and
negotiate resolutions to complaints or violations. The
Women's Burcau provides technical assistance to
employers seeking appropriate strategies to recruit and
retain women in apprenticeship programs and to women
seeking 10 enter the trades. An outreach and education
campaign to promoie training and employment in the
skilled trades was launched in 1992: promotional materials
provide information and additional resources to women and
girls. employers, unions. and school guidance counsclors.

Women'’s Bureau Demonstration Projects

During the 1980°s the Women's Bureau funded scveral
projects to demonstrate techniques for increasing the
employment prospects of women. Although many training
and employment programs are available to women. the
lack of coordinated support services limits women's
access. The Women's Bureau is concerned with improving
wornen's access to training and to occupations of their
choice. The Bureau funds projects designed to demonstrate
technigues for moving women into skilled trades and other
nontraditional carcers and for helping minority women and
other unemployed and underemployed women find and

keep jobs. The majority of the projects were developed to
provide job skills training and employment services to
specific groups of women. Examples of the projects
developed with Burcau funding include the following:

Individual Development and

Entreprencurial Activities (IDEA)
The obijective of the program was to reach out to the
female population in the Mississippi Delta area whose
credentials would not ordinarily support their admittance
to an institution of higher education and to provide them
with the necessary supportive services for their return to
school and the work force. The project, funded October
1982 through September 1984, served mature (35 years
and older), unemployed minority women in a rural area.

Vocational training was provided based on the trainee’s
interest in the vocational-technical curriculum of the
college. Most opted to explore carpentry. entrepreneurial
skills, law enforcement, personal and community health,
industrial mining, and data processing. Job placements
were made in occupations such as cafeteria management,
electrician, bus driver, sales, and office assistance. The
placement rate for the 2-year program was 59.4 percent.

Higher Opportunities for Partnerships in
Employment (HOPE)

This project, fu *ded September 1987 through May 1990,
linked the private sector with a community-based
organization to provide a combination of prevocational
and on-site vocational instructional training strategies
leading 1o jobs in the direct mail industry for mothers on
welfare. The project proposed to demonstrate that a
community service organization and a private corporation
could effectively work together. The project integrated
prevocational and vocational training, productivity. and
ancillary services in a private sector business facility in an
effective job training partnership. This team provided
recruitment, screening, counseling, job training, and
placement for women least likely to succeed in a
conventional job training program. The women had been
on welfare for an average of 6.4 years, had completed
10.6 grades, were single. and had 2.6 children. These
wotnen were viewed as hard to place in the work force.
Yet, of the 77 who entered, 60 finished and 47 were
placed in unsubsidized jobs at $5 or more per hour.

The original design of the program called for classroom
sessions and field trips lasting for 3 weeks, followed by
on-the-floor training at the shop for the remaining 9
weeks. The curricutum during the first 3 weeks covered
communication skitls, computational skiils. heritage
history. social realitics/cuttural enrichment. and
fundamentals of mail sorting. The participants learned
about job-finding techniques and traits that employers
look for in employees. They practiced techniques of
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locating a job, completing an application, and preparing
for and conducting themselves in an interview.

Women in Highway Construction Project
This project, begun in October 1988, was a joint venture
between the Federal Highway Administration of the U.S.
Department of Transportation and the Women's Bureau
and the Employment and Training Administration of the
U.S. Department of Labor. The project was designed to
develop methods and strategies to assist women in
overcoming the barriers they faced when attempting to
secure employment in skilled and semiskilled jobs on
highway construction projects. To do so, information was
collected through three basic approaches: a review of
published and unpublished literature; interviews and
correspondence with individuals and organizations
involved in these issues: and meetings held in four
Federal regions. The findings from the data collection
efforts were used to develop a training and reference
manual which State highway agencies can use to assist
highway construction contractors in meeting their
responsibilities for the employment of woien. The
manual represents a multi-agency response to the
problems of recruiting, hiring, training, and retaining
women in the highway construction crafts. It is a resource
document which contains a compendium of strategies that
have proven successful for others.

Pennsylvania Welfare Reform
Demonstration Project

A training and employment model was developed to help
weltare-cligible women develop microbusiness
enterprises. From January 1989 to June 1990, the projec*
was funded by the Appalachian Regional Commissio ., th~
Pennsylvania Department ot Public Welfare, the Coni+
Data Corporation, and the Womens Bureau. The project
goals were (1) to provide self-employment training 10 150
to 180 participants, with 40 percent employment, and (2)
to determine the extent to which statewide replication of
the program is feasible. The training was conducted at
three sites: Philadelphia, Pittsburgh, and Scranton.

Two self-employment training programs were utilized.
The program in Philadelphia featured classroom training.
with courses such as small business rescarch, sales
presentations, resume writing, introduction to pricing, and
financial planning. Ongoing management assistance was
provided for all graduates of the program, including one-
on-one business assistance, site visits, and reunions. The
Scranton and Pittsburgh sites used a training program
modeled to help disadvantaged and uner ployed women

and men from rural settings develop entreprencurial skills.

The program featured workshops, special guest speakers.
and technical seminars covering business skills
development and planning, including how to capitalize
and start a new company.

Each site had a revolving business loan fund. which was
used to develop financing packages, using private bank
financing and owner equity or loan guarantees, 1o start
new business ventures for program participants.

The results from the three sites were that 189 persons
enrolled in training, 136 persons completed training, 49
businesses were started, 37 persons found permanent
employment, and 2 persons enrolled in college.

Penn State-Harrisburg conducted the project evaluations
and the establishment of a statewide program based on
this model, but budget constraints precluded
implementation.

Math and Science Demonstration Projects
A major challenge for the future work force and for U.S.
global competitiveness is to increase the workplace
literacy of women and minorities. The groups have high
incidences of unemployment and are unde::epresented in
math and science occupations, careers that are associated
with higher than average earnings. Mathematics, sciences,
and interpersonal relations are the building blocks of
workplace literacy—competence in reading, writing and
computation, critical thinking, and problem solving.

During {991 the Women's Bureau initiated several
projects that focus on building science and math skills
among women and minorities to foster workplace literacy.
One project seeks to develop career ladders for workers in
health care, technical, and service occupations through a
r‘rtnership with employers in developing job-based math
and science skills. Another project examines workplace
!iteracy to see how it can develop or reinforce family
elavitity and security among families where English is not
generallv spoken at home. The project will document
what types of activities can be used to teach literacy and
will demonstrate the returns to family security, such as
completing citizenship requirements and using English
proficiency as a tool to help adult family members move
into the labor force or up the career ladder.

State Technical Assistance and Training Effort
(STATE) Project

Since the carly 1980°s the National Displaced
Homemakers Network (NDHN), Inc., has received grant
awards from the Women's Bureau, as directed by
Congress, to provide information and technical assistance
requested by interested persons and organizations.
Displaced homemakers are women who have been out of
the labor lorce for a number of years and have lost their
means of support because of divorce. disability.
separation, or death of a spouse.

Since 1989 one of NDIHN's grant activities has been the
STATE project. The objective of the project is to strengthen
the capacity of locat displaced homemakers program
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providers through the provision of customized training and
technical assistance. Ten States participate each year. Local
program providers in each State receive special goal setting
and training sessions on topics previously identified by the
group as to their States circumstances. Training options
range from how to serve groups such as older women.
minority women, or rural women, to resource development
and fundraising. to accessing government training and
vocational education programs, and employer education
programs. Over the 5-year span of the program, NDHN is
expected to provide in-depth technical assistance to local
service providers in all 50 States, reaching approximately
1.300 local program providers. ¢
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| Wayne J. Howe, *Education and Demographics: How
Do They Affect Unemployment Rates?™ Manthly Labor
Review, January 1988. pp. 3-9.

2 Stephen Cameron, Economics Research Center. NORC,
and James Heckman, University of Chicago and NBER.
“The Determinants of High School Graduation and
College Attendance.” September 1991. Thomas Kane.
“College Entry by Blacks Since 1979: The Role of
Tuition. Financial Aid. Local Economic Conditions, and
Family Background.” Kennedy School Working Paper.
November 1990. Rob Mare, **Social Background and
School Continuation Decisions.” Journal of the American
Statistical Association, Vol. 75, No. 30, June 1980,

pp. 295-305.

¥ Anne McDougall Young," Recent Trends in Higher
Education and Labor Force Activity.” Monthly Labor
Review, February 1983, Joseph R. Meisenheimer I1,
“Black College Graduates in the Labor Market, 1979 and
1989, Monthly Labor Review, November 1990. James P.
Smith, “Race and Human Capital.” American Economic
Review, September 1984, pp. 685-698.

4+ McKinley L. Blackburn, David E. Bloom. and Richard
B. Freeman, “An Era of Falling Earnings and Rising
Incquality?” Brookings Review, Winter 1990/91, and
“The Declining Economic Pasition of Less Skilled
American Men." in Gary Burtless, ed.. A Future of Lousy
Jobs? The Changing Structure of U.S. Wages
(Washington, The Brookings Institution. 1990).

5 Frictional unemployment results from temporary
difficultics in matching available workers with available
jobs. For more discussions of gender differences in
unemployment see: Sar A. Levitan, Garth L. Mangum.

and Ray Marshall, [{uman Resources and Labor Markets:

Labor and Manpower in the American Economy, 1972,
and Francine D. Blau and Marianne A, Ferber, The
Economics of Women, Men. and Work, 19806,

6 Lori G. Kletzer. “Job Displacement, 1979-86: How
Blacks Fared Relative to Whites,” Monthly Labor Review:,
July 1991.

7 Diane E. Hertz, "Worker Displacement Still Common in
the Late 1980's.” Monthly Labor Review, May 1991,

% Statistical Abstract of the United States, 1991,
Table 275.

91997 Digest of Education Statistics, Table 336, p.350.
10 /hid., Table 338. p. 353.

I See “The Student Guide—Financial Aid from the U.S.
Department of Education: Grants, Loans. and Work-
Study. 1991-92."

12 See (a) “Workforce 2000: Competing in a Seller’s
Market: Is Corporate America Prepared?™: (b) Lisa M.
Lynch. “Private Sector Training and the Earnings of
Young Workers.” Forthcoming American Economic
Review; (c) Lisa M. Lynch, “The Role of Off-the-Job
versus On-the-Job Training for the Mobility of Women
Workers." American Econonic Review: Pupers and
Proceedings, May 1991, 81, p. 153-58.

13 “Review of JTPA Participant Characteristics and
Progsam Outcomes for Program Yecars 1984 Through
1989." U.S. Department of Labor, Employment and
Training Administration. Washington. D.C., October 1991.

4 Job Training Partnership Act: Racial and Gender
Disparities in Services, GAO/T-HRD-91-42, July 17. 1991.

15 See Nontraditional Employment for Women Act.
Public Law 102-235: Job Training Partnership Act:
Services and Qutcomes for Participants with Liffering
Needs, September 1991, GAO/HRD-89-52.

16 “Facts on U.S. Working Women,” U.S. Department of
Labor, Women's Bureau, Fact Sheet No. 85-10, July
1985, and “National Coalition for Women and Girls in
Education, 1988." Wider Opportunities for Women, 1988.

17 Congressional Quarterly Weekly Report, December 29,
1990, Vol. 48. No. 52.

18 Unpublished data from the National Apprenticeship
Program; Registered Apprentices in Work Load of
Bureau of Apprenticeship and Training (BAT) and State
Apprenticeship Councils (SAC's).

Shutting Patterns in Education and Traiming
5

e 199 3 Handbook on Womoen Workers: Trends & Tesues

113




[ ——

- The Changing Face of Industry

Highlights

&  Of the more than 50 million jobs added to nonfarm wage and salary payrolls between
1964 and 1990, 30 million were filled by women. Three industrial sectors—services,
retail trade. and government—provided three-fourths of the net job growth.

¢  Only 2.3 million manufacturing jobs were added between 1960 and 1990; 2 million
were filled by women.

&  The increase in all services jobs filled by women was 12.7 million between 1964
and 1990.

& Almost 40 percent of the total increase in government jobs held by women during the
1964-1990 period occurred in State and local education.

&  Health services led the services industry in employment increases for women during
the past 25 years.

&  Retail trade has changed from a male majority industry to a female majority industry.
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THE CHANGING FACE OF INDUSTRY

~ SOURCE OF DATA ON
INDUSTRY CHANGES ~

Significant changes occurring in U.S. industry over the
past three decades have had major impacts on the
employment of women. To sketch these changes. data on
nonfarm payroll employment collected from the Current
Employment Statistics (CES) program. often called the
Establishment Survey. were examined. The CES is a
Federai-State program in which employment data were
collected from a sample of more than 350.000 firms that
employed more than 45 million wage and salary workers
in 1990. The firms" payroll statistics are the source of
data. (There is some duplication because the CES
program counts jobs, not workers, and more than one job
may be held by an individual worker.)

In 1964 the CES program began to break out women's
jobs from total jobs in construction; transportation and
public utilities: finance. insurance. and real estate:
services: and government. From this point on it is possible

to trace, separately. jobs held by women and men in all
industry sectors.

~ EMPLOYMENT GROWTH IN
INDUSTRY SECTORS ~

An examination of payrotl data during the 30-year
interval between 1960 and 1990 shows that the character
of the American economy changed dramatically. More
than 55 million jobs were added. essentiaily doubling the
number from 1960, Figure 1 shows the steady climb in all
nonfarm wage and salary jobs during this period.

Women filled 30 million of the 50 million jobs added to
nonfarm wage and salary payrolls between 1964 and
1990. Figure 2 outlines the path of women's and men’s
wage and salary erployment during this period: jobs
held by women increased by about 3.8 percent a year
while jobs held by men grew by only 1.8 percent.

Figure 1
Wage and salary employment. 1860-0 (numbers in millions)

120

10 -
100
90

60 [~ —1_1
so—ﬂ‘TTT

30
20 -

60 61 62 63 64 65 66 67 68 69 70 71 72 73 74 75 76 77 78 79 80 81 82 83 84 85 86 87 88 89 %0

saarce 1S, Depatiient of fabor, Bureau of Labor Stanties. mplovment Housamd Taraoes, Unttted States, [0 00, Volv Land . Supplement.

~ -

115




Figure 2
Employment in nonfarm industries, by sex, 1964-90
(numbers in millions)
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Source US. Department of Labor. Burcau of Labor Statisties, Employment, Hours. and Earnings. United States. 190990, Vaols. 1 and 11, Supplement.

In 1964, 30 jobs out of every 100 were in manufacturing;
by 1990 that figure was only 17 out of every 100 jobs.
Manufacturing employment gained oniy about 10 percent
between 1964 and 1990, while total nonfarm jobs almost
doubled (Figures 3 and 4).

Figures 3and 4
Manufacturing and nonmanufacturing,
employment in 1974 and 1990

In 1964 goods-producing industries provided more than
one-third of all jobs, while service-producing industries
provided about two-thirds. By 1990 jobs in the goods-
producing industries had slid to slightly more than one-
fifth of all jobs, while the service-producing sector
claimed almost four-fifths (Figures 5 and 6).

Figures 5 and 6
Goods and services producing industries,
employment in 1964
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(Note: The 30-year history of employment of women and
men in the United States by major industry sector is
outlined in Figures 18-51 in the appendix to this chapter.)

Services, Retail Trade, and Government
Three-fourths of all net job growth between 1964 and
1990 occurred in services (38 percent), retail trade (Z1
percent). and government (17 percent). Figures 7 through

9 show the increase in jobs for women and men in these
industry sectors. These three sectors were also those in
which job growth for women was much stronger than job
growth for men. For every job added in services and
government held by a man during the three decades.
approximately two were added for womer. In retail trade
three jobs were added for women for cvery two added for

men. Figure 10 shows the number of jobs added for
women and men in these three sectors.

Figure 7
Employment in services, by sex, 1964-20
(numbers in millions)
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Figure 8
Employment in retail trade, by sex, 1960-30 (numbers in millions)
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Figure 9
Employment in govarnment, by sex, 1964-90 (numbers in millions)
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Figure 10
Services, retail trade, government,
employment change by sex, 1964-90 (numbers in miliions)
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Much of the growth in these industries was generated by and 1990, atmost 40 percent of the total increase in

the needs of an exp.oding population: the baby boomers. government jobs for women during the period. Figures 11

Health services led the services i -dustry in employment through 13 show the increase in women'’s jobs in health

increases for women. The increase in all services jobs for services and education through 1990.

women between 1964 and 1990 was 12.7 million: the

increase in health services jobs for the same period was During the 30-year period, jobs held by women more than

4.9 million, almost 40 pcreent of the total increase. doubled in every industry except manufaciuring, while

those held by men doubled only in the services industry.

Much of the increase in government employment for Any positive percentage change greater than 100 means

women was the result of the remarkable growth in State that the number of jobs more than doubled between 1964

and local education. More than 2 million women were and 1990, Figure 14 provides the percentage change in jobs

added in jobs in State and local education between 1964 between 1964 and 1990 by industry for women and men.
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Figure 11
Employment in health services, by sex, 1960-90 (numbers in millions)
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Figure 12
Employment in local education, by sex, 1964-90 (numbers in millions)
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Figure 13
Employment in State education, by sex, 1964-90 (numbers in miflions)
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Figure 14
Percent change in employment, by industrial sector and sex. 1964-90
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Manufacturing

The stagnation of growth in manufacturing employment
as a whole concealed the turbulent changes within both
durable and nondurable industries during the 30-year
period. Between 1960 and 1990 only 2.3 miltion jobs
were added in manufacturing: 2 million of these jobs were
filled by women. The small increase in manufacturing
employment during the 30 years between 1960 and 1990

was less than 15 percent overall, but the number of jobs
held by men hardly changed during the period: the
number in 1990 was only 3 percent higher than in 1960.
Women accounted for most of the limited employment
growth in manufacturing, with an increase of almost 45
percent of jobs. Figure 15 shows the changes in
manufacturing jobs for women and men between 1960
and 1990.

Figure 15
Employment in manufacturing, by sex, 1960-90
{numbers in millions)
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Source U.S. Department of Labor, Buteau of Labor Statisties, F mplovment. Hours, and Earnings. United States, 1909-90, Vols, 1and 11, Supplement.

Some industries blossomed while others languished. For
example, employment declined in blast furnaces and basic
steel by about 375000 between 1960 and 1990, while the
electronic components industry gained about 350.000
workers during the same period. Most of the decline in
Jobs in the basic steel industries occurred among men.,
while growth in the electronic components industry
occurred among both women and men. Figures 16 and 17
iHustrate these changes.

Jobs filled by women increased by 1.2 million in durable
goods manufacturing while those held by men increased
by less than one-half million between 1960 and 1990, In
nondurable goods manufacturing jobs held by women
increased by .7 million, while jobs filled by men declined
by .2 million over the 30-year period. The number ol
women employed in each of the durables manufacturing

subgroups increased over the three decades. but the
increase was particularly strong in machinery (including
computers and office machines), transportation
cquipment, and, to a lesser extent, fabricated metals,
instruments. and furniture.

The number of men on payrolls, however, declined in the
primary metals, stone, clay and glass. and miscellaneous
manufacturing industries. with the largest losses by far

(about one-half million) among primary metals workers.

Flexible antomation, with its concurrent use of computers.
has had a1 wjor effect on the Kinds of jo hs available in the
durable and nondurable goods manufacturing processes in
the last 30 years. This technology has provided more
opportunities for women in manufacturing.
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Figure 16
Employment in blast furnaces and steel, by sex. 1960-90 (numbers in millions)
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Figure 17
Employment in electronic components. by sex, 1960-90 (numbers in miliions)
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~ WIDENING GENDER GAP

IN SOME INDUSTRIES ~
Between 1964 and 1990 the gap between the number of
women and men workers in industry widened in
construction: wholesale trade: finance. insurance, and real
estate; and services. The construction and wholesale trade
industries have added more male workers while services
and finance. insurance, and real estate have added more
wemen to payrolls. The gaps in mining and manufacturing
have narrowed somewhat and retail trade has actually turned
from a male majority industry to a female majority industry,
although substantial employment increases have occurred
among both sexes. Figures 18-51 in the appendix to this
chapter show the relative increase in women's and men’s
Jjobs in major industrial sectors between 1960 and 1990,

The supply of women workers increased tremendously
during the 30-year period. not only because more women
entered the labor force, but also because once in the labor
force they did not leave. This trend has implications for
Jjobs that traditionally have been held by women and that
have offered easy access to the labor market—teachers
and secretaries, for example. As these jobs are filled, new
entrants into the labor market may find it more difficult to
obtain employment in occupations that traditionally have
been considered “female.” This may create a market push
of women entering nontraditional jobs. This phenomenon
may also help to explain the expansion of women workers
into finance. insurance. and real estate: services: retail
trade: and government sectors in the last 30 years,

~ IMPACT OF GLOBAL COMPETITION
ON U.S. INDUSTRY/ECONOMY ~

The period from 1960 to 1990 was characterized by a
sharpening of global competition that has had profound
effects on the American economy. In America and the
New Economy. Anthony Patrick Carnevale points out that
“America is adjusting to the competitive realities of a new
economy.... The new economy is distinguished from the
old economy by i new set of competitive standards. In the
old economy competitive success was based almost
exclusively on the ability to improve productivity. In thie
new economy organizations and nations compete not only
on their ability to improve productivity but on their ability
to deliver quality, variety. customization, convenience,
and timeliness as well.... The new economy is creating a
new structure of jobs. ... Organizations are using a mix of
highty skilled but fewer production workers and more
service workers to meet new conpetitive standards.™!

After World War 1T Europe and Japan entered the U.S.
marketplace partly because their own consumer markets
were too small to support the kind of growth needed to
rebuild their economies. But selling abroad meant
satislying a multitude of needs: mass-producing one hind
of product for consumers in Europe, the United States,

and the Far East would not work unless the product
satisfied all its consumers. Flexible production was key to
gaining niches in world markets, where low-cost, mass-
produced American goods had not met the needs of the
consumer. In producing these goods, war-tom economies
also had to cope with inadequate financial and human
resources. In order to survive, these economies leamed to
elicit high levels of cooperation among employers,
workers, and governments. They learned how to train
non-college-bound individuals to work efficiently, In this
country, very often unskilled labor was used with
sophisticated machines, so there was not a strong,
compelling incentive for extensive training of non-
college-bound youth.

Thus, since the end of World War 11, businesses in
Europe, the Far East, and some other regions of the world
have been concentrating on finding the most efficient
ways to enter and hold large segments of foreign markets.
The United States has also begun to focus on this
extremely important aspect of global competition,
Carnevale explains, “The Europeans and Japanese seemed
1o have turned their weaknesses into strengths. By
pursuing quality, variety, customization, convenience, and
speed in getting to market, they not only expanded the
terms of competition beyond productivity, but found new
routes to productivity as well. By designing quality into
products as they were made, the Europeans and the
Japanese reduced the need to rework products and curbed
waste, ultimately increasing productivity as well as
quality. By the mid-1970"s, mounting evidence began to
suggest that productivity on the one hand and quality,
variety, customization, convenience, and rapid change on
the other were not only compatible but also mutually
reinforcing competitive standards,™ ©

~ NOTES ~

' Anthony Patrick Carnevale, America and the New
Economy, American Society for Training and
Development and U.S. Department of Labor,
Employment and Training Administration, 1991, p. iii.

2 Ihid.. p. 15.
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~ APPENDIX ~

{Note: Source for Figures 18-51: U.S. Department of Labor, Bureau of Labor Statistics, Employment, Ho.ars, and
Earnings. United Stutes, 1909-90, Vols. I and 11, Supplement.)

Figure 18
Employment in nonfarm industries, by sex. 1964-90
(numbers in millions)
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Figure 19
Employment in mining, by sex, 1960-90
(numbers in millions)
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Figure 20
Employment in construction, by sex, 1964-90
{numbers in millions)
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Figure 21
Employment in manufacturing, by sex, 1960-90
(numbers in millions)
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Figure 22
Employment in nondurable manufacturing, by sex 1960-90
(numbers in millions)
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Figure 23
Employment in food and kindred products, by sex, 1960-90
{numbers in millions)
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Figure 24
Employment in tobacco products, by sex. 1960-90
(numbers in millions)
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Figure 25
Employment in textile products, by sex, 1960-90
(numbers in millions)

09 |
08 -
6.7
0.6

05

03

0.2 —

0.0 B I S IS Y R Y U N N N UM O Y U T T T T O I Y Y S A
60 G1 62 63 64 65 66 67 68 69 70 71 72 73 74 75 76 77 78 79 80 81 82 83 84 85 86 87 88 89 90

m Women ® Men

The Changing Face ot Industr ~ 124~ 1993 Handbook on Women Waorkers Hrends & Issues

El{fC‘ 1‘38

Aruitoxt provided by Eic:




O

ERIC

Aruitoxt provided by Eic:

Figure 26
Employment in apparel, by sex, 1960-%0
{numbers in millions)
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Figure 27
Employment in paper products. by sex, 1960-30
{numbers in millions)
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Figure 28
Employment in printing, by sex, 1960-90
(numbers in miflions)
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Figure 29
Employment in chemicals, by sex, 1960-90
(numbers in millions)
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Figure 30

Employment in petrofeum, by sex, 1960-90

{numbers in millions)
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Figure 31

Employment in rubber/plastics, by sex, 1860-90

{numbers in millions)
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Figure 32
Employment in leather products, by sex, 1960-90
(numbers in millions)
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Figure 33
Employme:* in durable menufacturing, by sex. 1960-90
{numbers r: miflions)
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Figure 34
Employment in lumber and wood. by sex, 1960-80
{numbers in millions)
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Figure 35
Employment in furniture, by sex. 1960-90
{numbers in millions)
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Figure 36
Employment in stone, clay, and glass, by sex, 1960-90
(numbers in millions)
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Figure 37
Employment in primaiy metals, by sex, 1960-90
{numbers in millions)
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Figure 38
Employment in fabricated metals, by sex. 1960-90
{numbers in millions)
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Figure 39
Employment in machinery. by sex. 1960-30
(numbers in millions)
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Figure 40
Employment in efectrical machinery, by sex, 15¢ .90
(numbers in millions)
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Figure 41
Employment in transportation equipment. by sex. 1960-90
{numbers in millions)
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Figure 42
Employment in instruments, by sex, 1860-90
(numbers in millions)
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Figure 43
Employment in miscellaneous industries, by sex, 1860-90
(numbers in millions)
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Figure 44
Employment in transportation and utilities, by sex, 1964-90
(numbers in millions)
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Figure 45
Employment in wholesale trade, by sex, 1960-90
(numbers in millions)
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Figure 46
Employment in retail trade, by sex, 1960-80
(numbers in millions)
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Figure 47
Employment in finance and insurance, by sex, 1964-90
(numbers in millions)

2 b -—M

0 [T WS NN W TN NN SN NN TN N DU SN RN VU NN N NV Y U TN N O N Y [ s Wy
60 61 62 63 64 65 66 67 68 69 70 71 72 73 74 75 76 77 78 79 80 81 82 83 84 85 86 87 88 89 90

u Women o Men

The Changing Face of Industry ~ 135~ 1 3 9 1993 Handbook on Women Waorkers: Trends & Issues

ERIC

IToxt Provided by ERI




Figure 48
Employment in services, by sex, 1964-90
(numbers in millions)
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Figure 49
Employment in government, by sex, 1964-90
(numbers in millions)
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Figure 50
Employment in Federal Government, by sex, 1964-90
(numbers in millions)
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Figure 51
Employment in State and local government, by sex. 1964-90
(numbers in millions)
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Highlights

¢ Women held nearly two-thirds (65 percent) of the 21.8 million part-time jobs in 1990.

<

30 percent of the women working part time for economic reasons in 1990 were
seeking full-time work.

<x

9 out of 10 clerical temporary workers are women.

¢ As much as 90 percent of the growth in part-time employment has been among
women who would prefer a tull-time job.

©  The number of women holding more than one job doubled during the 1980"s—from
1.5 million to 3.1 million.
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DIVERSITY IN WORKSTYLES

~ FACTORS AFFECTING DESIGN AND
DISTRIBUTION OF JOBS ~

If the labor force of the 70°s was characterized by the
phenomenal influx of women, the labor force of the 80°s
and 90°s has been characterized by a restructuring of the
cconomy. the relocation of workplaces. and the rapid
growth of part-time. temporary. leased. and contract
workers (the contingent work force). This growth is
driven by employers™ need for lower labor costs and a
“just in time™ work force that can respond quickly to
changing market conditions.

Foreign competition. technological change. and growth of
the service sector have profoundly affected the design.
structure, and distribution of jobs in the United States.

The internationalization of the economy has forced
Americans to recognize that competition from abroad is
exerting as much influence on jobs as is competition from
within the American cconomy. Employers arc seeking
ways to cut labor costs. maintain quality. and remain

competitive in a world economy where empioyers in other

countrics frequently can compete more favorably than can
those in the United States.

Technology constitutes a second driving force affecting
the design: and distribution of jobs. The sweeping and
pervasive automation of office work with computers and
telecommunications increasingly affects professional and
managerial work as well as clerical work. Technology
cannot he divorced. however, from the first force. the
internationalization of the economy. Advanced
telecommunication equipment is making it possible to
increase off-shore clerical work for American companies
with low paid labor.

The third factor affecting the design and distribution of
jobs. and perhaps the most profound. is the transformation
of the economy from an industriai to a service economy.
These new service jobs increasingly require higher
educational skill levels. Morcover, service sector jobs
have a time and space independence that industrial jobs
do not. Not only can the jobs be moved to different
regions of the country to save on labor costs or to provide
amenable work environments but they cun also be done
off-site from a centralized office, contributing to the rise
of white-collar home employment.

Following the 1980 downturn and the deep recession of
1981-82. firms sought to meet the challenges of the
changing market conditions and cut back on permanent.
full-time employees. The use of contingent workers has
now become an integral part of human resource strategy
in many firms, These arrangements give employers
flexibility in fitting the work force to the work load. such
as responding to uneven demands during peak periods. 1t
lets them avoid hiring and then laying off permanent
cmployees during periods of economic uncertainty,
reduces some training and benefits costs. and helps in
recruiting permanent workers to replace those who leave.

~ CONTINGENT WORKERS ~
The term “contingent work force™ emerged in the 1980°s
but the practice of using such workers is not new. Certain
industries such as retail trade and agricuiture have long
been marked by short-term, short-hour contingent
conditions of employment. What is new about this trend in
the United States is that contingent work:

+  Affects a much wider range of industries, including
such growth industries as banking. insurance,
telecommunications, and health care:

+ Cuts across all occupations, from computer analysts. 1o
Jab technicians, to typists and customer service
representatives in a cross-section of all industries: and

« 1s no longer confined largely to students, holiday
workers., farm workers, or women working for “'pin
money™ to buy a few extras. It affects men as well as
women and people working for economic survival as
well as those working for supplemental income.

There is no standard definition of contingent workers,
which causes some of the confusion as to the size and
composition of this group of workers. However. it
gencrally has these three characteristics. (1) The work
schedule is different from the 8-hour, 5-day work weck. It
may be: part time. that is, 34 hours or less a week; a few
weeks or months; or scasonal. (2) The employment is not
permanent, that is. there is a definite time duration with
no commitment of work beyond the specified period.

(3) The relationship between employer and employee is
not traditional. The traditional employer-employce
contract is based on reciprocal rights, protections, and
obligations. Beyond the contraciual obligation of
compensation for work performed. the obligations

(Notes Portions ol this chapter were taken from the Women's Burcau publication, Flevible Workstyles - A Look at Conttngent Labor.)

- 17~

113




ERIC

Aruitoxt provided by Eic:

S

between employers and contingent workers may exclude
virtually all of the rights and protections associated with
the “social contract™ that usually exists between
employers and employees. These include not only
advancement opportunities, job security, and options for
training and skill upgrading provided by the employer.
but also loyalty and a positive attitude about work ethics
from the employee.

While most American jobs remain in the traditional mold:
year long. Monday through Friday. 9 to 5 workday hours
in factories or offices located outside the home. increasing
numbers of women and men deviate from this traditional
picture of a permanent, full-time worker.

Today contingent employment is estimated at about 32
million, although the precise size of this work force is
subject to dispute. In the 1980°s it grew more rapidly than
the labor force as a whole and it is a work force which is
predominantly female.

Women make up approximately two-thirds of all part-
time workers and three-fifths of all temporary workers.
While some women may find contingent work appealing
because of the flexible schedule. there are many problems
associated with it which may hurt women's long-term
economic equity. These can include problems of low pay
and a reduction in benefits, including health and pension
benefits, sick leave, vacation pay, workers' compensation,
unemployment insurance. health and safely standards, and
the right to union representation. For married women who
are covered by their husbands’ plans, such lack of
coverage may not be a problem in the short run, but for
other women, such as single heads of households or
divorced women, it can be serious.

Perhaps the most troubling aspect of these altemative forms
of work is the lack of pensions, an area in which women
are already vulnerable. The primary source of retirement
income is employment, but contingent work generally
provides little pay, if any. toward a privatc pension fund or
the Social Security account of the woman worker.

Part-Time Workers

Today approximately | in S workers is a part-time
cmployee. Roughly two-thirds of those are women. The
number of women working part time has risen from | 1.8
millien in 1980 to 13.6 million in 1990. Among women
working part time, some would be classified as
“voluntary™ part-time workers because they are not
secking full-time jobs, while others who would prefer
full-time work would be called “involuntary.”

As Table | shows, 80 percent of the women who work part
time do so voluntarily: that is, they are not seeking full-
time work. A new group of part-time seckers has cmerged:
professional employeces who choose part-time schedules
for good wages in flexible employment settings.

Table 1
Women working part time in nonagricultural industries, by age, race,
and marital status, 1990 (numbers in thousands)

Total part Economic

Age, race, marital status time Voluntary | reasons
Age
Women, 16 years and over 12.954 10,355 2,599
16-19 1,980 1.684 296
20-24 1.618 1.208 410
25-44 5651 4413 1,238
45-64 2.938 2.354 584
65 years and over 769 696 73
Race
White 11,485 9.349 2136
Black 1122 733 389
Rrarital status
Married, spouse present 7.256 6.080 1.176
Widowed, divorced. separated 1,846 1,246 600
Single (never married} 3.853 3.029 824

Source: U.S. Department of Labor. Bureau of Labor Statistics, Emplovment and
Earrangs. Table 33, January 199].

Women with childrearing responsibilities account for the
highest percentage of part-time professionals but their
ranks are beginning to include males who want to combine
part-time professional work (law and medicine included)
with continuing education, family, or avocational interests.

Involuntary part-time work grew much faster than voluntary
work between 1970 and 1990. Part-time work grew from
15.2 percent of total workers in 1970 to 16.9 percent of the
total work force in 1990, Nearly 90 percent of the increase
was due to the growth in involuntary part-time employment:
voluntary part-time employment rose only 0.5 percentage
points as a share of total employment. Involuntary part-time
work dcubled during the 20-year period, while voluntary
part-time employment grew by 54 percent and total
employment grew by 50 percent.

The last four periods of economic recovery from a
recession saw involuntary part-time employment fall in
the first 2 years of the recovery at an annual average rate
of 8.5 percent. The curreni period of recovery, however.,
which began in March 1991, has witnessed a rise in
involuntary part-time employment by 573,000 workers,
an average annual increase of 3.5 percent. During the
recession, involuntary part-time employment increased by
929,000, bringing the total increase in involuntary part-
time employment since July 1990 to 1.5 million workers.

Among both voluntary and involuntary part-time
workers, there are those who work part time for economic
reasons, rather than for cducational or avocational
reasons, for instance. Black women are almost twice as

1iversity i Workstvlos
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likely as white women to be working part time for
economic reasons; widowed, divorced, and separated
women are more than twice as likely to work part time for
economic reasons as are other women.

Table 2
Women working part time for economic reasons. 1990
{numbers in thousands)

Usually Usually

work part | work full
Age Total time time
Women. 16 years and over 2,652 1,888 764
16-19 301 253 48
20-24 417 302 115
25-54 1.633 1,119 514
55 and over 302 215 87

Source: U.S. Department of Labor. Bureau of Labor Statistics. Employment and
Furmngs. Table 7, January 1991,

Almost one-fourth of the people working part time in 1990
did so for economic reasons. During the 1970’s through
1983, these workers accounted for most of the growth in
part-time employment, but from 1983 to 1989 part-time
employment for economic reasons declined as the
economy recovered from the 1982 recession. Women, who
account for more than half of these involuntary part-time
workers, also experienced declines in such employment.

Many workers who work part time for economic reasons
would prefer full-time work. This group has been the

most rapidly growing segment of part timers. The number
of women who prefer full-time work has been increasing
since 1985. In 1990, 30 percent of the women working
part time for economic reasons were seeking full-time
work. (See Table 2.) ’

The occupational patterns of women working part time
differ somewhat according to whether they are working
part time voluntarily or for economic reasons. Those
working part time voluntarily were more likely to be in
occupations classified as managerial, professional
specialty, or administrative support (43 percent). Those
working part time for economic reasons were more likely
to be in service occupations or were operators, fabricators,
or laborers. These pattems did not change significantly
during the 1980’s. (See Table 3.)

Temporary Workers

Unlike regular employees of an organization, temporary
employees do irregular, seasonal, or on-call work and
may work for limited periods. Usually these workers do
not have paid sick leave, holiday pay. paid vacation. or
medical or other insurance. They are usually paid on an
hourly basis.

Today most medium- to large-sized companies have a
built-in budgetary line item for temporary workers. This
is due to fast-paced changes in office technology, swift
reorganization occurring in the internal labor markets of
many large companies, and uncertainty about future
growth. By and large, these temporary workers are
female. minority, and young. Nearly three-fifths of
temporary workers are women,

Table 3
Women working part time in nonfarm occupations, 1980 (numbers in tnousands)
Occupation Total Voluntary Economic reasons
Total 12,999 10.396 2,603
Managerial and professional specialty 2192 1912 280
Executive, administrative. and managerai 547 467 80
Professional specialty 1.646 1,445 201
Technical, sales, and administrative support 5908 4942 966
Technicians and related support 336 301 35
Sales 2,572 2.060 512
Administrative support. including clerical 2999 2.580 419
Service 3,886 2935 951
Precision production, craft and repair 188 122 66
Operators, fabricators, and laborers 824 485 339

Source: US. Department of Laboi, Bureau of Labor Statistics. Fmplovment and Farmngs. Table 34, January 1991,
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The temporary services industry is the fourth fastest
growing industry in the country. The best estimate of
temporary cmployment is the number of persons who
work for the temporary services industry. This estimate
does not inciude people whose jobs are temporary but
who have direct arrangements with their employers.

According to Census of Service Industries. there were
about 1.2 million paid employees of 11,000 temporary
help establishments in March 1987. More than three-
fourths of these establishments supplied secretarics, clerks,
and office equipment personnel. More than half supplied
data processors, laborers, and warehouse workers.

Sex segregation is widespread in temporary employment.
In the largest occupational segment of temporaries,
clerical. 9 out of 10 of the jobs are filled by women. In the
next largest segment. industrial, 90 percent of the workers
are men. Women benefit from a less cyclical demand for
clericals than in other occupations. Additionally, ¢lerical
temporaries are likely to work fuli time.

A recent study on women clerical temporary workers
(Martella) found that, for most women, temporary work is
not a choice. Rather, women use it as a substitute for
regular, full-time employment while in a transient
situation: as an alternative to unemployment, as 4 means
of finding permanent work, or to eamn the equivalent of
full time pay for a limited period. Women who are
normally in administrative support positions may use a
temporary assignment to find a permanent position. For
most women, temporary work is inferior to permanent
jobs in relation to wages, benefits, and job security.
However. temporary work does provide some
opportunities for skill development and upgrading.

Employers weigh the costs of using temporary help firms
or their own in-house lists against the costs of hiring
permanent part-timers or regular full-timers. Temporary
help firms generally have joint responsibility and liability
with the utilizing employer. They hire and fire, issue
paychecks, withhold payroll taxces, and contribute to
unemployment insurance. Social Security, and. in some
States, workers® compensation. They are subject to equal
opportunity and health and safety laws as well.

Leased Employees

Employce leasing is a relatively new method that may
help employers meet their general staffing needs, but it is
onc which has certain disadvantages for cmployers and
cmployees, depending upon how reputabie the leasing
company is,

Warkers are employed by a firm that leases them to client
companies. These leased employees produce goods and
services for the client companices just as regular employees
would, working under the client firm’s roof and day-to-

day direction. However, the leasing firm is the employer.
This means. in theory at least, that an employee is not
dependent on one client company for her or his job. Using
what the ieasing industry calls “portability,” employees
who lose their positions at one firm may be placed at
another firm without losing accumulated vacation time and
sick leave benefits or, in some cases, even income.

Under a prototypical employee leasing format, small
client firms enter a leasing arrangement by firing their
cntire staff, making corporate officers the only employees
of the firm. The former staff is then hired by an employee
leasing firm, which then leases the staff back to the client
firm. Leasing firms are generally used by small and
medium sized companies.

The leasing firm assumes responsibility for hiring and
firing employees, payroll. benefits, and government
paperwork, and it charges the client firm a fee for
expenses and administration. The leased workers,
meanwhile, are employed by a larger company which,
because of its larger employee pool, can offer benefits not
usually available to employees of smaller firms.
Advocates of general employee leasing say that their
services ditfer fundamentally from contract labor and
temporary employment, because their employees are
placed in “*permanent™ jobs and because they receive
many benefits such as paid vacations, paid sick leave,
paid holidays, and health insurance and pension plans.

The industry's growth has been fueled. in part. by tax
provisions in which the client firm need not extend its
pension plan to leased employees if the leasing firm
provides them with a money purchase pension plan, with
leasing firm contributions of not less than 7.5 percent of
cmployee compensation. However, the 1986 tax reform
provisions require that leased employees must be covered
by the client firm’s pension plan if more than 20 percent of
the individuals performing services for a client are leased.

Legal statutes currently leave a lot of room for fraud to
flourish in employee leasing. Too often, for example,
according to the Department of Labor, Office of Inspector
General, small employers and their employees have
entered into arrangements with leasing companies only

to discover that the leasing company has gone bankrupt
and the leased employees are left without the promised
pay or benefits.

independent Contractors

Independent contractors include freelancers, consultants,
homeworkers, and telecommuters. They are hired on a
self-employed contracted basis for a finite amount of
work, and are typically paid by the task, a piece-rate, or
an hourly fee. Many of these individuals may also be
home-based workers.
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It is unclear exactly how many independent contractors
there are. However, there appears to be an increasing use
of these workers. Independent contractors vary as to
whether they have chosen to be self-employed or have
been forced by the lack of aiternatives in the marketplace.
Involuntary contractors would prefer to be employed but
take contracting work because they see no option for
employment that meets their needs. They often come
from marginal economic groups with limited opportunity
or leverage in the marketplace. These include mothers
with low-wage earning skills, the elderly, immigrant
women, the disabled, and women reentering the labor
force after years out to raise their children.

Some clerical contractors who are involuntarily home
based are penalized financially by their status, earning less
tian their office based colleagues doing the same work.

Independent contracting is a staffing arrangement that is
pursued for different reasons by employers and is sought
or accepted for different reasons by workers. The
advantages for the employer are cost savings, primarily in
the reduction of labor costs: attraction or retention of
highly skilled workers who have no interest in being
employees; and the ability to contract, expand, and
redeploy the labor force necessary.

‘

Multiple Jobholders

Increasingly, when women, as well as men, are unable to
find full-time work, they often find it economically
necessary to take on two or more part-time jobs. Women
are much more likely than men to work two part-time
jobs. Women also have shorter durations of multiple job
holding. Home and family responsibilities most likely
dictate the duration of employment for women. In May
1989 there were 7.2 million multiple joblolders compared
with 4.8 million in May 1980, a 50 percent increase. The
number of women holding more than one job doubled
during the 1980°s. (See Table 4.) The percentage of
multiple jobholders who are women has increased
steadily since 1970; by May 1989, 43 percent of all
moonlighters were women.

Increasing numbers of women are working more than one
job primarily for economic reasons—to mect regular
household expenses or to pay off debts. These two
reasons were cited by half the women in May 1989,
compared with 43 percent 4 years earlier. The reason for
dual jobholding varied by marital status. Single women
were more likely than other women to work two jobs to
pay off debts and to save for the futurc, whereas married
women were more likely than other women to be getting
experience or building up a business.

Almost one-third of the women who worked more than one
job did some or all of their regularly scheduled work on

their secondary job at home. For this group of women,
family responsibilities have some impact on their decision
to work at home on their second job. The highest
proportion—about 2 out of 5 nonagricultural workers—of
persons who did some work at home on a secondary job
were those working in the finance, insurance, or real estate
industry where the nature of the work is more readily
adaptable to the homesite.

~ HOME BASED WORKERS ~
Home and workplace have become synonymous for many
workers. In May 1985 the Bureau of Labor Statistics
conducted its first survey designed to measure the size of
the home based work force. For this survey only those
workers who did work as an extension of or as part of their
primary job were counted. Women accounted for 62
percent of persons working 35 hours or more a week at
home. Of the 17.3 million nonfarm workers with home
based work experience, 7.8 million (45 percent) were
women. These women averaged 11.{ hours per week of
home based work. The number of hours was directly
related to age, with women 55 and older working 13.8
hours at home.

Women working full time at home were predominantly in
service industries (71 percent). Most of the work was in
professional services, especially educational services,
with teacher being the largest occupation. Twenty-two
percent were private wage and salary workers.

Many clerical workers—including secretaries, typists.
forms processors, and data entry personnel—are taking
advantage of the lower costs of capital equipment to start
their own businesses at home. Lower prices of personal
computers and other electronic equipment have also
allowed many individuals in professional service
occupations (management consultants, researchers,
lawyers, stockbrokers) to work out of their homes.

Table 4
Female multiple jobholders by age, May 1980 and 1989
(numbers in thousands)

May 1980 May 1989
Age Number | Percent | Number | Percent
Total 16 and over 1.549 100.0 3,109 100.0
16-19 12 72 132 42
20-24 258 16.7 399 128
25-34 507 327 957 30.8
35-44 320 20.7 914 204
45-54 233 15.0 494 159
55 - 64 107 69 181 58
65 and over 13 0.8 3 14

Source. U.S. Department of Labor, Bureau of Labor Statistics. Monthis Labey
Review. May 1OR2 and July 1990,
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While the advocates for home based work argue that it
provides an opportunity for parents to more effectively
combine parenting with work, one study showed that
parenting responsibilities were not easily incorporated.
Advocates say that the incentives for this arrangement
include efimination of child care expenses and
commuting. The majority (51 percent) of the women
working at home 35 hours or more a week were mothers
with children under 18: half had children under age 6.
More than 1 out of 10 worked full time, possibly
motivated by not having to make a daily commute.

A survey of 14,000 home based women workers
(Christensen) proved otherwise. Most professional and
clerical home based workers rely on paid child care to get
their work done. Although these women do not bear the
burden and expense of commuting, they often complain
of isolation and low wages. Many women stated that
combining work and family in one place makes work a
constant and unending pressure in their lives.

It is important also to acknowledge that a growing number
of women who work in the home are neither clerical
workers nor professional women bui are blue-collar women
working laigely in the clothing and apparel industry. Their
Jobs are even more difficult to combine with family
responsibilities, as they often work on a piece-work basis
and cannot interrupt their work for child care or to attend to
family business without severe financial penalty. ¢
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The Aging Population

Highlights

& By the year 2050. 1 in 12 people wil! be 80 years old or older and perhaps 2outof 3
of them will be women. according to certain projections by the Bureau of the Census.

& Payments from the Social Security Administration’s Old Age. Survivors, and
Disability Insurance program are the largest source of income for retired workers.

&  Of the 30.3 million persons age 65 and older who had income in 1991. 27.6 million
(91 percent) received Social Security benefits. These benefits provided a mean income
of $6.465 for that year.

@  About 64 percent of female wage and salary workers are covered by employer-
sponsored pension plans, compared with 69 percent of their male counterparts.

& In 1991 women age 65 and older who had full-time jobs worked 40.9 hours a week.
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THE AGING POPULATION

Older people arc becoming a larger segment of the total
population. and women are constituting an increasing
proportion of the older population. Women's lifespan
continues to increase—their life expectancy rose from
77.4 years in 1980 to 78.3 years in 1988, and is projected
to reach 81.3 years by 2010. Life expectancy for men rose
from 70.0 years in 1980 to 71.5 years in 1988, and is
projected to reach 74.4 years by 2010. Members of the
baby boom generation will have a pronounced presence
among the older population as they begin to reach
retirement age in the next 20 to 40 vears.

~ IMPACT OF BABY BOOMERS ~
The baby boom generation—persons born between 1946
and 1964—now constitute a significant portion of the
labor force and will continue to have an impact on the
shaping of employment policies and programs as its
members move along the age continuum. By 1990 even
the youngest baby boomers had moved into the 26-to-34
age group: the older baby boomers were in the 35-to-44
age group. Members of these groups have had substantial
Jabor market experience and have completed their
education for the most part: they are entering the most
productive years of their working lives. By the year 2030,
haby boomers will be well into retirement. ranging in age
from their middle sixties to middie eighties.

~ STATISTICAL PROFILE OF
OLDER WOMEN ~

Of the 99.2 million women in the population of working
age—those age 16 or older—in 1991, more than 42
pereent were 45 or older: 25 percent were between the
ages of 45 and 64,

Of the 56.9 million women in the labor force in 1991
(57.3 percent of the working age population of women),
9.1 million, or 16.0 percent. were between the ages of 45
and 64. From another view.72.0 percent of all women in
the population between the ages of 45 and 34 were in the
labor force: 45.3 percent of those 55 to 64 were working
or looking for work.

Data on older women from national labor foree statistics
suggest that only a small percentage of women 65 and

older are working or looking for work—8.6 percent.
Compared with other developed nations. however. the
proporiion of U.S. women 65 and older in the labor force
is among the highest.

There is evidence that a pool of older women and men
exists who would like to work. but who think no work is
available for them. A national survey conducted in 1990
found that more than 1.9 mitlion older Americans were
ready. willing, and wanted to work.! The survey found
that money was the chief reason for wanting to work:
almost half said they needed money for essentials. “Life
satisfaction™ also was an important factor in wanting to
work. Many would have accepted lower wages. lower
status. and fewer working hours to remain with previous
employers. Many were eager to receive training if their
previous employers had provided it. However. more than
half reported that they did not believe that they could find
work. Women most often reported a “lack of suitable
jobs available.”

In the Current Population Survey (CPS) these individuals
would be classified as “discouraged™ workers and would
not be included in unemployment measures except for the
U-7 definition used by the Bureau of Labor Statistics
(BLS). Figures published by BLS for discouraged
workers in 1990 (as a subset of those not in the labor
force) indicated that there were fewer discouraged
workers of all ages than the survey found of discouraged
older workers atone. Often, as the condlitions of
employment appear more attractive. more people signal
an interest in working.

The comparison of occupational profiles of older women
and all working women in 1991 indicates that a
disproportionate share of older women—those who are at
least age 45—are found among professional and
managerial workers. service workers, craft workers,
operatives (semiskilled and unskilled workers), and those
engaged in farming. fishing, and forestry.

Women age 45 to 64 who hold full-time jobs worked
about 41.5 hours a week in 1991, about the same as full-
time women workers of all ages. Women with full-time
jobs who were 65 or older worked 40.9 hours a week.
only slightly less than the average.

Older women are more tikely to be union members or
represented by unions than are women in gencral in the labor
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force. In 1991 while only 12.6 percent of all women workers
were union members, 16.1 percent of all women 45 years or
older were union members. In addition, 14.8 percent of all
employed women were represented by unions while 18.4
percent of older women were represented by unions.

This profile suggests that there is a substantial proportion
of the labor force made up of working women who will
be making retirement decisions within the next 20 years.

~ ECONOMIC SECURITY FOR
OLDER WOMEN ~

Resources to help relieve the econornic burdens
experienced by many of the elderly are of particular
importance to women. Since women generally live jonger
than men, they are more likely than men to be confronted
with economic responsibilities late in life, some of which,
no doubt. are related to the status of their health.
Pensions, theretore, are a critical issue for older women.
Not only do pension rights directly influence the financial
situation of increasing numbers of women, but so do other
sources of assistance. Thus, policies and strategies which
facilitate retirement and assist older citizens are being

instituted by more and more employers. Women, who
may be concerned not only with their own economic
security but also with that of family members, stand to
benefit from such resources.

Retirement Issues

Issues related to retirement are tied inextricably to the
economic security of older womien and men. Wonzen,
however, have a special interest in pensions and other
programs and policies designed to assist the older
population because they generally live longer than men
and because they bear greater caregiving responsibilities
for themselves and others in the later years of life.

In 1930 there were almost equal numbers of women and
men age 65 or older. This age group made up 5 percent or
less of the population between 1900 and 1930. In 1940
both the proportion of women age 65 and older (compared
with men) and the population of women 65 and older
(compared with the total population) started inching
upward. Figure ! shows the number of older women and
men in the population, while Figure 2 shows the increasing
segment of the population made up of those 65 or older,
including a projection of the population in 2030.

Figure 1
Population of women and men age: 65 and older, 1900-90 and projection for 2030
{population in millions)
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Figure 2
Proportion of the population age 65 and older, 1900-90 and projection for 2030
(population in miliions)
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Older people are becoming more prominent in the
population, and the oldest of the old—those 85 and
older—will show extraordinary growth by the middle of
the next century. but especially after 2030 when the baby
boom generation begins to reach 85. As Cynthia Tacuber
points out, “Because women are more likely than men to
survive to the oldest ages. the health, social, and
cconomic preblems of the oldest old are primarily the
problems of women."? She suggests that a “great-grandma
hoom™ may take place after 2030. In 2050, under the
middle series projections of the Census Bureau, !in 12
people in the United States would be 80 years old or older
and perhaps 2 out of 3 of these would be women.

As medical science helps people to live .« ager, elders will
need care for longer periods of time. Taeuber suggests
that “young old™ women. those 55 to 74 years of age, will
be called upon to care for the frail elderly. She also notes
that most women who reach age 65 can expect to live to
their middle eighties and are likely to be widows.

Although the population is aging. the demographics of the
labor force differ from the population for obvious reasons.
Retirement decisions are ticd greatly to the difference in
the age structure of the population and the labor force. As
Tacuber has outlined, women will be concerned with the
issues of the frail elderly (from the perspective of both
caregiver and primary recipient of care) as wetl as with

retirement planning, since most women who reach age 65
will probably need to provide for their economic security
after retirement and wetl into very old age. Not only does
widowhood present an economic concern for women, but
for many women divorce will leave them unprepared
tinancially for retirement.

In 1991 there were 9.2 million divorced women who had
not remarried. and there were 172 divorced women (who
had not remarried) for cach 1,000 women who were
married and living with their husbands. This rate has
guadrupled from its 1960 level of 42 per 1,000. In 1991
there were 10.3 million unmarricd women out of the 13.2
miilion unmarried persons in the civilian noninstitutional
population age 65 or older. This group included women
who never married as well as those who were widowed or
divorced. and represented 59 percent of all women age 65
or older.

Pension Protection

Pensions are especially important to women. Not only is
women's lifespan continuing to lengthen but women aiso
are more Jikely to be financially responsible for
themselves at retirement, due to divoree or widowhood,
than they were carlier in the century. Currently, the Old
Age. Survivors, and Disability Insurance (OASDI)
program provides the largest share of retirement benefits
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for women, but private pension plans sponsored by
employers are becoming more important, as benefits for
women and men continue o0 converge in most industries.

Government Programs
The OASDI program provides almost universal coverage
for workers and their dependents. Originally, OASDI was
established as one of the three legs in the “three lcgged-
stool™ that would support workers and their families in
their old age (the other two were private pensions and
savings). About 95 percent of the jobs in the United States
are covered under the program and, generally. the
coverage is compulsory. Four groups of workers are
excluded from mandatory coverage: Federal civilian
employees hired before January 1, 1984 railroad workers:
employees of State and local governments; and household
workers, farm workers, and the self-employed whose
earnings do not meet certain minimum requirements.
Arrangements can be made to have State and local
employees covered by OASDI and, in fact, more than
two-thirds of all State and local government employees
are covered by the program.

Payments from the Social Security Administration for
OASDI benefits are the largest source of income for
retired workers and are the source on which the greatest
proportion of these former workers depend. In 1991, for
the 30.3 million individuals age 65 or older who had
income, 27.6 million of them (91 percent) had Social
Security benefits which provided a mean income of
36,465 for the year.’ “In 1988 nearly 3 in 5 beneficiaries
aged 65 or older relicd on their Sacial Security benefits
for at least one-half of their income.”™

Legislation has been enacted to protect the rights of wives
under OASDI so they cannot be deprived of benefits
based on their husband’s work experience, even in the
case of divorce, if they meet duration-of-marriage
requirements, currently 10 years of marriage.

Private Pension Programs
Some ecmployers in the private sector also provide pension
plans for employees. The Employee Retirement Income
Security Act (ERISA) of 1974 and the amendments
provided in 1984 by the Retirement Equity Act (REA)
and in 1986 by the Tax Reform Act (TRA) set minimum
standards for private pension plans.

In 1987 the Survey of Income and Program Participation
(S1PP) provided information on the nuniber of workers
covered by an employer-sponsored pension plan.s It was
estimated that about 56 million wage and salary workers
age 25 or older were covered by these plans, about two-
thirds of all wage and salary workers. These workers are
private sector employees as well as State and local
government employees; Federal wage and salary workers
are not included. About 64 percent of female wage and

salary workers were covered by employer-sponsored
pension plans, compared with 69 percent of male wage
and salary workers.

The proportion of women vested in plans, rather than
covered by employer-sponsored pension plans, was about
40 percent of all female wage and salary workers; almost
half of all male wage and salary workers were vested.
("Vested” workers will actually receive some pension
benefits at retirement or will receive a lump-sum
payment, while plan “coverage™ implies that a worker is
employed by an employer that has a retirement plan for
some of its employees.) The survey estimated that the
proportion of female wage and salary workers who will
actually receive pension benefits is 33 percent, compared
with 41 percent of all male wage and salary workers.

Pension coverage is much more extensive for workers
with higher earnings than for those with lower earnings.
Only 37 percent of workers with monthly earnings of less
than $500 were covered by employer-sponsored
retirement plans, while 83 percent of those with earnings
of $2,000 or more each month were covered. Larger firms
were more often sponsors of retirement plans than were
smaller firms.

More detailed information on the economic and social
characteristics of workers covered by employer-sponsored
pension plans has been provided by four special
supplements to the Current Population Survey (CPS).6
The most recent CPS supplement indicates that, in 1988.
44 percent of female wage and salary workers of all ages
were covered by employer pension plans; this compares
with about 51 percent of male wage and salary workers. It
should be noted that the SIPP data related to workers age
25 or older, while the CPS data examined pension
coverage for those under age 25 as well. The CPS data
show a trend toward convergence in pension coverage of
women and men, as women's pension coverage increased
and men's coverage declined: a substantial difference still
remained in 1988. however. Figure 3 shows the decreasc
in pension coverage for men and the gradual increase in
coverage for women reflected in data for full-time
workers from the 1972, 1979, 1983, and 1988 surveys.

Differences Between Pension Coverage

for Women and Men

The difference between the lower private pension
coverage of women and the coverage of men can be
explained to some extent by the labor force participation
patterns of the two groups. This explanation is offered by
Susan E. Shank in an article in Monthiy Labor Review:?
“Until the mid-1970's, female participation rates by age
formed an “*M™ shape. dipping between the early twenties
and the main childbearing years of 25 to 34. That pattern
has now shifted to an inverted “U™ and thus is very
similar to that for men.”
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Figure 3
Full-twae workers covered by pension plans, by sex, selected years, 1572-88
(percentage of all full-time workers)
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Notonly has the shape of the Iabor force participation rate
curve changed, but also the level has moved closer to the
level of men's labor force participation. However, it is
apparent from Figures 4 and 5 that the level of men’s
participation in the labor force has always been well
above that of women's participation, even in thc most
recent period. Those graphs depict the labor force
participation rates by age for women and men at 10-year
intervals between 1940 and 1990. It is logical that if
women have been less likely to be in the labor force
during their childrearing years, they have also been less
likely to accrue pension rights during those years, and that
men who were attached to the labor force steadily
throughout their working lives would have accrued
pension rights steadily.

Differences between private pension coverage of women
and men can be attributed to ditferences in the size of the
employer as well as occupational and industrial patterns
of the two groups.

Coverage for Older Women and Men
Data from the 1983 and 1988 surveys show a large gap
between pension coverage for older women and men.
Figures 6 and 7 show the findings from these surveys.
Note that between 1983 and 1988 the gap between
coverage of women and men age 30 to 34 aimost closes.
In 1983 women's pension coverage has much the same
shape as the earlier women's labor force participation—
an "*M™ curve, with an obvious decline for women in
childrearing years. By 1988 women's pension coverage
had lost the “M" shape, and had started to close the gap
between coverage for women and men, particularly for
workers age 30 to 34. Logically, the coverage gap
between older women and men will start to converge as
women's work cxperience increase 3, assuming continuous
work activity by both women and men.

Coverage by Industry
Again. data show differences in pension coverage for
women and men by age, with a sizable disparity in
coverage between older women and men. Although there
has been a convergence in coverage for all women and
men during the time of the surveys, that trend is uneven
by industry. For example, data on coverage for women
and men in service-producing industries show that
communications and public utilities provide the highest
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Figure 4
Labor force participation rates of women, by age, 1950-90
(workers as a percentage of women in population)
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Figure 5
Labor force participation rates of men, by age, 1950-90
(worlgers as a percentage of men in population)
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Figure 6
Workers in pension plans, by age and sex, 1983
(percentage of all full-time workers)
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Figure 7
Workers in pension plans, by age and sex, 1968
(percentage of all full-time workers)
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rates for both women and men, while construction and
retail trade provide the lowest. Complete convergence has
occurred in pension plan coverage for women and men in
communications; public utilities; and finance, insurance,
and real estate in the 16 years spanned by the surveys.
Coverage rates for women and men in transportation,
services, and retail trade have moved closer together, but
had not completely converged in 1988. Very little
progress has been made in the wholesale trade industry.

In the goods-producing industries, fewer than 200,000
women were covered in mining and construction: thus
coverage rates were not developed for women in these
industries in earlier surveys. However, when rates became
available. it appeared that coverage rates were highest for
both women and men in mining and lowest in construction,
with durable and nondurable manufacturing in between.
The phenomenon of convergence of coverage rates
occurred in goods-producing industrics as a whole, with
women achieving even higher rates than men in mining.
However, the gap between pension plan coverage for
women and men did not lessen substantially in nondurable
manufacturing over the 16 year period. (Figures 11-22 at
the end of this chapter give a fuller view of pension
coverage for women and men over a 16 year period.)

Coverage by Occupation
The occupational classification system was changed
beginning in 1983, so data from the 1983 and 1988
surveys are not comparable with data from earlier
surveys. However, it is appareat from the comparison
between pension plan coverage for women and men in the
1983 and 1988 surveys that the coverage gap narrowed in
the 1980°s by occupation as well as by industry.
particularly among craft workers, transportation
equipment workers, and nonfarm laborers. Substantial
gaps in coverage remain between women and men
operatives and sales workers. and are probably linked to
the higher concentration of men in wholesale trade (with
its higher pension plan coverage) and the higher
concentration of women in retail trade and nondurable
goods industries (where pension coverage is lower). The
reason for differences in pension coverage between
women and men in the professional and managerial
occupations is not clear from the survey data.

Job Tenure and Coverage
Men have more tenure on the job than do women. in
general. Figures 11 to 22 in the appendix to this chapter
show a convergence of pension coverage rates for women
and men in the 1988 survey for workers with 5 10 9 years
of tenure in the current job, Between 1983 and 1988 the
Retirement Equity Act and the Tax Retform Act were
passed: it appears that the acts worked together to provide
women and men with identical coverage ratios at 510 9
years of tenure on the current job. Beginning in 1989 the
acts required that participants in pension plans be 100

percent vested after 5 years, or 20 percent vested after 3
years and 20 percent more each year until 100 percent
vesting at the end of 7 years.

If pension coverage can be projected for women and men
based on labor force participation, the pension gap will
continue to narrow as the gap between women's and
men’s fabor force participation narrows.

Pension Rights

Women's pension rights will become evea more important
in the coming years. As women's lifespan continues to
lengthen, many women will be spending more of their
lives as widows or as divorcees. One aspect of private
pension coverage which women should consider is its
disposition in cases of divorce. Although wives' rights
under OASDI are protected by law, private pension rights
for wives are not mandated. However, it should be
remembered that the rights to pension benefits are earned
during a marriage just as wages and salaries are earned,
and should be considered assets of the marriage. Because
they are not legislatively protected, however, they must be
requested by wives ut the time of divorce,

~ STATUS OF ELDER CARE ~
Caregiving for the elderly who cannot take care of
themselves is 4 major concern for families today and,
because of the growing proportion of older people in the
population, it could be a continuing problem into the 21st
century. A detailed description of long-term care of the
elderly has been given by Carol O Shaughnessy and
Richard J. Price in “Financing and Delivery of Long-
Term Care Services for the Elderly.” a Congressional
Rescarch Service publication.¥

Congress has been considering the subject of elder care
for at least 15 years. The increasing numbers of older
people in the population, coupled with the high cost of
nursing homes and other forms of long-term care, have
brought into focus questions about the need for additional
home and community based care and the catastrophic
costs that may accrue to elders because of chronic illness
and disability.

Studics have indicated that between 60 and 80 percent of
the care received by elders is provided by family and
friends, while about 5 percent of the elder population is in
nursing homes.? "Currently (in 1992), 1.5 million elderly
people are residents of nursing homes. For every elderly
person in a nursing home, there are 3 to almost 5 times as
many people with disabilities living in the community
requiring various kinds of care and assistance. Estimates
show that if rates of nursing home use remain the same.
about 3.8 million elderly will 1 ide in nursing homes by
2030. The disabled elderly population living in the
community might include up to 10.1 million people by
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2020 and 14.4 million people by 2040.”"10 Nursing home
care is generally so expensive that public and private
funds are quickly depleted. In 1986 total nursing home
costs of $38.1 billion were pustd using $18.1 billion from
public funds and $20 billion from private resources,
almost all of it directly from the consumer; less than 2
percent was financed by private insurance coverage. The
annual cost in a nursing home is $20,000 to $25,000.

Elder care has implications for women. Women usually
live longer than men, and thus may need to be prepared
financially for a longer time; yet, in general, they have
fewer resources than men have. Caregivers for the frail
elderly are mostly women, so it is usually women who
must balance work and family issues. And while many
women struggle with these two responsibilities, others
leave the labor force to care for elders, which uitimately
makes them less financially able to provide for
themselves at retirement age.

Employer Assistance for Elder Care

Very few employers contribute to a long-term care plan for
their employees. However, human resources managers,
unions, and others in the private sector are trying to help
workers cope with elder care problems. For example,
AT&T. the Communications Workers of America (CWA),
and the International Brotherhood of Electrical Workers
(IBEW) negotiated an agreement in 1989 that set up an
elder care resource and referral service. The contract also
arranged for deductions from earnings of up to $5.000 per
year per employee, which could be placed in a
disbursement account for elder care expenses. Eamings
deposited to these reimbursement accounts are exempt
from Federal and Social Security taxes.

A public-private partnership between the County of Los
Angeles and the Xerox Corporation has established the
Eldercare Resource Network, which provides nationwide
elder care resources and referrals; the County administers
the program. Employers, including the First Interstate
Bank of California, have made arrangements to use the
resource and referral services for elder care for their
employees. Job sharing, home based work. flexible work
schedules, and compressed work weeks have been
adopted to allow caregivers more time at home to care for
an elderly person.

A recent study of 161 cmployers in the southern United
States indicated that 4 percent used an elder care
information and referral service.!! The survey showed
other kinds of services available to employees from their
employers. Fifty-eight percent of the employers surveyed
said they have part-time work options, 56 percent have
extended leaves of absence, 30 percent have flextime
options, and 18 percent contribute to community agencies
that provide services to the clderly. However, only 7
percent have counseling services related to elder care and

'

only 3 percent provide elder care education. The survey
also asked respondents to list obstacles to implementing
an elder care program. Most companies listed cost as an
obstacle, along with the absence of evidence of need.
liability insurance, lack of information about elder care
options. and the belief that the employer should not be
involved in family matters.

With regard to the needs for elder care services from
employers, a survey by The Travelers, a Hartford-based
insurance and financial services firm, found after several
surveys of its employees that (1) 20 percent of its home
office employees age 30 or older provided some kind of
care for an older person, {2) these employees spent as
much as 10 hours a week providing services to an older
person, (3) one-third of employed caregivers had lost time
from work as a consequence of caregiving responsibilities,
and (4) 80 percent expressed a need for more information
about community services, insurance coverage, and

other issues.!2

Women’s Bureau Clearinghouse

The Women's Bureau gathers and disseminates data on
employer assisted elder care programs through its Work
and Family Clearinghouse. This initiative, implemented
in 1989, encourages employers to become advocates for
and providers of dependent care—both elder care

and child care.

For more information on this computerized information
resource, see Chapter 6, Changing Family Structures and
Lifestyles, the section on “Support for Work and Family.™

~ INITIATIVES TO ASSIST
OLDER WORKERS ~

Retirement is being redefined; many workers now think
of retiring from their lifelong careers only to continue
working in another field or in their primary field while
receiving some retirement income. The retirement process
may start well before 60 and end past 70 for many
workers. Some employers have positive attitudes about
older workers, particularly about their work ethic, but
human resource managers have had reservations about
older workers ' adaptability to new technologies and about
health care costs. Early retirement strategies have been
used successfully, particularly by large employers, to
avoid perceived higher costs associated with older
workers and to reduce payrolls in general.

Reentry to the labor force may be difficult for some older
women without recent job experience: special programs
may be needed to integrate them into the labor force. An
example of this kind of program was the Older Worker
Job Fair in Boston in 1988, cosponsored by the
Department of Labor's Employment and Training
Administration (ETA) and othier agencics including the
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Women's Bureau. The job fair provided counseling.
training assessment, and other services to older workers.
(Three percent of ETA funds are earmarked for special
programs at the State level to provide training and jobs for
older workers.)

Over the past decade private-public partnerships have
become an important strategy for training and hiring older
workers. An example is the tecaming up of Northwestern
Lite with the Arca Agency and Adult Administration in
Tucson, Arizona. to recruit and select trainees for the
firm’s processing center. As a result of this partnership,
over 90 percent of the claims processing staff are between
the ages of 50 and 78. Private-university partnerships also
have been effective. IBM promotes second careers for
retirees with technicat skills through the Technical
Academic Career Program it operates in partnership with
a variety of colleges and universities across the country.

Leaders in the private sector-have developed innovative
ways to deal with the needs of retirees. For example. The
Travelers company of Hartford, Connecticut, has set up a
Retiree Job Bank from which it recruits part-time help as
needed. The Polaroid Corporation allows employees to try
retirement before making a decision: employees are
allowed 6 months of unpaid leave to décide whether or
not they want to retire.

~ IMPLICATIONS OF THE AGING
POPULATION FOR YOUNG WORKERS ~

The prominence of members of the baby boom generation
in the labor force—they represented more than half of the
women and men working or looking for work in 1990—
has implications for younger workers. Their labor force
presence in large numbers. coupled with other factors
such as economic setbacks, could affect job opportunities
for younger workers in the years ahead.

Any contraction in the economy makes it more difficult
for younger, unskilled and inexperienced workers to enter
the labor force. This situation occurred in the recessionary
period of 1990-91. “Teenagers. whose participation rate
typically falls during recessions, experienced the largest
drop—1.4 percentage points.”™13

Another way of looking at the difficulties of younger
workers during recessionary periods is to examine annual
average employment changes by sex and age: Figure 8
shows the extent to which younger workers (especially
young men) experienced declines in employment from
1990 to 1991. Part of the change in employment may
result from the aging of the population: there are fewer
workers in the younger classifications to be employed.
Figures 9 and 10 show. in absclute terms, the change in
both population and employment between the 2 years, by

Figure 8
Percentage change in employment, by sex and age, 1990-91
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Figure 9
Population and employment changes for women, by age, 1980-91
{numbers in millions)
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Figure 10
Population and employment changes for men, by age, 1990-91
{numbers in millions)
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age for women and men. The steeper declines in
employment for young women and men than for other age
groups in the population reinforce the position that
cutbacks appear to be harsher for younger workers than
for older, perhaps more experienced, workers.

Kristina J. Shelley, in her July 1992 article in the Monthly
Labor Review, points out that “‘college graduates entering
the labor force during the 1990-2005 period are projected
to encounter increased competition for college-level
jobs.”t4 She notes that the data indicate that “nealy 20
percent of the supply of college graduates who entered the
labor force each year during the 1984-90 period worked
in jobs traditionally not requiring a 4-year college degree
or were unemployed.” Shelley's analysis shows that “this
percentage will increase to 30 percent over the 1990-2005
period, given the assumptions made in preparing the
projections and analyses... .The expected increase in the
number of college graduates, versus fewer college-level
job openings in the future, will have an effect on
opportunities for workers with fewer years of education as
well. The prospect of underemployed college graduates
crowding out others who would normally fill positions
that do not require a college degree means more careful
career planning will be necessary for persons who are not
college graduates.” the article reports.

Research has shown when the 1...nimum wage was raised
in California in 1988, young people tended te end their
schooling and enter the job market.!s It is possible that
with fewer job opportunities for young women and men.
the opposite may occur: young people may continue their
education when the rewards for working are reduced. with
a resulting increase in educational attainment for youth.
Young women may find that education beyond high
school is a viable option in a slow-growth labor market.

A 1981 survey of employer attitudes about employee
benefits has some relevance for older as well as young
workers. The survey revealed that employers “believe the
effect of inflation on retirement income will make people
postpone retirement...(and) will hinder advancement
among younger workers for several years to come.”!¢ The
survey was conducted during a period of hyperinflation:
subsequently, inflationary pressures subsided.
Nonetheless. participation rates for older men did start to
stabilize and continued to do so. Thus, the beliefs that
employers expressed in the survey have actually
materialized.

An article by Ronald E. Kutscher, in the November 1991
issuc of Monthly Labor Review. also speaks to the labor
force participation of men ages 55 and older. Kutscher
points out: “For men in these age groups (55 years and
older) there has been a pronounced decline in labor force
participation rates over the past several decades. This
long-range trend slowed considerably, or even halted for
particular age groups in the latter part of the 1980°s.
When examined scparately for cuch detailed age group.

the projections show little or no change in the labor force
participation rate of men in the 55 and older groups.”!?

This slowing in the early retirement behavior of older
men, as well as the aging of the population and the labor
force, may be translated into even more difficulty for
young women entering the work force, as suggested by
the 1981 survey of employers. However, other factors.
including economic expansion, increased educational
attainment, and specialized skills training can help to
brighten the employment outlook for young workers and
potential workers. ¢
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~ APPENDIX ~

There have been four special supplements to the Current Population Survey: April 1972, May 1979, May 1983, and May
1988. A comparison of data from these supplements is used to trace the recent history of pension experience for women
compared with men over a 16-year span. Figures 11-18 show pension coverage for women and men in nongoods-producing
and goods-producing industries. Figures 19-22 show women and men in pension plans by occupation and job tenure.

Figure 11
Workers in pension plans in nongoods-producing industries. by sex, 1972
(percentage of all full-time workers)
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Figure 12

Workers in pension plans in nongoods-producing industries, by sex. 1979
{percentage of all full-time workers)
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Figure 13
Workers in pension plans in nongoods-producing industries. by sex, 1983
{percentage of all full-time workers)
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Figure 14
Workers in pension plans in nongoods-producing industrigs, by sex, 1988
(percentage of all full-time workers)
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Figure 15
Workers in pension plans in goods-producing industries, by sex, 1972
(percentage of all full-time workers)
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Figure 16
Workers in pension plans in goods-producing industries, by sex, 1979
(percentage of all full-time workers)
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Figure 17
Workers in pension plans in goods-producing industries, by sex, 1983
(percentage of all full-time workers)
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Figure 18
Workers in pension plans in goods-producing industries, by sex, 1988
(percentage of all full-time workers)
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Figure 19
Workers in pension plans, by occupation and by sex, 1983
(percentage of all full-time workers)
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Figure 20
Workers in pension plans, by occupation and by sex, 1988
{percentage of all full-time workers)
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Figure 21
Workers in pension plans, by sex and by years of current job tenure in 1983
{percentage of alt full-time workers)
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Figure 22
Workers in pension plans, by sex and by years of current job tenure in 1988
{percentage of all full-time workers)
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Occupational Safety and Health

Highlights

®  Women have a relatively better work injury record than men but appear to experience
relatively more work-reiated illnesses. according to available information. Homicide is
the leading cause of workplace injury death for women. ‘

¢  What is known about reproductive heaith hazards is far outweighed by what is
not known.

&  Operators of video display terminals have comptiined of or been concerned about
visual disturbances, muscular problems, stress, and adverse pregnancy outcomes.

¢ Workplace illnesses associated with repeated trauma made up nearly 60 percent of the
reported illness cases in 1990, up from 18 percent of such cases in 1980. In 1989
women made up over half of the workers in 8 of the 26 industries with the highest
rates of repeated trauma.

&  Properly fitting personal protective equipment has been a particular problem for
women entering traditionally male jobs such as firefighter. police officer, miner, and
skilled trades worker.

@ Indoor air pollution is a potentially more scrious health problem than outdoor air
" poliution. Women may be more bothered by. affected by. or willing to report indoor
air quality problems.

& Working women report higher levels of psychological strain than working men,
possibly because women are more likely to be in jobs with low control and high
psychological workload.

% The hepatitis B (HBV) and the human immunodeficiency (HIV) viruses are
occupational health hazards taced by health care and other workers. many of whom are
women. In 1991, the Occupational Safety and Health Administration issued a standard
regulating occupational exposure to bloodborne pathogens such as HBV and HIV.
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OCCUPATIONAL SAFETY AND HEALTH

~ JOB-RELATED INJURIES AND

ILLNESSES ~
In 1990 the Nation’s workers reported approximately 6.8
million job-related injuries and illnesses, according to
survey data compiled by the Bureau of Labor Statistics
(BLS).! It is thought that occupational diseases are
underdiagnosed and that many illnesses of occupational
origin are incorrectly ascribed to other causes.

As mandated by the Occupational Safety and Health Act
of 1970, BLS compiles statistics annually from records
that employers are required to maintain. The Bureau
defines occupational injuries and illnesses as follows:

» An occupational injury is one that results from a
work-related event or from a single instantaneous
exposure in the work environment.

« An occupational illness is any abnormal condition or
disorder, other than one resulting from an occupational
injury, caused by exposure to factors associated with
employment. Acute and chronic illnesses or diseases
that may be caused by inhalation, absorption,
ingestion, or direct contact are included.?

In addition to BLS, other sources of statistical information
on occupational illnesses, injuries, and deaths occurring to
women and men are the National Traumatic Occupational
Fatality surveillance project of the National Institute for
Occupational Safety and Health and the National Health
Interview Survey of the Centers for Disease Control.
Further, to acquirc new data and to enhance the body of
knowledge already available on workplace hazards as
well as on injuries and ilinesses, there have been
numerous types of research, investigations, and other
surveillance methodologies undertaken by government
agencies, medical groups, private researchers, unions, and
other organizations. Many of these sources of data and
their findings are cited throughout this chapter.

Bureau of Labor Statistics Study

In 1980 BLS took the first comprehensive ook at female
work-related injuries and illnesses by occupation,
industry, and specific characteristics of the injury.* The
Burcau of Labor Statistics has not done a similar analysis
of more recent data; however, beginning with the 1992
survey year, injury and illness prohl=s of women and
other worker groups will be made possible by a major
redesign of the BLS survey of occupational injuries and
illnesses in private industry.

The data were from reports made to 26 State workers’
compensation agencies and were on cases that either
occurred or were reported in 1977. The data showed that
women have a relatively better work injury record than
men; that a large proportion of the on-the-job injuries
among women occur in traditionally female dominated
occupations; and that the characteristics of occupational
injuries and ilinesses are similar for women and men.

About 21 percent of ali occupational injuries occurred to
women, according to the 1980 BLS study. The largest
percentage of female injury cases were accounted for by
younger workers. Younger women (16 to 34 years old)
had lower injury-to-employment ratios than younger men,
while older women (35 to 64 years) had higher injury-to-
employment ratios than older men.

Work-related injuries among women varied widely by
industry. Manufacturing industries accounted for 30
percent of all injuries to female workers and, among
manufacturing industries with significant numbers of
female work-related injuries, food and kindred products
accounted for the most. The services industry group
accounted for 24 percent of all injuries to femaie workers,
with two-thirds of the injuries occurring in hospitals and
health care facilities.

Occupational injuries occurring among women generally
reflected their concentrations of employment. Two
occupational groups—service workers and operatives,
except transport—accounted for sligntly more than 50
percent of total injuries to women. For women, on-the-job
injuries in one of the most hazardous occupational
groups—crafts and kindred workers—made up only 3
percent of all work injuries, a reflection of women's low
concentration in this group.

Work-related injuries to women were generally similar to
those affecting men, although the sources of the injuries
(such as working surfaces) varied markedly for the two
groups, reflecting the different work environments.
Sprains and strains accounted for more than one-third of
the injuries occurring to women. Similar types of
accidents caused injuries to women and men.

Ilnesses peculiar to a particular occupa'tion were a greater
problem for women than men, the 1980 study found.
Sixty-six percent of the occupational illnesses of
women—compared with 59 percent of men’s—occurred
in the categories of inflammation and irritation of joints.
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tendons, and muscles; dermatitis; and systemic poisoning.
Infective or parasitic diseases, mental disorders, and
effects of changes in atmospheric pressure (affecting
mainly flight attendants) were other significant categories
for women. Women appeared to be more prone than men
to inflammation of joints, tendons, and muscles,
particularly associated with the repetitive movements of
assembly-type activities.

Problems associated with repetitive motion were known
to the Women's Bureau as far back as 1921. In its 1921
annual report, the Bureau stated:

Women are very generally employed on processes
involving the constant repetition, at high speed and
under great tension, of one or more motions. An
example of the result of continued activity in this kind
of work is found in industries such as cigarette making,
whiere girls who are packing cigarettes sometimes
become afflicted with a sort of palsy, a jerking or
rhythmic motion of their bodies, which follows the
movements their hands and arms make while
performing their work.

National Traumatic Occupational Fatality
Surveillance Project

The National Traumatic Occupational Fatality (NTOF)
surveillance project of the Division of Safety Research.
National Institute for Occupational Safety and Health
(NIOSH), gathers data on workplace deaths. Data from
the NTOF indicate that homicide was the third leading
cause of occupational injury death during the period 1980
through 1988, accounting for 10 percent of all
occupational injury fatalities. Homicide was the leading
cause of workplace injury death for females, accounting
for 40 percent. It should be noted, however, that men
experience higher rates (per 100,000 workers) of
occupational homicide in every age group reported.’

Part of the reascn that a greater proportion of men than
women die from injuries at work is that men are
employed in more hazardous jobs: however, other factors
contribute to women's lower rates of traumatic
occupational fatalities.o

An examination of female homicides in U.S. workplaces
during the period 1980-1985 revealed that 41 percent of
the victims were employed in retail trade and 71 percent
were employed in four occupational categories—sales
personnel (19 percent); clerical workers (18 percent):
service employees, including public safety employees (18
percent): and executives/managers/ administrators,
including many self-employed women (16 percent). A
woman's risk of homicide increased if she was a
supervisor. Those who were managers most commonly
managed restaurants, apartment complexes, or retail
establishments. Forty-six percent of the female homicide
victims were 20) to 34 years old. The highest homicide

rate was among working women 65 years of age and
older, and black women were more likely to be killed than
whites. Sixty-four percent of female homicide victims
died from gunshot wounds. The workplace homicide rate
for women is approximately 5 percent of the general
homicide rate for U.S. women.?

National Health Interview Survey

The National Health Interview Survey (NHIS) of the
National Center for Health Statistics, Centers for Disease
Control, is another source of information on occupational
injuries to women. In 1991, NCHS examined the
influence of sociodemographic risk factors on nonfatal
injury rates among working adults 18 through 64 years
old, regardless of their association with the workplace or
employer-based reporting systems.? The study found that:

* Overall, approximately 1 in 4 working adults each year
had an injury requiring medical attention or restricted
activity.

+ Overall, injury rates were higher among the younger
male, lower income, and white populations.

» Overall, in the age group 18 to 44, men had a
significantly higher reported injury rate (33 per 100
person years) than women (25.3): however, among
workers aged 45 through 64, there was no difference
between the injury rates of men and women.

» Overall, black women of both age groups (18 to 44 and
45 to 64) had lower injury rates than white women of
the same age groups.

* At-work injury rates were higher among the younger,
male, and lower income groups. The rate for women
was 5.73 per 100 currently employed persons per year;
the rate for men was 12.71.

The researchers used 1983-87 data from NHIS. a
continuing nationwide sample survey using personal
household interviews. For purposes of NHIS, NCHS uses
a modified version of nature of injury codes 800 through
999 in the International Classification of Diseases.® In
NHIS, an event cannot be classified as an injury episode
unless medical treatment was sought or there was at least
one-half day of restricted activity. The survey groups
injuries into the following four ¢lasses, which are not
mutually exclusive—moving motor-vehicle injuries,
accidents occurring while at work, accidents occurring in
or adjacent to the homne, and other accidents. Accidents
occurring while at work accounted for more than one-
third of all injuries occurring to working persons.
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~ LEGAL PROTECTION AGAINST

HEALTH HAZARDS ~
The Occupational Safety and Health Act of 1970 is the
major legal vehicle that seeks to ensure the occupational
safety and health of U.S. working women and men. In
general, the act covers all employers and their employees
in the 50 States, the District of Columbia, Puerto Rico.
and all territories under Federal Government jurisdiction.
It does not cover self-employed persons, farms at which
only immediate members of the farm employer’s family
are employed. public sector employees, and workplaces
already protected by other Federal agencies under other
Federal laws. The law is enforced by the Occupational
Safety and Health Administration (OSHA) of the U.S.
Department of Labor.

Under the “general duty clause”™ of the act, each employer
must provide a workplace free from recognized hazaras
that are causing or are likely to cause death or serious
physical harm. The law authorizes OSHA to develop and
enforce mandatory job safety and health standards. The
general duty clause protects workers against workplace
hazards not regulated by a specific standard. OSHA also
seeks to meet its responsibilities by financing free
consultation assistance to employers to help them establish
and maintain a safe and healthful workplace. Such
consultation can include help in identifying and correcting
specific hazards and in developing and implementing
effective workplace safety and health programs.

The act also established the National Institute for
Occupational Safety and Health (NIOSH) in the
Department of Health and Hurnan Services. NIOSH is set
up to conduct (directly or by grants or contracts) research.
experiments, and demonstrations relating to occupational
safety and health: to conduct such research and
experimental programs as it determines are necessary for
the development of criteria for new and improved
occupational safety and health standards: to make
recommendations concerning new or improved
occupational safety and health standards: and to make
inspections and question employers and employees.

1n 1972. NIOSH issued regulations (amended in 1980)
that set out the procedures for employers or authorized
representatives of employees to use in requesting “health
hazard evaluations.” A health hazard evaluation is the
investigation and the determination of potentially toxic or
hazardous effects of (a) any substance normally used or
found in any place of employment to which the
Occupational Safety and Health Act is applicable or (b)
any substance or physical agent normally used or found in
any place of cmployment to which the Federal Mine
Safety and Health Act of 1977 is applicable. After the
investigation, NIOSH makes a determination concerning
the potentially toxic or hazardous effects of each
substance or physical agent investigated and mails a copy
of the determination to the employer. to the authorized

representatives of employees, to the Department of Labor,
and to the appropriate State agency.

~ OCCUPATIONAL SAFETY AND HEALTH
HAZARDS OF PARTICULAR CONCERN
TO WOMEN WORKERS ~

Reproductive hazards, the health complaints of video
display terminal operators, repetitive motion injuries,
improperly fitting personal protective equipment, indoor
air pollution, stress. and occupational exposure to
bloodborne pathogens were some of the occupational

safety and health issues of concern to women workers
during the 1980's.'0

Reproductive Hazards

During the last two decades, reproductive hazards to
working men and women have been addressed by the
executive. legislative, and judicial branches of the U.S.
Government; American Medical Association (AMAY;
American College of Obstetricians and Gynecologists
(ACOG); researchers outside government: unions; and
nongovernment organizations. During that time there has
been some regulatory activity to address workplace
reproductive hazards, but there is still much that is not
known about these hazards.

In 1975 the Department of Health, Education, and
Welfare (HEW) issued a report and recommendations on
the occupational health problems of pregnant women.

In September 1977, HEW issued “Guidelines on
Pregnancy and Work™!! prepared by the ACOG under a
contract with NIOSH. The primary objective of the
project was the preparation and publication of guidelines
designed to help the practicing obstetrician assemble and
interpret the information necessary for appropriate clinical
recommendations to pregnant workers.

In 1984 the Council on Scientific Affairs. Division of
Scientific Activities. AMA. issued a report on the “Effects
of Pregnancy on Work Performance.™!2 The report found
that the impact of pregnancy on a worker's ability to
perform her job had only recently become an area
considered suitable for scientific inquiry. It also found
that the advice of generations of physicians regarding
work during pregnancy had historically been more the
result of social and cultural beliefs about the naturc of
pregnancy than of documented medical experience with
pregnancy and work. The council concluded that the
determination that a pregnant employee can or cannot
work a particular job should be made on a case-by-case
basis and that the pregnant employee should be able, in
most cases. to continue productive work until the onset of
labor. It issucd guidelines showing the period of time that
healthy employees with normal. uncomplicated
pregnancies should be able to perform specific tasks
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without undue difficulty or risk to the pregnancy. Finally,
it recommended that the AMA

» Continue to endorse the “Guidelines on Pregnancy and
Work” from ACOG and NIOSH;

+ Continue to encourage, sponsor, and participate in
research to document the physical and emotional impact
of pregnancy on women and their ability to work;

* Encourage physicians to remain aware of potential
discrepancies between cultural beliefs, myths, and
taboos about pregnancy and scientific data; and

* Remind physicians of the ever-present need to adapt
recommendations on pregnancy to each pregnant
woman individually.

In 1985 in response to a request from the Committee on
Science and Technology of the U. S. Congress, the
Congress” Office of Technology Assessment (OTA)
issued a report on current knowledge of hazards and
suspected hazards to the reproductive health of American
workers.!? OTA concluded that

* What was known about reproductive health hazards
was far outweighed by what was unknown:

» There were no reliable estimates of the basic measures
of reproductive risk in the workplace—the number of
workers exposed to such hazards, their levels of
exposure, and the toxicity of the agents to which they
were exposed;

» Because of the unknowns, the management of
uncertainty was the central issue in the protection of

~ the reproductive health and procreative capacity of
working men and women;

* A number of hazardous agents have been associated in
varying degrees with impairment of male and female
reproductive function and the health of the developing
embryoffetus;

+ While policymakers and employers may never have
complete information regarding the full extent of
reproductive dysfunction and its causes, they must
attempt to provide as safe a workplace as is feasible; and

+ If protective measures fail and workers are harmed,
compensation becomes the issue.

NIOSH considers work-related reproductive impairment
one of the 10 leading work-related diseases and injuries.

NIOSH turned its attention to reproductive hazards in the
workplace in the mid-1970’s. NIOSH reproductive
research intensified in 1977 when the agency was notified
of infertility among men exposed to the pesticide
dibromochloropropane.'# This and the agency’s
increasing recognition of environmental influences on
reproductive health led NIOSH to undertake its first
initiative on reproductive hazards in the workplace.

The goals of NIOSH in male and female reproductive
research are

» To establish background rates for adverse reproductive
outcomes;

* To identify workers with abnormal reproductive
experience and determine the cause; and

» To identify potential reproductive hazards in the
workplace and design environmental controls.

NIOSH Studies
Human reproductive research at NIOSH consists of
surveillance studies, descriptive studies, and
epidemiologic studies.

Descriptive studies are conducted as part of the health
hazard evaluation (HHE) program of NIOSH. Although
the percentage of HHE requests concerning reproductive
issues has been small, the number of such requests grew
during 1980-87. Most of the investigations were prompted
by clusters of adverse reproductive outcomes.

During the last 13 years, NIOSH has completed 7
epidemiologic studies of pregnancy outcomes. The study
populations in 2 of the studies were women workers; in 4,
wives of workers; and in 1, community residents. The
substances to which workers had been exposed were vinyl
chloride, PCB’s, uranium, lead, carbon disulfide, and
cytotoxic drugs. In addition, studies of wives of dioxin
workers, female flight attendants, and female video
display terminal operators are in progress.

In 1988 in an effort to improve its system for prioritizing
reprductive research projects, NIOSH began to develop a
system for identifying chemicals that should be studied in
humans. In May 1991, NIOSH issued a revised version of
Reproductive Hazards in the Workplace, Selected
References, first issued in April 1990. The document was
assembled in response to an increasing number of
requests for information about reproductive hazards in

the workplace.

Congressional Testimony
In October 1991 the Committee on Governmental Affairs
of the U.S. Senate held a hearing on Federal regulation of
reproductive hazards. The hearing addressed the actions
taken by the Consumer Product Safety Commission
(CPSC), the Food and Drug Administration (FDA), the
Occupational Safety and Health Administration (OSHA),
and the Environmental Protection Agency (EPA) to
identify and regulate exposures to environmental
contaminants hazardous to reproductive health. In
opening the hearing, the Committee Chairman, Senator
John Glenn, stated that in 1988, 250,000 to 300,000
children were born with birth defects and more than
500,000 women experienced a miscarriage or stillbirth.

Some significant points made by tne General Accounting
Office (GAO) in its testimony wete that:
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* Most exposures are hard to measure and most
outcomes are not easily linked directly to an
environmental agent,

¢ Only 3 percent of human reproductive and
developmental disease could be directly attributed to
environmental chemicals at that time,

¢ Several hundred toxicants have been found to produce
adverse reproductive effects in one or more
experimental animals, but because no single animal
species is a perfect predictor for effects in humans. it has
been difficult to develop a protocol to identify which
toxicants should be considered potential human hazards.

* 37 percent of the experts GAO surveyed predicted that
between 10 and 25 percent of human reproductive and
developmental disease would be found to have an
environmental origin; another 37 percent predicted a
higher proportion would be environmentally caused.

 The lack of toxicity test information for most
chemicals in commerce represents a major obstacle to
regulatory consideration of reproductive and
developmental hazards.

* No Federal agency is required to publish a list of
known human reproductive toxicants and no
authoritative listing is available for these diseases,

* GAO identificd environmental chemicals that it felt
were best known and most widely acknowledged as
causes of reproductive or developmental disease: They
are alcohol: arsenic: cadmium; carbon disulfide:
carbon monoxide: chlordecone: chloroprenc; DDT:
DBCP; DES: ethylene dibromide: EGEE; EGME:
ethylene oxide: gossypol: hexachlorobenzene: lead:
lithium: mercury; mirex: nicotine: PBB"s: PCB"s:
2.4.5-T: TCDD; tobacco smoke: toluene: vinyl
chloride: Vitamin A: and warfarin.

* All but one of the 30 chemicals GAO identified were
covered by one or more major regulatory actions.
three-fourths of which were taken since 1980,

* Several of the 30 chemicals break down very slowly
and as a consequence persist for long periods of time
in the environment—as an example from before birth.
transplacentaily. through breastfeeding, and
throughout life.

* A number of indicators, taken together, suggest that
the set of major regulations in place against the 30
chemicals are insufficiently protective against
reproductive and developmental disease.

Donald R. Mattison, Dean of the Graduate School of
Public Health at the University of Pittsburgh. testificd that
the GAO report was the first critical analysis of the topic
of reproductive and developmental risks and represented
the beginning of public discussion concerning such risks.
It is estimated that there are 90,000 chemicals in
commerce in the United States. of which approximately
4.000 have been tested for reproductive and/or
developmental toxicity in experimental animals. 1t is
important to evaluate and regulate reproductive and
developmental toxicants separately. Reproductive
toxicants impair male or female fecundity and are

‘

reflected by diminished or absent fertility. Developmental
toxicants impair the structural or functional integrity of
the developing embryo or fetus. Of the approximately
4.000 chemicals tested, as many as one-third may be
developmental toxicants in experimental animals. Studies
that have explored the relevance of animal testing for
developmental toxicants suggest that they are relevant for
human hazard identification.

Others who testified at the hearing indicated that of more
than 104.000 substances contained in the Registry of
Toxic Effects of Chemical Substances maintained by the
NIOSH, only 5 percent have any information on
reproductive toxicity. 1

OSHA Initiatives
Lack of information makes it impossible for OSHA 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. OSHA
addresses reproductive and other workplace hazards by
setting permissible exposure limits (PEL's). issuing
standards or guidelines. and funding education and
training programs,

OSHA's primary regulatory strategy to deal with health
risks. including reproductive risks. is to set permissible
exposure limits at levels that ensure that no employee
faces significant risk of adverse health effects. OSHA has
established PEL s for more than 600 air contaminants.
These PEL's were updated in 1989, and reproductive
health effects, where appropriate, were considered.
Additional strategies used by OSHA are contained in the
comprehensive OSHA standards for 25 toxic substances.
including such reproductive hazards as lead (1978).
DBCP (1978). ethylene oxide (1984). and vinyl chloride
(1974). These strategies include initial and periodic
exposure monitoring: medical surveillance for exposed
employees: medical removal protection; protective
clothing requirements: administrative controls such as job
rotation and job enlargement: short-term excursion limits:
and employee information and training.

In addition to existing standards. OSHA has issued
Notices of Proposed Rulemaking 1o set comprehensive
standards for cadmium and 1.3 butadiene. both of which
are reproductive hazards. It has also begun rulemaking on
a comprehensive standard for four glycol ethers that are
known reproductive hazards.

Two other rules that OSHA uses to protect workers from
reproductive and other hazards are the Hazard
Communication Standard and the ri:le on Access to
Employce Exposure and Medical Records. The Hazard
Communication rule was issued in 1983 and became
effective for all employers in 1987, This generic standard
applies to as many as 575,000 chemical products,
including those that cause adverse reproductive health
effects. The standard requires chemical manutacturers and
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importers to determine the hazards of the chemicals they
manufacture or import and to communicate the hazard
information and associated protective measures t0
customers through labels and material safety data sheets
(MSDS). The standard also requires employers to
communicate to their employees information about the
hazards of the chemicals they are exposed to at work.

Another way OSHA addresses reproductive hazards is
through informational guidelines. In 1986, OSHA issued
guidelines for controlling exposure to antineoplastic
drugs, which are used primarily to treat cancer patients. A
number of these drugs have been found to cause
chromosomal damage as well as sterility in the patients
who are being treated with them. The guidelines describe
the hazards of these drugs to health care workers and
suggest work practice techniques for reducing these
hazards.

in the past 15 years, 21 organizations that have received
training grant funds from OSHA have produced training
courses, educational curricula, or other informational
material dealing with reproductive hazards. This
information is available to the public through OSHA's
Office of Training and Education in Des Plaines, Illinois.

Employer Policies
Some employers have adopted policies or practices that
exclude women of childbearing capacity and pregnant
women from jobs involving potential exposure to certain
toxic substances because of possible damage to the fetus.

In a 1985 report on reproductive health hazards in the
workplace, the Office of Technology Assessment of the
U.S. Congress stated that at least 15 of the Fortune 500
companies, as well as numerous hospitals, were reported to
exclude fertile and/or pregnant women from some jobs.16

A 1985 survey of 114 organizations found that 8
organizations either prohibited pregnant women from
performing certain jobs or severely limited their job duties
during pregnancy because of fetal protection concerns. Six
of the eight facilities were health care institutions that barred
pregnant women from their radiology department. The other
two were manufacturers who prohibited pregnant women
from working with or around hazardous chemicals."

A 1987 survey of chemical and electronics manufacturing
industries in Massachusetts found that nearly 20 percent of
responding companies excluded certain classes of workers
from substances, work areas, or occupations on the basis
of reproductive health concerns.!$ Male-intensive firms -
were more likely than female-intensive firms to restrict all
women; firms that restricted women in broa classes (all
women) were more likely to be male-intensive: and firms
were more likely to restrict only pregnant womcit o
women trying to conceive if they were female-intensive or
evenly proportioned.

An attempt by a union in the late 1970’s to use the
Occupational Safety and Health Act to oppose such a “fetal
protection policy” was unsuccessful.'? The employer’s
policy excluded women aged 16 to 50 from production jobs
in the employer’s lead pigments department unless the
women had been surgically sterilized.

Employer policies on reproductive hazards directed only at
women have also been challenged using Title V11 of the
Civil Rights Act of 1964, as amended, which prohibits sex
discrimination in employment. Title V11 is enforced by the
Equal Employment Opportunity Commission (EEOC).

In October 1988, EEOC issued guidance for its
compliance officers to use in analyzing cases in which
employers had limited women’s employment
opportunities by implementing sex-based policies alleged
to protect against the risk of harm to employees’ offspring
from reproductive or fetal hazards. The Commission took
the position that employers were prohibited from
establishing policies that excluded from the workplace
members of one sex but not the other because of 2
reproductive or fetal hazard, unless the policy could be
justified by reputable objective evidence of an essentially
scientific nature. An employer’s reproductive or fetal
protection policy had to be neutrally designed to protect
all employees’ offspring from hazards in the workplace.
Where substantial evid: .ce existed that the risk of harm
to employees’ offspring took place only through the
exposure of one sex, an employer could exclude
employees of that sex from the workplace, but only to the
extent necessary to protect the offspring. The Commission
took tiv position that exclusion of ali women of
childbearing age could not be justified; that excluding all
women of childbearing capacity was probably overly
inclusive: and that any exclusion should be limited to
those women in the vulnerable stages of pregnancy.

In fiscal year 1990, EEOC filed a lawsuit against
Chevron U.S.A. alleging that the company violated Title
VI of the Civil Rights Act of 1964, as amended, by
maintaining a fetal protection policy that applied only to
female employees.

The respondents to a 1990 poll on employment
discrimination were ailmost evenly divided on corporate
fetal protection policies. Forty-eight percent agreed and
47 percent disagreed that such policies should “prohibit
all women able to bear children from holding jobs that are
potentially hazardous to any fetus they may conceive.™?

The issue was dealt with by the U.S. Supreme Court in
March 1991 after a scrics of challenges in lower courts. In
United Auto Workers v. Johnson Controls. Inc. the Court
ruled that the company’s “fetal protection policy™
constituted illegal sex discrimination: that is, the policy of
excluding all women, vxcept those whose infertility was
specifically documented, from jobs involving potentially
dangerous lead exposure could not be defended under the
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Pregnancy Discrimination Act.2! In 1991, EEOC issued
policy guidance analyzing the decision and its effect on
Commission investigations.

After the decision, representatives of the American Civil
Liberties Union (ACLU}. the United Auto Workers. and
the Natural Resources Defense Councif met with officials
of OSHA and EPA to discuss how to carry out their role of
protecting women and men from reproductive hazards.=

Video Display Terminal Operators’

Health Complaints

During the 1980°s there was a great deal of public
attention directed at complaints and concerns of workers
using video display terminals (VDT's). These complaints
and concems include visual disturbances. muscular
problems. stress, and adverse pregnancy outcomes.

Visual Disturbances
Research findings indicate that VDT operators. as o group.
suffer from a high incidence of visual disturbances. These
may include visual fatigue. visual irritation. headache,
blurred or double vision. flickering sensations. and itching
and burning eyes. Almost all types of VDT work activity
produce higher levels of visual complaints than traditional
office work that is also visually demanding .2*

The effect of VDT operation on vision has been studied
by the National Academy of Sciences (NAS)™: NIOSH-=*
Dr. Arthur Frank. then with the Mt. Sinai School of
Medicine20: and the State of Massachusetts.s” None of
these studies found an association between VDT use and
¢ye abnormalities. but the NAS and NIOSH studies did
find an association between visual symptoms and the
characteristics of the workplace. the equipment. and the
design of the jobs.

The American Optometric Asseciation urges workers who
use video display terminals to undergo annual eye
examinations. The association has devetoped recommended
components of a vision exanunation for video display
terminal operators. It has also issued a brochure called V DT
U ser's Guide to Better Vision that describes common
vision problems affecting VDT operators and makes
recommendations for minimizing thein.

Muscular Problems
Almost all tpes of VDT work produce more muscular
complaints than other types of traditional office work
{see section on repetitive motion injuries for a description
ot disorders of the musculoskeletal system). They vary
with the type of VDT work activity and are of a diverse
nature affecting the neck. shoutders, back, hands. and
fingers.”™ Some workers have sued computer equipment
manufacturers in conneetion with repetitive strain
mjuries they sustained while using the manntachuers’
computer products,™

NIOSH has conducted or sponsored several studies
specific to musculoskeletal strains in VDT workers. The
studies showed that not only did good ergonomic design
lead to reduced health complaints but it also led to
increased productivity.

The muscular complaints of VDT operators may be
alleviated not only by actions taken by NIOSH and OSHA
(see section on repetitive motion injuries) but also by the
actions of unions, trade associations, and keyboard
manufacturers. Kevboard manufacturers are reportedly
working on new keyboard designs, Among unions which
have addressed the health complaints of VDT operators
are the Communications Workers of America (CWA). The
Newspaper Guild (TNG). und the American Federation of
State, County and Municipal Employees (AFSCME).

A survey by CWA indicated that VDT working
conditions were of increasing concern and were
causing/promoting an increased number of visuat,
musculoskeletal, and job stress symptoms among the
union’s members. The most widespread problems among
CWA-represented workers have been in
telecommunications locations. especially directory
assistance offices. Some CWA-represented typesetters
and public sector office workers are also experiencing
problems. Through development and dissemination of
educational materials. sponsorship and conduct of
«cientific research. and negotiation of protective
collective bargaining language. CWA has improved VDT
working conditions and minimized/eliminated related
member health symptoms.

In 1088 the U.S. Department of Labor and the Mountain
States Telephone and Telegraph Company (now Known as
US West Communications) entered into an agreement
whereby the company agreed to take certain measures
dealing with ergonomics. The company agreed to provide
ergonomies instruction and training to all new directory
assistance operators at its tacilities in Lukewood and
Denver. Colorado: to maintain a Quality of Work Lite
Committee to address. among other things, employee
concerns related to ergonomics: and to designate an
Ergonomics Coordinator tfor wll US West Communications’
directory assistance facilities in its 14-State region.

The Newspaper Guild has issued publications (for
esample., Humanizing the VDT Workplace. a Health
Muanual for Local Officers and Stewards and Repetitive
Stram Injury) and a videotape, and has developed a
<eminar on the causes. effects, and prevention of repetitive
strain injury. Representatives of TNG, CW A, and other
unions are members of an American National Standards
Institute committee drawing up a recommendatory
standard on cumutative trauma disorders (CTD's). The
American Federation of State. County and Municipal
Employees has issued The ABCs of VDT s acbooklet to
assist AFSCME members and staft in solving the health
problems that ha e accomipanied the use of VDT s
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In 1991 the American Newspaper Publishers Association
(ANPA), under the leadership of its president and chief
executive officer Cathleen Black, issued a workplace
update on dealing with CTD"s. The update mentioned that
in recent years the newspaper business, like other U.S.
industries, had experienced an increase in the incidence of
CTD's. It recommended that newspaper management
establish a program to educate workers, identify
symptoms and problems related to CTD's, and
recommend that employees who have symptoms seek
medical advice. The ANPA has issued a grant to the
University of lowa’s College of Medicine to evaluate
early detection of CTD in the newspaper industry.

Adverse Pregnancy Outcemes
Clusters of adverse pregnancy outcomes among VDT
operators have raised concerns about whether there are
reproductive hazards associated with VDT work. Factors
suggested as possible causes to explain the clusters
include radiation, stress, and ergonomic factors. !

Most epidemiological analyses of the use of VDT's and
pregnancy outcome had equivocal results or found no
effects. Two studies found a significantly increased risk of
spontaneous abortion among women who used VDT's more
than 15 hours per week or more than 20 hours per week.*:

In a study of pregnancy outcome among 1,583 women whe
attended three Kaiser Permanente Obstetrics and
Gynecology clinics in Northern California in 1981 and
1982, researchers found a significantly elevated risk of
miscarriage for working women who reported using the
VDT’s for more than 20 hours per week during the first
trimester of pregnancy compared with other working
women who reported not using VDT's. According to the
researchers. their “case control study provides the first
epidemiological evidence based on substantial numbers of
pregnant VDT operators to suggest that high usage of
VDT’s may increase the risk of miscarriage.”™ They said
that the implication of this finding was as yet unknown,
that no biological mechanism had been postulated, and that
their data suggested the need for further investigations.*?

In Montreal. Canada, between 1982 and 1984, interviews
were conducted with 51,885 women who had just given
birth and 4,127 women who were treated for spontancous
abortion for a study of occupational factors in pregnancy.
The interviews gathered information on employment,
including whether the job required the regular use of a
VDT and. if so, for how many hours per week. The
researchers found an association between the use of
VDT’s and spontancous abortion, after allowing for seven
confounding variables: however, they felt that this was
probably due to recall bias.

Between 1987 and 1990, NIOSH conducted a study to
determine whether electromagnetic ficlds emitted by
VDT's are associated with an increased risk of

spontaneous abortion. The study compared female
telephone operators who used VDT's at work with
operators who did not use VDT’s. The researchers
determined the number of hours of VDT use per week and
measured electromagnetic fields at VDT workstations and
at workstations without VDT's. The study found no
excess risk of spontaneous abortion among women who
used VDT's during the first trimester of pregnancy.*S

Research on whether there is an association between VDT
usc and adverse pregnancy outcomes continues. The
National Institute of Child Health and Human
Development is sponsoring the first prospective
epidemiological study of whether VDT’s pose any risk to
early pregnancy. The study began in 1989 and is to be
completed in 1993. Unlike the NIOSH study:, this study
by the Mt. Sinai School of Medicine will examine the
possible effect of stress.

Stress
Studies by NIOSH indicate that both clerical VDT
operators and professionals using VDT's report higher
levels of anxiety, depression, tension, and mental fatigue
than nonoperators.36

Michael J. Smith. formerly of NIOSH. has written about-
“emotional and psychosocial disturbances™ reported by
VDT operators. He divides the former into mood
disturbances and psychosomatic symptoms. The mood

disturbances include anger. frustration, irritability. anxiety.

and depression. The psychosomatic disorders include
gastrointestinal disturbances, muscle and psychic tension.
heart palpitations, and frequent sweating. The psychosocial
disturbances are physical and psychological complaints
related to work load, work pace, and supervision style. The
symptorms vary by the type of VDT activity.

According to Smith, physical and psychological job
demands influence the type. severity, and frequency of
VDT operator health complaints. He says that fast-paced
work, lack of control, and deadline pressures are more
prevalent in some types of VDT work than others. These
factors have been shown to be related to many of the
health complaints reported by VDT operators and could
be linked to health disorders.

Organizational factors that have been linked to health
complaiats include fack of worker participation in VDT
implementation, inadequate employce training, job security
issues such as downgrading. and employee monitoring.*?

In a 1985 report on office automation, OTA described the
following working conditions as likely to produce stress
responses in automated offices.

« Electronic monitoring for purposes of supervision or
feedback (different from traditional work monitoring
in that it is continuous rather than intermittent);
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+ ligher expectations of speed on the part of the worker,
feading to anxicty and dissatisfaction when delays occur:

+ The shifting of decisionmaking from individuals to the
computer, leading to boredom and job dissatisfaction;

o The abstraction of work (the movement from the
manipulation of physical objects to mental activities).
leading to a sense of removai from the work process:

+ Problems with the human-computer dialog. such as
when the computer uses concepts and phrases that do
not match the operator's task vocabulary: and

« Social isolation from colleagues because more and
more of the day is spent at a computer terminal.

One source of stress among VDT operators is electronic
monitoring. In 1987, OTA estimated that around 6 million
office workers had part or alf of their work evaluation
based on computer-generated statistics.™ In 1990, 9 to 5.
Waorking Women Education Fund, estimated that 10
miltion workers arc evaluated by computer based work
monitoring.* OTA expects the number of monitored
workers to grow as computers are used in more office
jobs: in 1987, OTA cstimated that by 1990 there would be
one computer terminal for every three workers in the
United States.*¢

Word processors, data entry clerks, telephone operators,
customer service workers. telemarketing sales workers,
insurance claims clerks, mail clerks, and bank proof
clerks were some of the office workers subject to
electronic work monitoring. according to OTA's 1987
report The Electronic Supervisor.

In 1987. OTA found that there had been little research
attempting to draw a direct link between electronic
monitoring and stress, although a number of authors had
noted the likelihood of a link; however, several surveys
had found a higher incidence of stress among people in
monitored jobs. For example. a 1984 National Survey of
Waomen and Stress by 9 to 5. Natronal Association of
Working Women. found that 49 percent of the monitored
respondents rated their jobs as “very stressful.” compared
with 30 pereent of nonmonitored women. 3!

A 1990 survey of more than 800 adults commissioned by
the National Luw Jowrnal and the legal information
service Lexis found that 82 percent of those polled said
employers should not be allowed to secretly monitor job
performance, external communications, and activities
outside the workplace.

Both government and nengovernment organizations ire
seeking to address the stress effects of electronic
monitoring.

In 1987 the AFL-CIOQ Exccutive Council passed a
resolution declaring that electronic surveillance invades
workers' privacy, erodes their sense of dignity, and
{rustrates their efforts to do high-quality work. The AFL.-
CIO favors collective bargaining as a means of preventing

the punitive and oppressive use of clectronic surveillance
and monitoring and pledged to work for legislative
measures to curb abuses.*?

Both 9 to 5 and the Service Employees International
Union (SELU) have developed standards to end
monitoring abuses. The standards deal with employces®
right to know that they are being monitored and how:
their right to procedures to appeal unfairly or incorrectly
coliected data: their rights with regard to the nature and
use of the performance data: and their right to input on
productivity standards.*

A 1989 study found that electronically monitored
telephonc company workers reported more boredom, high
tension, extreme anxiety, depression, anger. and severe
fatiguc than nonmonitored workers.*s Monitored workers
also reported more musculoskeletal problems (wrist, arm,
shoulder. neck. and back problems) and headaches than
nonmonitored workers. The researchers cautioned that the
results of the study must be used with caution because of
the low response rate.

In 1991, NIOSH initiated a controlled laboratory study to
examine the stress effects of electronic performance
monitoring (EPM) work management among data
processors. That experiment will be followed by
faboratory and field evaluations of stress reduction
strategies in EPM work management 36

Congressional interest in privacy for workers has been
expressed in bills introduced in cach session of Congress
since 1987, although none has been enacted. These
legislative proposals would set conditions on electronic
monitoring in the workplace and provide employees with
a “right to know" when and under what conditions
monitoring would take place.

Another potential source of stress among VDT operators
is computer pacing. One occupation that is subject to
computer pacing is that of directory assistance operator,
The cycle time between telephone calls is controlled by a
computer, not by the operator.4?

Actions To Deal With Complaints and Concerns
Government. nongovernme nt, and individual actions to
deal with complaints and concerns associated with VDT
ese include research: congressional hearings: collective
bargaining and initiatives by organizations representing
employees: initiatives by standard setting organizations.
professional and trade associations, and individual
employers: recommendations: fegislation, regulations, or
guidelines: and lawsuits.

NIOSH has been investigating health complaints by VDT
operators since 19754 In 1984 congressional testimony,
NIOSH director J. Donald Millar recommended general
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guidclines on workstation design. illumination, work
rcgimens, and vision testing.

In the carly and mid-1980°s, the AFL-CIO adopted
resolutions on VIT's, and the Newspaper Guild and
Communications Workers of America issued publications
aimed at helping identify and climinate or reduce VDT-
relaicd health and safety problems. In 1985, 9 to 5,
National Association of Working Women, launched a
nationwidce education and actior. campaign on “VDT risks
to women.”

In 1988 the American National Standards Institute issued
a standard for human factors engineering of visual display
terminal workstations, developed by the Human Factors
Society. In 1990, a committee of the Institute of Electrical
and Electronic Engineers (IEEE) began work on a
standard procedure for mcasuring the nonionizing
clectromagnetic fields created by VDT s %

The year 1985 saw the formation of the Center for Office
Technology. a national coalition of employers,
manutacturers, and associations “interested in promoting
effective use of oftice technology.™ The center has
prepired a wide variety of materials on VDT's, including
a self-guiding training program for managers to train
employees, videotapes. abstracts of studics by scientists
and health cxperts. and brochures. 1BM. Bell Telephone
Laboratorics, Inc., Actna Life and Casualty, the Los
Angeles Times, and the Computer and Business
Equipment Manufacturers Association (CBEMA) arc
among employcrs and trade associations that have
addressed VDT -related issues.

Sevcral States and localities have introduced or passed
legislation, or have issucd purchasing requirements or
rcgulations or guidelines dealing with VDT's. In
Connecticut and Maine laws passed in 1983 dealt with
studies of VDT-related issues: a 1985 Rhode [sland law
directed the State department of labor to develop an
informational brochure rclating to the use of VDT's in the
workplace and to prepare a plan for a scries of training
programs and seminars relating to the information in the
brochure: a 1989 Maine law required that every employer
who uses 25 or more terminals at one location establish a
safety education and training program for all employces
whose primary task is to operate a VDT for more than 4
consccutive hours (amended in 1991 to apply to
employers using 2 or more terminals): and a 1991
California law directs the State Division of Occupational
Safcty and Health to compile existing studics and other
information concerning the effects of contimiing exposure
to low-frequency magnetie radiation emitted by VDT,
In 1991, 20 States considered proposals to regulate the
use of VDT's, up from 11 States in 1990,

Attempts to regulite VDT working conditions have met
with opposition from some members of the business
community. For example. in Suffolk County, New York,

Long Island businesses filed a lawsuit challenging the
constitutionality of a 1988 county law that imposed
requirements on the county's private sector employers
with 20 or more VDT's. Some members of the business
community have characterized VDT-related concerns and
complaints as “comfort’ issues rather than “health and
safety™ issues. For example, in 1984 congressional
testimony, CBEMA stated “There are no health and safety
issues. There are comfort issues.” The association stated
that some users and managers may believe that VDT's
cause backaches even though the problem is poor posture
or lack of sufficient exercise; that rather than VDT's
causing headaches, reading at a new focal length causes
some eye deficiencies to become more obvious. It also
alluded to poor management practices dealing with job
design and production expectations.

The health concems and complaints of VDT operators have
also been the subject of attention from international
organizations and individual countries. There have been
three international conferences on work with display units,
reports by the World Health Organization and the
International Labor Office, legislation and other
government activities by individual countries, and activities
and recommendations by unions and union confederations.

Repetitive Motion Injuries

Cumulative trauma disorders (CTD's) of the
musculoskeletal system occur in workers whose jobs
require repetitive exertion, most often of the upper
cxtremities. These disorders are usually diagnosed as
tendonitis, synovitis, tenosynovitis, bursitis, ganglionic
cysts, strain. or other specifically described disorders,
such as carpal tunnel syndrome (CTS) and DeQuervain's
discase. CTS was fully described and recognized as a
syndrome in medical literature in 1927, CTD's affect the
tendons, tendon sheaths, and nerves of the involved area.
Studies have shown that these disorders can be
precipitated or aggravated by activities associated with
repetitive exertion, particularly if the tasks require
application of force in an awkward posture. Occupations
with a high incidencc of CTD's include electronic
components assembly, garment manufacturing, small
appliance manufacturing and assembling, meat processing
and packing. fish filleting. and buffing and filing of metal
or plastics parts.®!

According to survey Jata from the Bureau of Labor
Statistics, workplace illnesses associated with repeated
trauma (conditions due to repeated pressure, vibration, or
motion, such ;. CTS) madc up nearly 60 percent of the
reported illness cases in 1990, up from 18 percent of such
cascs in 1980.52 In 1989 they made up approximatcly 52
percent of all illness cases. During 1989, mcatpacking
plants were the industry with by far the highest reported
illness incidence rate of disorders associated with repcated
trauma, followed by poultry slaughtering and processing.
Table I lists the industrics in the private sector with the
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highest illness rates of disorders associated with repeated
trauma in 1989. Women made up over half of the workers
in 8 of the 26 industries with the highest rates—men’s and
boys™ work clothing (83 percent): men's footwear, except
athletic (60.5 percent); automotive and apparel trimmings
(51.3 percent); men's and boys’ trousers and slacks (83.6
percent): pens and mechanical pencils (54.6 percent): knit
undcrwear mills (72.8 percent): rubber and plastics
footwear (50.9 percent): and men’s and boys’ underwear
and nightwear (84,8 percent).3?

Table 1
Industries with the highest illness rates! of disorders associated with
repecwted trauma. private sector, 1989

sic Incidence

Industry? code’ rate
Meatoacking plants 2011 7991
Poultry slaughtering and processing 2.0%5 521.7
Motor vehicles and car bodies 3 4532
Househoid laundry equipment 3,633 348.9
Household refrigerators and freezers 3.632 2739
Men's and boys" work clothing 2.326 2585
Sausages and other prepared meats 2.013 2524
Frozen specialties. n.e.c. 2,038 2485
Men's footwear. except athletic 3.143 2444
Ship buitding and repairing 3731 2418
Automotive and appare! trimmings 2.396 2418
Men's and boys' trousers and slacks 2.325 2273
Frozen bakery products. except bread 2.053 2188
Nonferrous wire drawing and insulating 3.357 2176
Hardwood dimension and flooring mills 2.426 2139
Pens and mechanical pencils 3.951 206.4
Knit underwear mills 2254 200 4
Automotive stampings 3.465 200.2
Metal office furniture 2.522 1948
Motor vehicle parts and accessories 3.714 192.0
Rubber and plastics footwear 3.021 189.4
Household cooking equipment 3.631 187.9
Men's and boys' underwear and nightwear 2322 187.6
Hats. caps. and millinery 2.353 1873
Motorcycles, bicycles. and parts 3.751 180.9
Household vacuum cleaners 3.635 1774

U Iie meidence rates represent the nusmber of disorders assovited with

repeated v per 1000 tull tine workers and were caleulated as:

INIEHE A 200000000 «lere:

Nznumber of disorders assocsated swoith repeated traunma.

1 H=total hotns worked by all emplosees durmg the calendar year.
20.000.000=base for FOLOK0 full-tune workers twarkimg 40 lours per week, 50
weehs peryeark

2 Higherate meustries were those having the 25 Tnghestncdenee rates at the moest
detatled or Towest SIC code Tecel for whieh vates are cafenfated and publhished.
Based on iy comparison, the highest rates were all reported tomanufactunng
industnes. Generally, nanutacturing mdustues were caleulaed at the d-dyat code
level based on the Standard Industnial Classification Manual, 1687 Edion.
Agnculture, lorestry, and tshing and sommetal g were cadeulated at the 2-
digit lecel, and the remamung mdusiries at the 3-digt fecel.

*Standaid Industrial Classttication Maaual. 1957 Edinon

ne ¢ =it ehewhere clasalied

Source 1S Departiment of Labor, Burcan of Labor Statisties. O wupahonal
Igurtes and Hinesses m the Unnted States by Ddusees, 1989, Balletm 2379, Apnil
1991

CTD's are also estimated to be responsible for 30 to 40
percent of all workers' compensation claims. A study of
occupational CTS in Washington State for the years 1984-
88, based on workers' compensation claims and medical
bill payment information systems, tound that the overall
incidence rate for females was significantly greater than
that for males and that this difference had increased over
time.5* The researchers thought the increase might be due
to prior underreporting of claims among females or to a
shift of women into higher exposure jobs.

Women have consistently been found to have a higher
rate of CTS than men. This may in part be due to
pregnancy. hysterectomy with ovariectomy. rheumatoid
arthritis, wrist shape. and exposure to high-risk activities
at work. The occurrence of CTS appears to be elevated
among temale assembly workers, garment workers, dental
hygienists, and musicians.™

A 1986 study found that the prevalence of hand-wrist
symptoms characteristic of CTS was relatively high
among female grocery checkers who were union members
in south-central California. and it appeared that more than
half of these symptomatic cases were attributable to
occupational exposures.’©

A study comparing 144 predominantly black and female
sewing machine operators with a control group found that
the operators complained significantly more often than the
control group of aching and swelling in fingers. wrists, and
shoulders and of upper back pain.’? They also complained
more frequently of pain and swelling in both knees.

The Occupational Satety and Health Administration has
stated that finding solutions to the problems posed by
ergonomic hazards may be the most significant workplace
safety and health issue of the 19907s.58

On July 14, 1983, the Coalition of Labor Union Women
and other women's rights organizations held an informal
hearing at which a panel of women employed by the
Hanes Company in Virginia, North and South Carolina,
Delaware, Pennsyivania, and West Virginia described
working conditions they claimed resulted in such health
problems as tendonitis and CTS.

On June 8, 1984, the Subcommittee on Postal Personnel
and Modernization. Committee on Post Office and Civil
Service. U. S. House of Representatives, held a hearing
on “The Effects of Carpal Tunnel Syndrome on Postal
Employees.” The American Postal Workers Union
(APWU) testified that two operations in the Postal
Service-——the operation of multi-position letter sorting
machines (MPLSMs) and of the computerized mail
forwarding system (CFS)—caused chronic. painful. and
disabling physical and psychological injuries and ailments
to postal workers.
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According to APWU, MPLSM automatically sent letters
past the operator at a rate of one per second, and operators
typically had to strike a keyboard at the rate of three
strokes per letter. Operators of MPLSM's complained of
severe pain in the fingers, hands, wrists, and arms; the
development of ganglion cysts: and numerous debilitating
stress-related ailments such as headaches and depression.
Surveys of letter sorting machines (LSM's) by APWU
locals revealed that more than 50 percent of the operators
surveyed reported pain in the arm, neck, hand, or
shoulder; over 30 percent had been diagnosed by their
private physicians as having CTS or tendonitis: and
approximately 20 percent had had operations for injuries.

Operators of the computerized mail forwarding system
use computer equipment to produce an address label that
is affixed to mail to be forwarded. The APWU testified
that such operators were expected to produce more than
600—and in some instances as many as 800-—address
labels per hour. Soon after the CFS equipment was put
into operation, employees complained about visual
problems and muscular strain and pain. including back.
shoulder, neck. arm, wrist, and hand ailments. They also
complained about poorly designed and nonadjustable
equipment and extensive overtime. An investigation of
CTS operators in Minneapolis, Minnesota, revealed that
nearly 50 percent of the operators were experiencing
medical problems related to their work.

In addition to testifying about the safety and health
complaints of postal workers, APWU issued a brochure
on CTS—uwhat it is, what its symptoms are, what types of
operations are higher risks, what can be done to prevent
CTS. and what postal workers should do if they suspect
they have CTS.

OSHA has brought a number of workplace ergonomics
problems to the attention of the Postal Service during the
past 6 years. For example. in May 1986, OSHA met with
the Postal Service to develop an abatement plan that
would address letter-sorting ergonomics problems at all of
its facilities. As a result of the meeting the Postal Service
instituted programs to increase cmployee awareness of the
potential for CTD's at all of its “acilities. to provide
adjustable. ergonomically designed chairs, to provide
training on the use of the chairs, and to provide
maintenance piograms for the machines. In December
1988, OSHA conducted inspections at postal facilities in
Peoria, Illinois, and Columbus, Ohio. and in February
1990 contracted for a recognized expert in the field of
ergonomics to conduct a study of ergonomics issues at
these facilities.s

The magnitude and serious nature of work-induced
CTD's has increasingly concerned the Occupational
Safety and Health Administration. Initiatly the concern
centered on back injuries, the most common form of
CTD. The agency was able to use a Work Practices Guide
Jor Manual Lifting. issued by NIOSH in 1981, to support

enforcement actions based on the general duty clause of
the Occupational Safety and Health Act. In May 1986,
OSHA consolidated and expanded its ongoing activities
into a nationwide crgonomics program to reduce the
incidence of back and other CTD's in the workplace.

In October 1986, OSHA published a notice in the Federal
Register requ.sting information on repetitive trauma
disorders resulting from manual lifting. While the
information in the approximatety 100 comments reccived
was useful in OSHAs technical assistance enforcement
program, it did not provide a basis for rulemaking.

In November 1988, OSHA received a petition from
industry for a standard covering ergonomics issues. On
June 6, 1989, the Employment and Housing Subcommittee
of the Committee on Government Operations of the House
of Representatives held a hearing on the “dramatic rise in
repetitive motion injuries and OSHA's response.”
Testimony was presented by OSHA, NIOSH, a research
scientist, several unions, and four injured workers (a
former pouitry worker, a supermarket cashier, a catfish
processor, and a newspaper copy editor). Union witnesses
called on OSHA to issue a standard reguiating repetitive
motion injuries. In August {991, 31 labor organizations
petitioned OSHA to establish an emergency temporary
standard on CTD's.

Since 1989, OSHA has taken a number of significant steps
to increase employer and employee attention to ergonomics
in the workplace and to prevent CTD's. In 1990, GSHA
created a new Office of Ergonomic Support to provide
technical assistance on ergonomic issues and to advise staft’
members in cach of OSHA's 10 regional offices who
coordinate ergonomic activities around the Nation.

In 1990. OSHA issued Ergonomics Program
Management Guidelines for Meatpacking Plants. The
guidelines are intended to cover facilities in standard
industrial classification (SIC) code 2011, “meatpacking
plants.” because CTD’s are particularly prevalent in the
meatpacking industry. In 1990 women constituted 17
pereent of the workers in that industrial classification.
OSHA believes that all of the general guidance, and much
of the specific guidance, in the guidelines can and shouid
be applied to establishments in other industries, especially
fish and poultry processing. In 1990 women constituted
48.5 percent of the workers in the standard industrial
classification “poulay slaughtering and processing.”

The guidelines are not a standard or a regulation, OSHA
expecets employers to implement effective ergonomics
programs, adapted to their particular workplaces,
contaming the major elements described in the guidelines.
These major elements are worksite ana' ssis, hazard
prevention and control, medical management, and training
and education.
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On August 3, 1992, OSHA issued an Advance Notice of
Proposed Rulemaking (ANPR) which requested
comments and information relevant to preventing.
eliminating. and reducing occupational exposure to
ergonomic hazards. This could lead to the development of
a safety and health standard addressing ergonomic
hazards in the workplace.

OSHA has also stepped up enforcement with regard to
crgonomic hazards. When an OSHA inspection reveals a
pattern of musculoskeletal injuries or illnesses associated
with specific work, the practice has been to issue citations
under the General Duty Clause of the Occupational Safety
and Health Act or. in the case of I‘ederal workplaces.
uncer the provisions of Executive Order 12196. In issuing
citations. OSHA generzily requires cited employers to
evaluate the hazardous ergonomics conditions in their
workplace and to develop a detailed abatement plan that
includes training for employees, supervisors, and medical
staff. as well as a schedule for putting into effect
engineering or administrative controls. From October
1989 to February 1991. OSHA conducted more than 100
inspections in which citations were issued for CTD's.
Citations have been issued against companies involved in
poultry processing. meatpacking, apparel manufacturing.
auto manufacturing. bread making. carpet fabrication.
window frame assembly, and food sales (for cumulative
trauma experienced by supermarket cashiers).

To date. few of these citations have been contested and
even fewer have gone to litigation. Most have been settled
successfully, with employers agreeing to take the
necessary steps to implement ergonomics programs in
their workplaces.

In addition to sctiing standards and enforcing them,
OSHA has several programs in place to secure voluntary
abatement of hazards. These include informational
outreach efforts, training and education programs. onsite
consultative services. and Voluntary Protection Programs
for exemplary employers. All of these efforts have been
brought to bear on the ergonomics issue.

NIOSH has conducted health hazard evaluations of
CTD's among workers in supermarkets (c.g.. Shoprite
Supermarkets, 1988). poultry processors (¢.g.. Cargill and
Perdue. 1989), and newspapers (e.g.. Newsday, 1989),
among others.

Personal Protective Equipment

Properly fitting personal protective equipment (PPE) has
been a particular problem for women entering traditionally
male jobs such as firefighter. police officer. miner. and
skilled trades worker. PPE and clothing have been
designed primarily to it the average-sized male frame.

PPE includes all clothing and accessories designed to
create barriers against workplace hazards. This includes
protection for the head. eyes. face. ears, torso. arms.
hands, feet, and legs. and respiratory protection. OSHA
has adopted standards for general industry on hearing
protection (29 CFR 1910.95(1)). eye and face protection
(29 CFR 1910.133), respiratory protection (29 CFR
1910.134). head protection (29 CFR 1910.135). and foot
protection (29 CFR 1910.136). .
In 1977 the Subcommittee on Occupational Safety and
Health of the Intradepartmental Coordinating Committee
for Women issued a report on the lack of adequate
protective equipment and clothing for women workers.
The Iatradepartmental Committee was an internal
Department of Labor committee. Its role was to review
and assess the Department’s programs and activities as
they affected women and to identify gaps in and
recommend ways and means for improving the
Department's responsiveness to the concerns and interests
of women. A survey of 10 manufacturers conducted for
the report revealed that only one had a separate linc of
personal protective equipment designed for women;
however. more than half the items listed. although not
designed for female use. could be worn by the smaller
woman—she could put it on and it would not fall off.

The major conclusions of the Subcommittce were:

« Many protective equipment items were not being
designed and adequately tested by manufacturers to
fully protect workers, especially female workers. even
though these items bore a label of the American
National Standards Institute (ANSI).

« Many items were not inspected to ensure full
compliance with ANS] standards.

« Protective equipment items were designed primarily
for the average size male worker and thus provided
littic or no protection for many female workers (or for
larger male workers).

in August 1989, OSHA announced that it was proposing
to revisc the portions of the general industry safety
standards dealing with eye. face. head, and foot protection
and invited public comment. The Women's Burcau
submitted written comments. It stated that properly fitting
protective equipment had been a continuing problem for
some women entering jobs traditionally held by men and
that the Women's Bureau's overall concern was that
women cmployees have equipment that fits them.

The difficulty certain female Mine Safety and Health
Administration (MSHA) employees have had in finding
properly fitting personal protective equipment was raised
at a 1989 conference and in a followup questionnaire of
participants. As a result. MSHA established a Women's
Personal Protective Equipment Resource Center to locale
sources of PPE designed for women.
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indoor Air Pollution

In September 1980 the General Accounting Office (GAO)
submitted a report to the U.S. Congress calling attention
to indoor air pollution as a potentially more serious health
problem than outdoor air pollution, given that most
workers spend 70 to 80 percent of their time indoors.o®
Some of the more harmful pollutants identified in the
report were radon: carbon monoxide: formaldehyde;
nitrogen dioxide; respirable particles such as dust, soot, or
ash; and asbestos. The pollutants can be emitted from a
variety of sources, including certain building materials
and insulation and tobacco smoke.

Women may be more bothered by, affected by, or willing
to report indoor air quality problems.o! According to a
1984 study of office worker attitudes, women were
consistently, and often by wide margins, less satisfied
than men with their general office environment and air
quality.®? The study population consisted of a random
sample of 600 office workers. Of those who responded to
a 1989 indoor air quality survey of Federal and D.C.
government employecs, 62.3 percent were women.

In 1987, NIOSH prepared “Guidance for Indoor Air
Quality Investigations™ to help employers and employees
evaluate or become directly involved in evaluating an
indoor air quality problem. Between 1971 and 1988,
NIOSH conducted 529 indoor air quality investigations,
with 99 percent taking place after 1978, During the indoor
air quality health hazard evaluations it conducted., NIOSH
found diverse symptoms and health complaints, including
headaches: varying degrees of itching or burning eyes:
skin irritations, including rashes: sinus problems: dry and
irritated thiroats: and other respiratory irritations. The most
common problem NIOSH found was inadequate
ventilation (53 percent). followed by contamination from
inside the building (10 percent). microbiofogical
contamination (5 pereent), contamination from building
fabric (4 percent). and unknown (13 percent).

OSHA has statutory authority to address indoor air quality
1ssues in the workplace and it uses the full range of its
programs to do so. This includes standard-setting,
enforcement. training, education, and consultation. OSHA
works closely with EPA, NIOSH. and others to address
indoor air potution concerns. It is a member of the
Interagency Committee on Indoor Air Quality, which
coordinates the indoor air quality efforts of the Federal
Government, and with a number of other interagency
commiuttees addresses specific contaminants, such as
asbestos, fead. and gases from carpets.

OSHA may begin rulemaking when reliable technical
mformation (o support a rule comes to its attention or when
1tis petitioned by a party. Neither EPA nor NIOSH has
recommended that OSHA issue a regulatory proposal. On
September 20, 1991, OSHA published a request in the
Federal Regrster for information on issues pertaining to
indoor air quality in occupational environments. The notice

raised major issues that OSHA needs to consider in
determining whether regulatory action is appropriate and
teasible to control health problems related to poor indoor
air quality. In 1992 the AFL-CIO and 14 attiliated unions
petitioncd OSHA to issue a standard on indoor air quality .63

OSHA has a number of regulations in place that can be used
to address indoor air quality. The agency has established
permissible exposure limits for more than 600 air
contaminants, including acetic acid. chiorine, carbon
monoxide, and nitrogen dioxide. For 25 of these toxic
substances, OSHA has also issued comprehensive standards
that specity additional protective measures such as
engineering controls. personal protective equipment, work
practices. workplace monitoring, medical surveillance, and
training. These comprehensive standards address substances
such as asbestos, benzene, formaldehyde. and lead—all
seurces of indoor air pollution.

OSHA also has ventilation standards applicable to
particular work situations. NIOSH has found that
inadequate ventilation is the primary problem in more
than half of all of the indoor air quality investigations it
has conducted in the past decade. Another very significant
regulation that can be used to address indoor air quality is
OSHA’s Hazard Communication Standard.

In 1990, OSHA issued a compliance directive to all field
offices listing specific procedures to be used by OSHA

compliance officers in conducting indoor air inspections.
At the same time, it added a new chapter on indoor air to

.its Technical Manual. which is the agency’s technical

guide for conducting inspections.

Legislation to deal with indoor air pollution or to
authorize research on the sources of hazardous indoor air
pollutants has been introduced in the U.S. Congress since
1985 but has not been passed.

One source of indoor air pollution is tobacco smoke. In
1986 the Surgeon General of the United States issued a
report that examined in detail the scientific evidence on
involuntary smoking as a potential cause of disease in
nonsmokers.™ The review led to three major conclusions,
two of which were that:

+ Involuntary smoking is a cause of disease. including
lung cancer, in healthy nonsmokers: and

+ The simple separation of smokers and nonsmokers
within the same air space may reduce. but does not
climinate. the exposure of nonsmokers to
environmental tobacco smoke.

Women worl.ers sensitive to tobacco smoke have been
awarded workers” compensation in at least two States—
New York and Wisconsin. In California the State court of
appeals found that the hypersensitivity of two female
clerical workers to tobacco smoke was a physical
disability under State law and that the county employer
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failed to make reasonable accommodations for their
disability.o5 In 1988 the Washington Supreme Court ruled
that a State worker who developed pulmonary disease
after being exposed to the smoke of her coworkers could
sue the State for negligence for failing to provide her with
a smoke-free work environment.

In 1987. OSHA denied a petition to classify tobacco
smoke as a potential occupational carcinogen.®? In
September 1989, OSHA denied a 1987 petition by the
Public Citizen Health Research Group and the American
Public Health Association for an emergency temporary
standard (ETS) limiting smoking in workplaces. The
agency stated that the petition did not meet the stringent
statutory criteria for issuance of an ETS. Action on
Smoking and Health (ASH) then filed a petition with the
U.S. Court of Appeals for the District of Columbia Circuit
asking the court to review the agency s decision.® In
January 1992 the court denied the petition.®”

At least 35 States have enacted laws restricting smoking
in public workplaces. On the other hand. 21 States have
enacted laws to prevent employers from refusing to hire
or discharging individuals who use tobacco products
during nonwork hours.”

The Nationai Health Promotion and Disease Prevention
Objectives for the Year 2000 include two objectives dealing
with smoking in the workplace. The first objective is to
increase to at least 75 percent the proportion of worksites
with a formal smoking policy that prohibits or severcly
restricts smoking at the workplace. The second objective is
the enactment in the 50 States of comprehensive laws on
clean indoor air that prohibit or strictly limit smoking in the
workplace and enclosed public places.”

Stress

Stress was considered the number one hazard to working
women's health by almost half of the leaders of national
women's or;,am/atmn\ interviewed for a spcual report on
working women's wealth concerns.” Stress is one of the

10 leading work-related discases and injuries identified
by NIOSH.

According to the National Council on Compensation
Insurance (NCC)., workers™ compensation claims for
stress began to appear in the late 19707s.74 By 1986 only 9
States had rejected mental stress claims and another 15
had not yet addressed the issue.” A 1989 study by the
California Workers' Compensation Institute found that
women represented 55 percent of all stress claimants in
Calitornia, double the percentage of women experiencing
disabling work injuries.”® The study found that mental
stress claimants were typically female. older, higher paid.
white-collar employees and had worked at their jobs
slightly longer than other work-disabled employces.
Waorkers in white-collar jobs accounted for nearly 70
percent of stress claims, but barely 20 pereent of all

disabling injuries. The three leading causes of disability
were job pressures (69 percent of claims), harassment by
a superwsor or coworker (35 percent of claims), and job
termination (15 percent of claims). Forty percent of stress
claims were filed by sales and clerical employees.
California legislation enacted in 1989 placed restrictions
on mental stress claims in that State.

Mentat disturbances are most heavily concentrated among
workers with lower income, lower education, fewer skills,
and less prestigious jobs. Specific occupations (such as
certain health professions) and job factors present
particular risks. Some feel that the sectors and professions
in which job growth is expected will contribute to an
increased risk for psychological disorders, as will the
increase in jobs filled by women.”?

In 1983 the U.S. News and World Report interviewed
Robert Karasek. Assistant Professor of Industrial
Engeering at Columbia University and an authority on
the work environment. According to Dr, Karasek. the
greatest stress occurs in jobs where the individual faces
heavy psychological demands but has littie control over
how to get the work done, such as assembly-line worker.
freight handler. punch-press operator, and garment

- stitcher. He cited as high in stress certain service jobs in

which the worker does not have much controt over how to
relate to the client, for example, telephone operator.
cashier, and nurse's aide. In addition. looking at the
distribution of psychological strain symptoms in the U.S.
population, working women report higher levels of
psychological strain than working men. possibly because
women are more likely to be in jobs with low control and
high psychological workload.”

In 1987 the American Psychological Association (APA)
tormed a multidisciplinary National Task Force on
Woment and Depression to identify the risk factors tor and
treatment needs of women with depression. According to
the APA. depression was and is one of the most serious
mental health problems of the 1980°s and 1990°s, and
women's risk of depression is twice that of men. Among
other things, the task force examined women'’s
employment roles in relation to depression. It found that
little is known about how the characteristics of women’s
employment settings might relate to risk for depression
because research on the effects of employment has been
biased toward focusing on job-related variables for men.
The report of the task force was issued in 1990. Tt was
used to draft parts of the Women's Health Equity Act.”
In 1990 the APA convened an interdisciplinary
conference on occupational stress und workplace
wellness, “Work and Well-Being: An Agenda for the
90°s.” through a grant from NIOSH.

One study by the Johns Hopkins University. partially
tfunded by the National Institute of Drug Abuse. examined
rates of depressive disorder in 104 different occupations
and occupational groupings.®® According to the
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researchers, the major theory to explain why occupations
might cause depression is stress. The study found that the
two occupations with the highest prevalence of major
depressive disorder were data entry keyers and computer
equipment operators. These occupations-—as well as
typists. lawyers, and other teachers and counselors (not
college)}—had higher levels of depression than the levels
found among the general population. Certain
characteristics—age, gender, education, and race or ethnic
background—are associated with the prevalence of major
depressive disorder and with occupation. Lawyers, other
teachers and counselors, and secretaries still had a greater
prevalence of depressive disorder after the researchers
took into account the effect of these characteristics. as
well as the effect of being employed. The study could not
determine whether the occupational environment caused
or precipitated depression. The researchers suggested that
at least three occupations—Ilawyers. secretaries, and other
teachers and counselors—should be examined more
closely for the possibility that their environments are
conducive to depression. They are currently attempting to
isolate possible causal factors that might cut across a
varicty of occupations.

Another study. funded in part by the National Institute of
Mental Health. examined the prevalence of and risk
factors for depression and alcohol abuse or dependence
among 1.870 predominantly white male and female
managers and professionals at a major U.S. corporation.®!
The research looked at major depression during the
preceding 12 months and over the subjects’ lifetime. A
diagnosis of major depression was based on the presence
of five symptoms lasting 2 weeks or more. For both men
and women. the prevalence of major depression was
considerably higher than reported in previous research
and higher in women than in men. None of the five job-
related characteristics examined was related to depression
in mien or women. Women were more likely than men to
take a medication for their depression or to consult a
mental health professional, other physician, or Employee
Assistance Program counselor during their worst episode.

One source of stress that particularly affects women
workers is sexual harassment. Sexual harassment has been
linked to anxiety, nausea, headaches. high blood pressure,
sleeplessness, and ulcers, among other things.$2 In one
particularly egregious case. a female police officer who
was subjected to continuing and continuous instances of
sexual harassment by various male police officers
developed sexual assault stress syndrome and
posttraumatic stress syndrome. These manifested
themselves in disturbed sleep patterns, extremely high
blood pressure, and massive anxiety and depression.
According to the court that heard her complaint. the police
officer would require, at a minimum, several years of
weekly sessions with a psychologist or psychiatrist to
rcach a stable status.** Another victim of sexual
harassment reportedly suffered hives, high blood pressure,

angina, fatigue, and depression as a result of the
harassment and was also diagnosed as having
posttraumatic stress syndrome.$4 In a third case an appeals
court stated that “Surely, employees need not endure
sexual harassment unti} their psychological well-being is
seriously affected to the extent that they suffer anxiety and
debilitation.... Although an isolated epithct by itself fails
to support a cause of action for a hostile environment, Title
VII's protection of employees from sex discrimination
comes into play long before the point where victims of
sexual harassment require psychiatric assistance.™#s

Women have filed for and received workers®
compensation for the effects of sexual harassment. In one
case, a pharmacy clerk who was harassed verbally and
through abusive and sexually explicit notes received
workers' compensation for “'stress syndrome due to
pressure and harassment on the job."#¢ [n another case.
workers’ compensation was awarded to a female hotel
employee who required treatment and hospitalization for
depression and an adjustment disorder following sexual
harassment at work.¥7 In a third case, workers’
compensation was awarded to a woman who was
diagnosed as suffering from a posttraumati~ sress disorder
related to sexual harassment by a coworic. . * Workers®
compensation claims stemming from sex discrimination
and harassment. physical assaults, and sexually transmitted
diseases are reportedly on the rise, according to a presenter
at the 1988 annual meeting of the American Bar
Association.8? Sexual harassment constitutes illegal sex
discrimination. (See the discussion on sexual harassment
in Chapter 12, Legal Rights of Women Workers. the
section on “Civil Rights Acts of 1964 and 1991.™)

Another source of stress is shift work. According to the
Oftice of Technology Asscssment (OTA) of the U.S.
Congress. shift work creates threc sources of stress—
disruption of circadiar. rhythms, sleep disruption and
fatigue, and social and domestic disturbances. Although
men are more likely than women to be shift workers. shift
work is highly prevalent among women in some
employment sectors. particularly nursing and other health
services. Relatively little research has been conducted
specifically on women shift workers.%

Clerical work and health carc occupations are two female-
dominated fields in which stress has been examined. One
study looked at job stress among clerical workers (77
percent female). managers (97 percent male). and
professionals (87 percent male) at the corporate
headquarters of a large manufacturing firm.*! The study
examined the intensity and frequency of occurrence of 30
job stressors as measured by the job stress survey. It
found that “lack of opportunity for advancement™ and
“inadcquate salary™ were the most salient stressors for the
clerical workers. It also found that women cited such
items as “mecting deadlines,” “periods of inactivity.” and
“frequent changes from boring to demanding activities”
significantly morc often than men. All three groups of
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workers attributed higher stress intensity to lack of
support factors rather than to job pressure factors.

A 1987-88 study of job stress among women workers
employed in traditional (school secretaries and clerical
workers) and nontraditional (city transit workers and
skilled trade and craftpersons) jobs found that for both
occupational groups stress was greater for younger
women in the areas of child care. job security. and
episodes of discrimination.9? It also found that intrinsic
job characteristics were the most important predictors of
job stress for both occupational groups.

In 1984, NIOSH funded the Center for Research on
women of Wellesley College to conduct research on
work and nonworkplace sources of stress in the lives of
women cmployed as health care providers. Those
surveyed were licensed practical nurses and social
workers, ages 25 to 55. living near Boston,
Massachusetts. The researchers chose to sample those two
populations because they wanted to sample women in
high-stress occupations, and health care professions are
considered to be highly stressfui jobs. They looked at the
quality of experience in occupational and nonworkplace
roles. Quality of experience referred to the level of benefit
and level of involvement a woman cxperienced in her
roles. They also looked at the effect of family-role
occupancy (i.e.. partnership and parental status).

The study found that:

+ Among female health care providers, work-role
quality was an important predictor of mental and
physical health, particularly psychofogical distress,
subjective well-being, physical health symptoms. and
cardiovascular disease. Women who reported high
concerns about work overload reported low well-
being. high psychological distress. and more
physical symptoms.

- Family-role occupancy had few direct effects on
psychological distress. well-being. or physical
symptoms: however, employed partnered women
reported higher subjective well-being than employed
single women. Women with famity roles were less
reactive, that is. more resilient. to the presence or
absence of particular work rewards and concerns. The
more family roles an employed woman occupied. the
less eftect the quality of her work role had on her level
of psychological distress.

+ Parent-role and partner-role guality had dircct but not
interactive effects on subjective well-being. Partner-
role quality had only direct effects on psychological
distress. whereas parent-role quality had both dircct
and interactive cffects. Employed mothers who have
troubled mother-child relationships but whose jobs are
rewarding are buffered from the distress-enhancing
eftects of those relationships. Parent-role and partner-
role quality had direct effects on physical symptoms.

A study of male and female postal workers engaged in

multi-position letter sorting machine (MPLSM) operations
found that paced work serves as a siressor and that females
generally report more distress than their male coworkers.”?

Another study. by researchers at NfIOSH. examined
relationships among job demands, career stages. and
health-related strains in a sample of more than 6.000 U.S.
postal workers.?* The study found that for individuals in
the middle stage of their careers, job stressors lose some
of their potency in affecting physical health status, while
stressful events outside of the job domain become
increasingly deleterious. It also found that the beneficial
effects of social support on mental health were most
pronounced among middle career workers. Gender
differences were examined in the study. Gender was
found to be decreasingly important over career stage in
predicting self-rated poor health and frequency of somatic
complaints. In the early career stage. women reported
substantially poorer health and more somatic complaints
than their male coworkers; in the mid-career stage. the
differences were less pronounced: and in the late career
stage. even less pronounced.

Bloodborne Pathogens

The hepatitis B virus {(HBV) has long been recognized as
capable of causing serious illness and death. while the
human immunodeficiency virus {HIV). which causes
acquired immunodeficiency syndrome (AIDS). has been
recognized more recently.*

HBYV infection is the major infectious occupational hazard
to health care workers. Approximately 8,700 infections a
year occur in health care workers who have occupational
exposure to blood.%

Occupational transmission of HIV has been documented
in health care workers. There have been at least 25 cases
of HIV infection associated with occupational exposure.
The cases represcnt a broad spectrum of health care
personnel inctuding. among others. nurses. laboratory
workers, and a dentist.

In 1983. OSHA issued and sent to employers in the health
care industry a set of voluntary guidelines designed to
reduce the risk of occupational exposure to HBV. These
guidelines advised hospitals and other health care
facilitics to adopt specific workplace practices and to
provide personal protective equipment and vaccines to
protect employees from HBV.

In carly 1986 the American Federation of State, County
and Municipal Employces (AFSCME). which represents
300,000 hospital and health care workers and 50.000
correctional institution employees, issued a fact sheet on
AIDS and guidelines for heatth care employees who work
around people who have or may have AIDS.Y?
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In 1986 and 1987, AFSCME: the Service Employces
International Union (SEIU); the National Union of
Hospital and Health Care Employees: the Federation of
Nurses and Health Professionals: and Retail, Wholesale,
and Department Store Union Local 1199 petitioned
OSHA to issue an emergency temporary standard and a
permanent standard to protect cmployces at risk of
occupational exposure to certain infectious agents. In the
fall of 1987, OSHA denied the petitions on the grounds
that they did not mect the legal criteria for issuance of
such a standard.

_ InJuly 1987 the Subcommitiee on Employment and

Housing, Committee on Government Operations, U. S.
House of Representatives, held a hearing on the need tor
immediate OSHA regulations to protect health care
workers from AIDS. In testimony at that hearing OSHA
announced the following action plan to protect health care
workers exposed to HBV and AIDS

» undertaking (with the Department of Health and
Human Services) of an extensive education, training,
and information campaign to ensure ecmployer and
employce knowledge of and compliance with
voluntary guidclines issued in recent years by OSHA
and the Centers for Disease Control (CDC) to protect
health care workers from HBV and AIDS:

» it nccessary, the enforcement of the practices advised
by the HBV and AIDS guidclines under existing
OSHA authority:

* the development of targeted inspection plans for
hospitals and other health care facilities: and

+ taking the first step toward a permanent bloodborne
disease standard by publishing an Advance Notice of
Proposed Rulemaking (ANPR), which enables OSHA
to gather additional information on how to improve
workplace protections.

In October 1987, OSHA mailed to more than 600,000
employers. employeces, and trade and professional
associations a Joint Advisory Notice entitled “Protection
Against Occupational Exposure to Hepatitis B Virus
(HBV} and Human Immunodeficiency Virus (HIV).”
accompanied by a letter from the secretaries of Labor and
Health and Human Services and a pamphlct for health
care workers. The notice discussed maodes of transmission
and made general and administrative recommendations to
cmployers. as well as recommendations on training and
cducation: engineering controls: work practices: personal
protective equipment: medical immunization, monitoring.
and counscling: and recordkeeping. The pamphlet
described AIDS and HBV, how they are transmiitted, what
their symptoms are, whether there is a vaceine for their
prevention, the recommendations of CDC to protect
workers from HIV and HBV infection, and OSHA
cnforcement vehicles for dealing with occupational
exposure to the hazards of potential infection from the
HIV and HBV viruses.

In November 1987, OSHA published in the Federal
Register an advance notice of proposed rulemaking. It
requested information relevant to reducing occupational
exposure to HBV and HIV. More than 350 responses
were received from employers: unions: health
professionals: trade representatives: professional
associations: manufacturers: and Frderal, State, and local
government agencies, among others.

In August 1988, OSHA issued uniform inspection
procedures and guidelines for OSHA compliance officers
to follow when conducting inspections and issuing
citations under Section 5(a)(1) of the Occupational Safety
and Health Act and pertinent standards for health care
workers potentially exposed to HBV and HIV. The
procedures were revised in February 1990.

In 1988 a female medical school graduate sued the New
York City Health and Hospitals Corporation for
negligence after contracting AIDS from a 1983
necdlestick injury (Prego v. New York City Health +nd
Hospitals Corp.). The case was settled in March 1S 0
with the plaintiff receiving a monetary settlement and the
hospital corporation not admitting liability.%¥

On December 6. 1991, OSHA issued a final rule on
occupational exposure to bloodborne pathogens after having
issued a proposed rule on May 30. 1989. The standard
represents OSHAs first regulation specifically designed to
deal with occupational exposure to biological hazards.

The standard defines bloodborne pathogens as
“pathogenic (capable of causing disease) microorganisms
that are present in human blood and can cause disease in
humans.” These include but are not limited to HBV and
HIV. Occupational exposure is defined as “reasonably
anticipated skin, eye. mucous membrane, or parenteral
(exposure as a result of piercing the skin) contact with
blood or other potentially infectious materials that may
result from the performance of an employee's duties.”

The population at risk includes not only health care workers,
but also lab researchers, janitors and cleaners. police
officers, firefighters. embalmers, and corrections staff.

The standard deals with exposure control: methods of
compliance, including engineering and work practice
controls, personal protective equipment, and
housekeeping (including cleaning and decontamination,
infectious waste disposal, and laundry); HIV and HBV
rescarch laboratories and procuction facilitics: hepatitis B
vaccination and postexposure evaluation and foliow up:
and comimunication of hazards to employces.

Problems Germane to Particular

Occupations and Industries

The occupational safety and health of flight attendants,
health care workers. and workers in the semiconductor
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industry have received attention from advocacy
organizations, researchers, and government agencies.

Flight Attendants
Flight attendants have raised concerns about the risk of
injuries and physical strain from moving overly heavy or
malfunctioning food and beverage carts, cabin air quality,
radiation exposure in airline cabins, the link between their
hours of work and passenger safety. reproductive hazards,
smoking. stress. assaults. and barotrauma. In 1990 they
petitioned the Federal Aviation Administration (FAA) for
the same protections that other workers have who are
covered by the Occupational Safety and Health Act.!%

Cart Design and Maintenance
In March 1987 the Association of Flight Attendants asked
the FAA to issue regulations on service cart design and
maintenance. Some aspects of cart design contribute to
carpal tunnel syndrome and back strain. Common
maintenance problems are inoperative brakes, wheels,
doors. and latches.

In 1988 the FAA issued an Action Notice directed at
airline principal maintenance inspectors. The Action
Notice set forth suggested requirements for service cart
maintenance programs and specitied routine inspection
and repair of all service carts.!0!

Air Quality
In 1991, seven flight attendants filed a class action suit in
Florida State court against major cigarette manufacturers
contending that their exposure to second-hand smoke in
airline cabins caused them to develop cancer. heart
disease. and other ailments. 02

Radiation
With regard to radiation exposure, there are three major
areas of potential concern to flight attendants: increased
risk of cancer. increased genctic defects in children
conceived after radiation exposure of one or both parents,
and increased risk of adverse health consequences to
fetuses exposed to radiation.

The Association of Flight Attendants has reconunended
that airlines should educate flight attendants during
training about the risks of radiation: that flight attendants
should be given information about their actual exposure to
radiation; that a system should be developed to warn crew
members of large solar particle events, when solar flares
produce abrupt increases in radiation levels: and that the
IFAA should conduct further research to verify exposure
estimates and to determine the effects of radiation on

crew members.

The acronautical section of the Socicty of Automotive
Engincers is conducting a study monitoring the
exposure of airline crew members and frequent fliers to
cosmic radiation.!?

Reproductive Hazards
A presentation at a 1990 international health conference

identified the following as flight attendant occupational
exposures with potential effects on reproductive outcome:

+ Circadian rhythm disruption and desynchronosis from
crossing multiple time zones and chronic fatigue:

+ Gravitational forces;

+ Chemical exposure. including ozone;

+ Radiation exposure from cosmic radiation and
hazardous cargo;

« The complex mixture of indoor air pollutants in
airline cabins;

+ Decompression;

+ Cigarette smoke:

+ Thermal decomposition products of aircraft fuel and
engine oils; and

« Airborne infectious agents such as bacteria and viruses.

In 1991. NIOSH began several small-scale investigations
to decide whether to conduct an industry-wide study of
reproductive problems among flight attendants. 104

Health Care Workers
Persons employed in hospitals and health services
industries represented approximately 8 percent of total
U.S. employment in 1991. The hospital industry
employed approximately 4.5 million persons. of whom 77
percent were women, and the health services indusiry
employed approximately 4.3 million persons, of whom 76
percent were women. Hospitals employ many types of
workers. including registered nurses. nurse practitioners.
licensed vocational or licensed practical nurses. radiology
technicians, food service workers. housekeepers, and
maintenance workers.10%

Potential health and safety hazards in hospitals include
jonizing and nonionizing radiation; toxic chemicals such
as asbestos. chemical disinfectants. antincoplastic drugs.
ethylene oxide, formaldehyde. freon, mercury. methyl
methacrylate, peracetic acid. solvents, and waste
anesthetic gases: biological hazards; heat; noise; dust: and
stress. The NIOSH has identified 135 chemicals used in
hospitals that are potentially carcinogenic. teratogenic,
mutagenic. or a combination of these. Potential injuries
and illnesses in hospitals include sprains and strains; cuts,
lacerations. and punctures; contusions; fractures: thermal
burns; dermatitis; infectious and parasitic diseases; and
respiratory problems. 106

ey
Sprains and strains were by far the most common type of
compensable injury or illness among hospital workers,
according to 1983 Bureau of Labor Statistics data.'??
Work-related back disorders and other musculoskeletal
injuries and illnesses are among the 10 leading
occupational injuries and illnesses identified by NIOSH.
Nursing aides. and to a lesser extent licensed practical
nurses and registered nurses, are among the workers most
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affected by back problems, according to NIOSH.!%% This
situation prompted NIOSH to undertake a research project
1o reduce the incidence of work-related back injury among
nursing personnel, beginning with a review of literature on
risk factors for back problems among nurses.!®

All 1967-87 studie« containing original research on
nursing personnel and back problems were identificd and
abstracted. Six studies that included data on patient-
handling frequency and back pain prevalence were
examined. These studies found a greater prevalence of
back injury among nursing personnel who more
frequently performed stressful patient-handling tasks than
among those who less frequently performed such tasks.
The rescarcher recommended the following steps to
reduce back injuries among nursing personnel:

+ Identification of those nursing jobs involving the
greatest frequency of stressful patient handling:

+ Study of the patient-handling requirements of the jobs
identificd: and

« Elimination, substitution, or control of certain tasks.

In 1981, NIOSH issued a Wark Practices Guide for
Manual Lifting 119 but none of the studies used to develop
the guide were conducted in the health care industry. !

One source of stress among health care workers is shift
work. A 1991 report on shift work by the Office of
Technology Assessment (OTA) contains a case study of
registered nurses and resident physicians.!t2 According to
the study, there is currently no national survey of
registered nurses that provides estimates of the prevalence
of shift work. although estimates for the total U.S. labor
force suggest that shift work is more prevalent among
nurses than among women workers in general. In one
study of job-related stress among registered nurses.
rotating nurses reported the highest levels of job stress.
OTA examined 16 studies of health outcomes of shift
work in nursing.

It found that

¢« In general. nurses working rot~ting shifts and night
shifts involving only a few nights on duty had more
sleep disturbances than other nurses:

+ Rotating shift nurses showed a significantly higher
incidence of digestive trouble than other nurses:

« Rotating shift nurses reported significantly higher
tension and anxiety than afternoon-cvening and night
workers and significantly more depression and
dejection than day or night waorkers;

¢ Night and rotu*i.-.i;‘z;_ shift nurses reported spending more
time lying down due to menstrual cramps. and rotating
shift nurses reported more tension, nervousness.,
weakness, and sickness at menstruation, as well as
longer periods, than did nurses on other types of shifts;

+ Rotating shift nurses drank more alcohol of all kinds:

« Rotating shift nurses had the greatest disruption of
family and social lifc of nurses on all shifts; and

+ Rotating shift workers suffered more injuries than
fixed shift workers—significantly more cuts, bruises,
and punctures, the most frequent category of injury on
all shifts.

Regarding resident physicians, OTA cited one study that
found no-relationship between gender and stress and
another that found that female residents reported more
stress than male residents but were more likely to
mobilize external support to cope with it. A third study
found no significant differences in pregnancy outcome
between women residents and wives of male residents:
however, the rate of voluntary termination of pregnancy
among women residents was three times higher than
among the wives, and women residents were twice as
likely to experience premature labor requiring bed rest or
hospitalization, preeclampsia. or eclampsia. Residents
also commonly suffer from anxiety and depression.

In 1988 the U.S. Department of Health and Human
Services issued Guidelines for Protecting the Safety and
Health of Health Care Workers. which seeks to reduce the
incidence of injury and disease among health care
workers in hospitals and other health care facilities.!13

Health Hazards in Microelectronics Work
Concern has been raised about possible safcty and health
hazards in high technology industries such as the
semiconductor industry. Chemical and physical hazards in
this industry include particulates, metals, solvents. acids.
caustics. flammable gases, systemic and respiratory
toxins, ionizing radiation, ultraviolet light. electrical
hazards. and ergonomic hazards." According to a 1981
study. women made up a larger segment of the
semiconductor industry work force than they did of the
manufacturing industry work force in general. 1%

Various studies have examined injuries and illnesses.
neurologic and somatic symptoms, and reproductive
effects in women workers in microelectronics work.
Metals. solvents, and physical agents arc potential hazards
to reproduction in male and female clectronics workers.t6
In addition, since the last Handbook on Women Workers
was published in 1983, NIOSH has conducted health
hazard evaluations in several semiconductor companies.

One study of data from 16 semiconductor manufacturing
companics found that women had an incidence rate of
injuries and illnesses of 3.7 per [0 full-time equivalents
per year compared with a rate of 2.7 for men.!'7 Companies
participating in the study tended to be industry leaders and
large firms. The wark force studied consisted of 56.4
pereent men and 45.6 percent women. Women were more
likely to be employed in production and clerical positions
than men and less tikely to be employed in skilled labor,
professional or techaical, and managerial positions. The
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highest rates of injury or illness occurred in male and
female unclassified workers; female custodial workers had
higher rates than male custodial workers; and males
working in skilled labor occupations had significantly
higher rates than females working in such occupations.
Across job categories. cases involving men were more
likely to involve cuts. lacerations. punctures, scratches. and
abrasions. Cases involving clerical workers were more
likely to involve strains. sprains. or dislocations.

Women had more work loss days (WLD) per case and
more restricted work days (RWD) per case than men.}!¥
Women had excess WLD in all job categories except
clerical jobs and excess RWD in all job categories except
unclassified jobs. The greatest total excess of WLD and
RWD for women occurred arnong production workers.
The researchers pointed out that the increased WLD in
women was consistent with an increased number of WLD
from all causes in women compared with men cited by the
U.S. Department of Health and Human Services. They
speculated that women may terd to be injured more
severely than men. that they may be less able to continue
working with the same degree of injury or illness. that
they may be more likely to perform higher risk tasks
within job categories. or that there may be sex differences
in reporting injuries and illnesses. Further research is
needed to address these hypotheses.

Another study. funded in part by the National Institute of
Mental Health. examined the effects of solvent exposure
in a sample of women employed in blve-collar
occupations at a microelectronics plant in eastern
Pennsylvania.!!¥ The study subjects were caucasian
women. 18 to 65 years old. reflecting the dominant
characteristics of the work force in the plant. A variety of
solvents and mixtures of solvents were used in the plant,
e.g.. alcohols, acetone. and trichloroethylene. The study
demonstrated that women who were exposed to multiple
solvents for a majority of the work day were more likely
1o report an array of neurologic and somatic symptoms.
even after controlling for other well-documented risk
factors for poor health. The neurologic symptoms
significantly related to solvent exposure were depression.
headaches. light-headedness. room spinning. and tremors.
The somatic symptoms significantly related to solvent
exposure were appetite change. funny taste. weakness or
fatigue. rashes. and abdominal pain. There was no
evidence of an association between solvent exposure and
neuropsychological impairment. as gauged by five
neuropsychological tests. According to the researchers.
the findings with regard to neurologic and somatic
symptoms were consistent with previous research on male
workers. They said that a prospective study of healthy
male and female workers entering the work force with no
history of significant prior exposure is needed to clarify
the relationship between solvent exposure and health,

A potential association between semiconductor
manufacturing and risk of spontaneous abortion was found
by researchers at the University of Massachusetts.!2¢ -

The study was based on personal interviews. conducted in
1984 and 1986 at a semiconductor production facility in
Massachusetts. with manufacturing workers. spouses of
male manufacturing workers, and an internal comparison
group of workers. The study included 67 females and 69
males employed in the photolithographic area of the
production facility: 67 females and 91 males involved in
semiconductor production exclusive of photolithography.
primarily in the diffusion area: and 337 females and 113
males not exposed to process chemicals. The occurrence
of spontaneous abortion in the photolithographic group
was lower than in the diffusion group but higher than in
the nonexposed group. The elevated ratio among women
in the photolithographic group was not statistically
significant. but it was higher than has been generally
reported among female populations using comparable
methodologies. The spontaneous abortion ratios were
generally low among spouses of male employees in all
three groups.

The researchers cautioned that the results should be
viewed as tentative until studies with larger numbers and
more detailed exposure data are carried out.

A later study found a significant association between first
trimester solvent exposure and spontaneous abortion and
between work in electronics assembly and delivery of a
low birth weight infant.!>! According to the researchers. a
number of animal and epidemiological studies have
suggested an association between solvent exposure and
adverse pregnancy outcomes. including spontaneous
abortion. birth defects. and low birth weight.

~ SEATS AND WEIGHTLIFTING ~
In the late 1200° 'nd early 1900’s. many States enacted
legislation requinuig employers to provide women
workers with seats to use when they were not actively
engaged in their work. Some of these provisions were
contained in laws applying io the employment of women
and some were in laws relating to safety and health.

After the enactment of Title VII of the Civil Rights Act of
1964, as amended. State laws applying only to women
were found to conflict with and be superseded by the act’s
prohibition on sex discrimination in employment.

Sex discrimination guidelines issued under Title VI
provide that where physical facilities are required for
women. such facilities shall be provided for men also
unless precluded by business necessity. in which case the
employer shall not provide them for members of either sex.
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In 1960. 46 States, the District of Columbia, and Puerto
Rico had employment standards relating to seating. All
but the Florida law applied exclusively to women
workers. By 1982, only 22 jurisdictions still had such
standards, and in 9 jurisdictions the standard applied to
both women and men. Since the last Hundbook on Women
Workers was issued in 1983, five States have repealed
their laws—Idaho (1985). New Hampshire (1985),
Pennsylvania (1988), Texas (1985)., and Utah (1991).

EEOC"s Guidelines on Discrimination Because of Sex
provide that State laws or administrative regulations that
prohibit the employment of women in jobs requiring the
lifting or carrying of weights exceeding certain prescribed
limits conflict with and arc superseded by Title VII.

In 1960, 12 States had statutes, ruies. regulations, or wage
orders that specified the maximum weight women
employees were permitted to lift or carry. Wage orders in
one of those States mentioned “excessive burdens:™ other
limitations were specific. ranging from 15 to 35 pounds.
Some of the liniitations applied only to certain
oceupations or industries. Today only Puerto Rico has in
etffect a specitic limit—1 10 pounds—on the weight any
worker can be required to lift.

In Oregon, administrative rules on working conditions,
issued by the Bureau of Labor and Industries. provide that
no cmployee shall be required to lift excessive weights.t22

In the State of Washington, standards issued by the
Depariment of Labor and Industries require covered
employers to ensure that no employee is required or
permiited to lift or carry excessive weights, Where
weights in excess of 20 pounds.are to be lifted. carried.
pushed. or pulled as a normal part of an employee’s
responsibility, the following requirements must be met:

+ Lilting, carrying, pushing. or pulling duties must be

made known to the prospective employee at the time of

recruitment. initial employment. or reassignment to a
lifting job.

+ Instruction must be given to such employees on proper
iifting techniques in accordance with instructions
provided or approved by the Department of Labor
and Industries.

~ FEDERAL GOVERNMENT INITIATIVES
ON WOMEN’S OVERALL HEALTH ~

In May 1983 the Assistant Secretary for Health of the
Department of Health and Human Services appointed a
task force o identify women’s health issues that are
important in today’s soctety and to lay out a blueprint for
meshing those issues with the prioritics of the Public
Health Service (PHS)Y. The PHS Task Foree on Women's
Health Issies published o report in 1988,

Among the findings of the task force were that:

+ The unprecedented entry of women into the labor
force. including women with infants and young
children, was one of the three most important social
changes affecting women's health.

+ The long-term effect of multiple roles on the health
status of women had received some attention from
rescarchers, but the results were equivocal.

» Contrary to popular belief, symptoms of stress among
professional and managerial women were not as
frequent as among clerical workers. Symptoms of
stress had been found to be more frequent in women
with jobs that offered limited opportunities or in
women with “dead-end™ jobs.

+ The consequences to physical and mental health from
women'’s greater lack of occupational mobility awaited
further investigation.

» Women were concentrated in occupations in which
most of their coworkers were women—occupations in
which tasks appeared less risky than those handled by
men and as a consequence were less often studied in
regard to health hazards.

The task force recommended that the workplace be
studied to identify and correct health hazards for women
as well as for men.

The task force also conducted an inventory of recently
completed. ongoing. and imminent PHS programs
concemed with women'’s health issues. The inventory was
the first PHS effort to identify major activities that related
to women’s health within the Service’s five agencies and
other major components. At the time, although a number
of statistical and management information systems existed
within PHS. they were not structured for ready retrieval of
information specific to women’s health activitics.

The task force found that the scope of health issues
addressed by PHS during fiscal years 1980 through 1984
suggested that PHS components were concerned with
problems that differentially affect females. including
specific diseases, occupational and environmental health
hazards, access to appropriate health services. and safety
of technology applications. The groups of females
identifiable as primary target populations for PHS
activities included such occupational groups as tederally
employed women: video display terminal operators:
clerical and secretarial workers: and female workers
exposed to potentially toxic agents, infectious discases.
and diagnostic x-ray technologices.

The Office on Women's Health (QWH) was established
in 1991 to advise the Assistant Scerctary for Heaith on
women's health issues and to coordinate women's health
policies and programs across PHS, 11

In 1991, at the request of the Assistant Secretary for
Health, the PHS Coordinating Comumittee on Women's
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Health Issues drafted the PHS Action Plan for Women’s
Health. This action plan identifies specific goals for
women’s health to be pursued by PHS agencies and
offices. Among other things. the plan recommends
initiatives to achicve the appropriate participation of
women in behavioral and biomedical research, !

In 1985 the Director of the National Institutes of Health
(NIH) established the NIH Advisory Committee on
Women's Health Issues to monitor implementation of the
recommendations of the Public Health Service Task Force
on Women's Health Issues. The committee conducted an
inventory of NIH rescarch activities on women and found
that insufficient aitention was being directed at selected
women's health issues. In 1986, NIH promulgated a
policy to ensure that women would be included in study
populations unless it would be scientifically inappropriate
to do so. The policy was restated in a January 1987
announcement in the NI Guide.

In December 1989, congressional leaders called for a
GAO study of whether NIH had adequately implemented
a policy to ensure that women were included in clinical
research studies. 2

In June 1990, GAOQ testitied before the House
Subcommittee on Health and the Environment on
problems in implementing the NIH policy on women in
study populations. GAO testified that:

« Althongh the policy was first announced in October
1986 guidance for its implementation was not
published until July 1989, and the policy was not
applicd consistently before the 1990 grant review cycle.

« NIH's various institutes had not consistently applicd
the policy. and NIH had no way to measure the
policy"s impact on the research it funded.

« The policy on wornen haé not been well
communicated or understood within NYH or in the
rescarch community.

« There was no readily accessible sonrce of data on the
demographics of NIH study populavons. 120

In July 1990, responding in part to GAO's findings. the
bipartisun Congressional Caucus for Women'’s Issuces
introduced the Women's Health Equity Act, an omnibus
package of bills addressing women's health in the areas of
research. services, and prevention. Two provisions of the
initial package were enacted by the 101st Congress: the
Breast and Cervical Cancer Mortality Prevention Actand
restoration of Medicare coverage for screening
mamimography. etfective January 1. 1991 Several of the
proposals reintroduced in the 1991 version of the act were
enacted in appropriations bitls for 1992, advancing a
varicty of women's health initiatives. For example.
Congress increased funding for mammography and pap
amear screening for low income women, for
comprehensive gynecological and obstetrical research,

and for research on breast, ovarian, and cervical cancer,
heart disease, and osteoporosis in older women. 12

In February 1991, NIH published a revised policy
statemnent on the inclusion of women in clinical research
studics. The revised policy requires that adequate
numbers of women be included in such studies unless a
compelling justification is provided.

In September 1990 the Office of Research on Women's
Health (ORWH) was established within the Office of the
Director of NIH. 1t was given a three-fold mandate:

« To strengthen and enhance research related to diseases,
disorders. and conditions that affect women and to
ensure that research conducted and supported by NiH
adequately addresses issues regarding women'’s health.

« To ensure that women are appropriately represented in
biomedical and biobchavioral rescarch studies
supported by the NIH. and

+ To develop opportunities and support for recruitment,
retention, re-entry, and advancement of women in
biomedical careers.

The Office is focusing its initial efforts on:

+ Design and implementation of a rescarch agenda for
women's health:

« Codirectorship of the NIH Women's Health Initiative,
a study that will examine the major causes of death.
disability, and frailty in older women of all races and
socioecconomic stratag

« Design and implementation of training and re-entry
opportunities for wemen scientists:

« Tracking the inclusion of women in NIH rescarch
studies: and

« Development of policy recommendations.

Using $10.3 million Congress appropriated in fiscal year
1992 the Office will work with NIH Institutes. Centers,
and Divisions to implement a women's health research
agenda. As a first step. it established a task force to assess
the current status of rescarch on women's health, identify
rescarch opportunities and gaps in knowledge. and
recommend a comprehensive trans-NTH plan for future
research. The task foree held a public hearing to gather the
viewpoints of more than 90 women's health advocates,
followed by a workshop of more than 300 scientists.
cthicists. attorneys, educators, and women's health
advocates. The workshop focused on two major arcas——
women’s health across the lifespan and special discases
and conditions. The agenda set forth in this workshop has
formed the major basis for the ORWH Research Agenda
on Women's Health which is presently being implemented
across the NIH. Other contributions to this agenda include
NIH Strategic Plan section on the Health of Women,
Congressional directives, Congressional hearings, and
discussions with women’s health experts and advocates.
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In its first year of operation, ORWH provided over
$800,000 in funds to NIH Institutes and Centers to
augment ncw research initiatives, expand current studies
to address high priority areas regarding women's health,
and increase accrual of women in studies.

In the second year of operation, ORWH awarded over $6
million in funding to new initiatives and ongoing NIH
studies which address issues in women's health as defined
in the ORWH Research Agenda on Women's Health.

The Office of Research on Women's Health is keenly
aware of the need not only to increase numbers of women
in science. but also opportunities for their advancement.
To that end, the Office conyened a task force to gather
relevant information on the issues and to hold a public
hearing and a workshop on the recruitment, retention, re-
entry. and advancement of women in biomedical careers.
Recommendations from the task force deliberations and
the public hearing testimony served as the foundation for
planning the workshop, Women in Biomedical Carcers:
Dynamics of Change, which was held in June 1992 in
Bethesda, Maryland. The recommendations and
deliberations generated from this workshop will provide
an agenda for action to enhance recruitment, retention. re-
entry, and promotion of women in science. ORWH has
already instituted action by offering $1 million in training
funds for women and men interested in returning to
scientific careers after leaving for some time to address
family responsibilities, ©
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Highlights

¢

The first Federal law against sex discrimination in employment was the Equal Pay Act
of 1963.

Unwelcome sexual advances that create an intimidating or hostile work environment
violate the Civil Rights Acts of 1964 and 1991. Sexual harassment complaints filed
with the EEOC (Equal Employment Opportunity Commission) in the last quarter of
1991 were 71 percent higher than in the same quarter of 1990.

In 1991 the Equal Employment Opportunity Commission scttled a lawsuit under the
Pregnancy Discrimination Act affecting 13.000 workers for a record $66 million.

79 percent of Fortune 500 chief executive officers acknowledged that there are
identifiable barriers to women getting to the top, according to a 1990 Catalyst study.

Along with protecting women and nen workers against cmployment discrimination on
the basis of disability. the ADA (Americans with Disabilitics Act) protects job
applicants and employees who are parents of disabled children against discrimination
on this basis.
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LEGAL RIGHTS OF WOMEN WORKERS

~ FOCUS OF RECENT LEGAL
DEVELOPMENTS ~

By the beginning of the 1980°s comprehensive Federal
protections of women's rights to equal employment
opportunity had been enacted. Executive Order 11246, as
amended. protected employees of Federal contractors and
Title V1 of the Civil Rights Act of 1964, & amended.
protected women working for employers of 15 or more
employces, the vast majority of women workers. The
Pregnancy Discrimination Act of 1978 and the Equal
Employment Opportunity Commission’s Guidelines on
Sexual Harassment of 1980 began to shift the Taw’s focus
toward forms of discrimination encountered particularly
by women.

Most legal development of women workees” rights during
the past decade has oceurred in law made by judges on a
case-by-case basis. The exceptions are the Family and
Medical Leave Act of 1993, the Civil Rights Actof 1991,
and the Americans with Disabilities Act of 1990, These
new laws expand the rights of covered employees to take
unpaid leave for certain purposes. to coliect money
damages for discrimination. and to be protected from
discrimination based on disabitity.

A series of U.S. Supreme Court holdings during the late
1980y and carly 1990°s that made employment
discrimination more ditficult to prove led to the passage
and adoption of the Civil Rights Actof 1991, The act
reverses parts of seven U.S. Supreme Court decisions and
provides for increased damages and jury trials in cases of
intentional sex. religious, and disability bias against
women an-t men workers, U.S. citizens working abroad
for U.S. co “eunies al»n gained new coverage as 1o sex.
race. religiov and nastonal origin discrimination.!

The Americans with Di abilities 2 et in addition to
requiring reasonable accommodation by an employer of
an employee with a disability who is otherwise able to
perform esseatial fuactions of a job. establishes the right
of employ ed pareats of disab! »d children not to be
discriminated againsg on this Basis.,

This chupter inciudes and goes beyond these recent legal
developments o discuss maje v laws and inidatives that
are particularly important to wmen’s employment
opporiunities. The information s ntended as a general
overvivw and does not carry the foree of legal opinion.

~ FAIR LABOR STANDARDS ACT ~
The Fair Labor Standards Act (FLSA), generally known
as the Federal wage and hour law. covers the great
majority of U.S. workers and protects workers in the
lowest paid occupations and industries. Enacted in 1938
10 meet the economic and social problems of the Great
Depression, the law established a nationwide minimum
wage standard for covered employment (individuals
engaged in or producing goods for interstate commerce).
The law also set Federal standards for overtime pay and
for the employment of children.,

During the five decades since its enactment, the FLSA has
been amended a number of times to increase the minimum
wage rate. expand the law's coverage, and provide for
equal pay for equal work. The minimum wage established
when the act went into effect was 25 cents an hour, and
about 11 million workers were covered. In 1992.82.1
million workers were covered by the act and the minimum
wage has been $4.25 an hour since Aprit 1L 1991, For
overtime work. most covered workers now must be paid
not less than one and one-half times their regular rate for
all hours worked over 40 in any one workwecek.

Increases in the minimum wage are particularty important
1o women, because women are heavily clustered in low-
wage occupations. The following amendments to the
FLSA also are of particular interest to women:

« The Equal Pay Act (EPA) of 1963 (this actis discussed
later in this chapter):

+ The 1974 extension of FLSA, which protects privaic
houschold workers, predominantly women, whose
compensation constitutes wages for Social Security
pissposes (that is. $50 from any employer in a catendar
quarter) or who are employed a total of at least 8 hours
a week in one or more houscholds.

Coverage

Although FLSA coverage is broad, several categories of
workers are exempt from both the minimum wage and ihe
overtime provisions of the act, Some workers are covered
by the minimum wage but are ¢xempt from overtime
requirements.

One of the most important exemptions from both the
minimum wage and overtime provisions of FLSA is that
of individuals emple ed in executive, administrative. or
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professional capacities, or as outside salespersons. Other
exemptions from both provisions include babysitters who
are employed on a casual basis, persons who are
employed as companions to the aged or infirm, and some
other categories of workers.

Exemptions from overtime provisions include live-in
private household workers, agricultural workers. and
certain transportation workers whose industries are
subject to regulation under other Federal laws. Live-in
private household workers are protected by minimum
wage provisions.

Enforcement

The Wage and Hour Division of the Employment
Standards Administration in the U.S. Department of
Labor enforces the FLLSA with respect to private sector
and State and local government employment, and Federal
employees of the Library of Congress, the U.S. Postal
Rate Commission, and the Tennessee Valley Authority.
The U.S. Office of Personnel Management is responsible
for enforcement with regard to other Federal employees.
Wage and Hour Division representatives have the legal
authority to enter places of empioyment that are subject to
the act and inspect records, question employees. and
investigate conditions and practices to determine whether
a violation has occurred, and to aid in enforcement.

Complaints to the Division's field offices are confidential:
It is unlawful to discharge or otherwise discriminate
against an employee for filing a complaint or paricipating
in a proceeding under the FLSA. Violators of the act may
be subject to civil or criminal action. Individuals may also
bring lawsuits to enforce this statute and recover any back
wages due them under the act.

~ EQUAL PAY ACT ~
The first Federal law against sex discrimination in
employment was the Equal Pay Act (EPA) of 1963.
enacted as an FLSA amendment 18 years after it was first
introduced in Congress and more than a half century after
women’s and labor groups had adopted the fight for “equal
pay for equal work.” Beginning after World War Il, the
bill repeatedly introduced in Congress contained language
that required equal pay for “work of comparable quantity
and quality.™ In the final effort to secure enough votes for
enactment, this expansive language was removed.

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 [ and I1. But
the EPA was the first uationwide legal protection to require
that women working in what were then characterized as
“men’s jobs™ be paid the same wage that men received.
This legal right remains important today because many
women work in predominantly male occupations.

Coverage

The EPA prohibits pay discrimination against women and
men because of sex. Women and men working for the
same employer in the same establishment and under
similar conditions must receive the same pay if their jobs
require substantially equal skill, effort, and responsibility.
The act does permit differences 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 are prohibited from
reducing the wage rate of any employee in order to
equalize pay between the sexes. In addition. it is illegal
for a labor organization or its agents to cause or attempt to
cause an employer to violate the act.

Under the act, employers are prohibited from retaliating
against any employee who files a complaint or who
participates in an Equal Employment Opportunity
Commission (EEOC) investigation. If an employer does
retaliate against an employee, the EEOC may seck a
temporary restraining order to prevent the employer from
retaliating further.

The act became effective June 11, 1964. As an
amendment to the Fair Labor Standards Act. the EPA
applies to all employees covered by minimum wage
provisions of the FLSA. A major breakthrough occurred
in 1972 when EPA coverage (but not minimum wage and
overtime coverage) was extended to executive.
administrative, and professional employees and outside
sales personnel.

The 1974 amendments to the FLSA extended minimum
wage. equal pay, and overtime pay coverage to most
nonsupervisory employees of State and local governments
as well as to Federal employees. Court decisions since
then have first limited and then restored coverage of the
EPA to these employees.

Enforcement

Under the President’s Reorganization Plan No. | of 1978.
the EEOC assumed enforcement responsibility for the
EPA from the Department of Labor and the U.S. Civil
Service Commission. Litigation by the Department of
Labor, the EEOC. and private citizens has been an
important key to building a body of law that. once
established, facilitates voluntary compliance. Among the
legal nrinciples established by litigation are the following:

¢ The “equal work™ standard requires only that
cempared jobs be “substantially equal™; they need not
be identical. Small differences in job content do not
make jobs uncqual.

» Once the Federal Government or a plaintiff in a private
suit has shown that a wage differential exists between
men and women doing substantially equal work, the
burden falls on the employer to prove that the
differential is explained by some factor other than sex.

Yegal Rights of Women Waorkers

RIC

Aruitoxt provided by Eic:

~ 202 -~

o) 3 Ii‘) t Handbook on Women Workers: Trends & lssues
1
‘o




Q

ERIC

Aruitoxt provided by Eic:

«  When men. but not women, do heavy lifting on an
infrequent basis in a workplace, the men are not
emitled to higher pay than women who perform
virtually identical duties. because infrequent exertion
does not involve substantially additional effort.

« Ancmployer’s classifications and job descriptions are
totatly irrelevant in showing that work is unequal
unless they accurately refiect actual job content.

+ The possession of skills not needed and not exercised
by an employec in a particular job does not justify a
pay differential.

+ Concurrent employment of the iwo sexes is not
necessary to make a comparison under the equil pay
principle. For example. an employer cannot arbitrarily
pay a lower wage to a female employce who replaces a
male employee.

These legal principles have been applied in the following
examples:

« A female employee’s willingness to work for a lower
salary than a man hecause of her infc ior bargaining
position as a woman is not a legal justification.?

«  When a jury finds an employer's conduct to be willful
under the act. the judge is obligated to double the
damages due the plaintift. Conduct is willful when the
cmployer knew or showed reckless disregard for
whether its conduct was unlawful.

+ A Federal district court has held that a government
entity that has centralized personnel administration
cannot bar pay comparisons between employees in
various regionat offices.?t

Title VI1 of the Civil Rights Act of 1964 also prohibits
wage discrimination bused on sex, providing broader
statutory protection of the right to equal pay. The U.S.
Supreme Court ruled in Gunthers in 1981 that claims of
sex-based wage discrimination brought under Title VII of
the Civil Rights Act of 1964, as amended, are not limited
to claims of equal pay for equal work. At the same time.
the Court stated that it was not deciding in the casc at
fand the precise contours of lawsuits challenging sex
discrimination in compensation under Title V1L Since that
decision, several cases have clarified what kinds of
evidence constitute proof of sex-based wage
discrimination under Title VIL Up to the present, the
courts have been reluctant to find that unequal pay for
jobs alleged to be of equal value, standing alone.
constitutes proof of sex-based wage discrimination.

The EEOC has described the tollowing as the type of
evidence that would prove sea-based wage
discrimination:

« The discriminatory application of a wage policy or
system or the discriminatory use of wage-setting
techniques such as job evaluations or market surveys.

o Barriers to equal access 1o jobs,

« The preponderance of direct or circumstantial evidence
that wages arc intentionally depressed because of the
sex of occupants of the job.

In 1986 the EEOC published its final regulations
interpreting the EPA. The regulations provide that when 1t
is possible for a claimant to file wage discrimination
actions under both the EPA and Title V11, any violation of
the former is a violation of the latter. Since the scope of
Title V11 is broader than that of the EPA. an act ¢

practice of an employer or a labor organization that is not
a violation of the EPA may neverthcless be a violation of
Title VII.

In recovery each individual receives the highest benetit
that entitlement under either statute permits: for example.
liquidated or double damages are available under the EPA,
while compensatory and punitive damages are available
under Title VIL. Also. EEOC's policy is not to disclose the
identity of the complainant under the EPA without written
consent, but it a complainant clects to file a charge under
both the EPA and Title VI, the complainant’s identity
must be revealed to the employer. However, under Title
VIl anonymity can be achieved using an EEOC
Commissioner's charge or "on behalf of ™ charge.

Fringe benefits are part of the employer’s payment for
work performed and are thus covered by the EPA. The
1986 EEOC regulations provide that fringe benefits
including medical, hossital, accident, fife insurance. and
retirement benefits: profit sharing and bonus plans; and
leave may not be administered in a discriminatory manner
between men and women performing equal work. Further,
differences in the application of {ringe benefit plans that
are based upon sex-based actuarial studies cannot be
justified as based on “any other factor other than sex.”

EEQC warns that if an employer bases benefits available to
employees and their spouses and families on whether the
employee is the “head of the household™ or “'principal wage
earner” in the family unit, the overall implementation of the
plan will be closely scrutinized. An employer may not
defend ditferential benefit plans by arguing that it costs
more to provide benefits to one sex than to the other.

Under the section covering inequalities in pay that raise
questions under the act. the EEOC has indicated that
because the EPA was designed to eliminate wage rate
differentials based on sex, situations will be carefully
scrutinized in which employees of one sex are
concentrated in the Tower levels of the wage scale. and
where there does not appear to be any material
relationship other than sex between the lower wage rates
paid to such employees and the higher rates paid to
employces of the other sex.

Iltuminating the requirement that jobs to be compared
must be performed under “~imilar working conditions.”
the EEOC defines "working conditions™ as encompissing
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two subfactors: “surroundings™ and “hazards.”
Surroundings measure the clements. such as toxic
chemicals or fumes, regularly encountered by a worker,
their intensity and their frequency. Hazards are physical
hazards regularly encountered, their frequency and the
severity of injury they can cause. “*Working conditions™
does not encompass shitt differentials.

The EEOC may investigate, gather data, enter and inspect
establishments and records. interview individuals, advise
employers regarding any changes necessary or desirable
to comply with the act, subpoena witnesses and obtain
documents regarding personnel policies. and initiate and
conduct litigation. According to the 1986 regulation. the
identity of persons giving information in confidence on
violations of e act shall not be disclosed unless
necessary in a court proceeding.

An employee need not file a complaint with EEOC under
the EPA to preserve the right to go to court. However,
charges alleging concurrent violations of the EPA and
Title VII must be filed within the 180- to 300-day time
limit for filing Title Vi charges. An employee may
recover back pay for up to 2 years. except when an
employer is proven to have behaved willtully in
discriminating against the complainant, in which case the
complainant may recover up to 3 yecars of back pay.

~ CIVIL RIGHTS ACTS OF 1964
AND 1991 ~

The most significant statute focusing on sex-based
employment discrimination since Title Vi1 of the Civil
Rights Act of 1964 was passed by Congress and signed by
President George Bush in November [991. The Civil
Rights Act of 1991 responded to recent U.S. Supreme
Court decisions by expanding protection of victims of
discrimination, This act amended Title VII of the Civil
Rights Act of 1964 and other Federal civil rights [aws in
several key ways. For the first time it became possible
under Federal law for victims of intentional
discrimination based on sex. religion, or disability to
rccover compensatory and punitive damages, a remedy
previously available only for discrimination on the basis
of race or color.

The act places a graduated cap on these damages
depending upon the size of the employer. but this cap
does not include back pay. interest on back pay. front pay.
unlimited past pecuniary damages (such as medical bills),
or any other type of monetary relief already available
under Title VIL Employcers with more than 14 and fewer
than 101 employees shall not be held liable for damages
exceeding $50,000 for compensatory and punitive
damages: employers with more than [00 and fewer than
201 employees, $100,000; employers with more than 200
employees and fewer than 501 employees, $200,000; and
more than 500 employees., $300.000.

i

The act alters the balance between employees and
employers by restoring the burden of proof to the
employer, thereby overriding the Wards Cove® case.
Wards Cove is the best known of several recent U.S.
Supreme Court cases that limited employees® ability to
prove discrimination under civil rights law. According to
the new law, an unlawful employment practice based on
disparate impact can now be established if

+ A complaining party shows that an employer’s use of a
particular employment practice causes disparate impact
on the basis of race, color, religion, sex nr national
origin: and

+ The employer fails to prove that the challenged
practice is job related for the position in question and
consistent with business necessity; or

« The employer refuses to adopt a less discriminatory
alternative employment practicc.

Bases of Protection

The previous milestone in establishing women's legal
rights to equal employment opportunity was the passage
of the Civil Rights Act of 1964. ts Title VII for the first
time codified in Federal law the prohibition against sex
discrimination in terms and conditions of employment
beyond the right to equal pay. Titic VII, effective since
1965, remains the major. comprehensive Federal statute
protecting employees from discrimination based on race,
color, sex. national origin, and religion in hiring,
compensation, fringe benefits, promotion, termination,
and all other terms and conditions of employment.

An employer may not allow its clients to harass or otherwise
cause undue mental distress to its employees in a
discriminatory manner. Segregation of customers on the
basis of their race or national origin and other forms of
discrimination against clients have been considered unlawful
on the theory that those practices have an adverse
psychological impact on minority employees and derogate
their right to work in a nondiscriminatory environment.

Race discrimination in working conditions includes racial
harassment by coworkers and lack of effective action on
the part of management. In one case a black cinployee
was subjected to numerous instances of coworker
harassment, which the court found management and
supervisors knew or should have known about and ook
inadequate steps to prevent. The company also was found
to have no clear policy against racial harassment.

The court ordered the employer to take affirmative action,
including cducating and sensitizing supervisory and
management personnel and developing written
disciplinary nicasures to be directed against oftending
employees and officials, The plaintift was awarded
attorney’s fees by the court, which noted that he deserved
them for performing a valuable public service although he
had not prevailed on all issues.?
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Adverse employment decisions based on an applicant’s or
employee’s lack of English language skills have been
found to violate Title VII of the Civil Rights Act when the
language requirement bears no clear and provable
relationship to the ability to perform the job successfully.
On the other hand. requiring an applicant to pass an
English language proficiency test has been found lawful
when the job requires English language usage.

Harassment on the basis of national origin is a violation of
Title VII. Ethnic sturs and other verbal or physical
conduct because of an individual's nationality is
harassment if it creates an intimidating. hostile. or
oftensive working environment; unreasonably interferes
with work performance: or negatively affects an
individual's employment opportunitics.

Religious antidiscrimination taw requires employers to
reasonably accommodate the religious practices of an
employee or prospective employee. unless to do so would
create an undue hardship upon the employer. Flexible
scheduling. voluntary substitutions or swaps, job
reassignment. and lateral transfers are examples of
accommodating an employee’s religious beliefs. A Jewish
airline employee was found to have been improperly
harassed on the basis of his religion where he was singled
out for unpleasant and exceptionally heavy work #

These protections cover all individuals domiciled or
residing in the United States. citizen and non-citizen alike.
In addition to Title VII's prohibition against
discrimination based on national origin. the Immigration
Retform and Contro! Act of 1986 prohibits discrimination
based on national o gin and citizenship status.

Coverage

The Civil Rights Acts of 1964 and 1991 are administered
by the bipartisan Equal Employment Opportunity
Commission (EEOC). whose tive members arc appointed
by the President. Since the 1972 amendments the EEOC
has had the power to sue violators as well as the power to
investigate and conciliate. Educational institutions and
State and local governments were brought under coverage
at that time. and numerical exemptions (number of
workers or members required for coverage) were lowered.
The 1972 amendment also extended coverage of Title Vil
to Federal employees. and in 1979 enforcement authority
for these employees was transferred to the EEOC.

The law now covers all public and private employers of
15 or more persons. public and private employment
agencies, labor organizations with 15 or more members.,
and joint labor-management committees with
apprenticeship or other training programs. Indian tribes
are exempl as employers, Religious educational
institutions or associations are exempt with respect to the
employment of persons 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 Vi1

Foreign-owned corporations incorporated under laws of
one of the United States are covered. even though they
may be subsidiaries of a foreign business. In addition, the
act extended Title VII's coverage to U.S. citizens
employed by U.S.-owned or -controlled companies in
foreign countries. paralleling a 1984 amendment to the
Age Discrimination in Employment Act (ADEA) that
protects U.S. employees over age 40 working abroad for
U.S. companies. Such a company is exempt from
coverage, however, if compliance with Title Vil or
ADEA would constitute a violation of the law of the
foreign country in which it is located.

In 1984 the U.S. Supreme Court held in Hishon v. King
and Spalding? that Title VII of the Civil Rights Act of
1964 covers the selection of partners in private law firms,
The Court reasoned that once a contractual relationship of
employment is established. whether written or oral,
formal or informal. Title VIU's protections of the “terms,
conditions, or privileges of employment™ are triggered. In
this case. the law firm’s promise to consider each
associate for partnership status after a period of years
required the firm to treat partnership candidates without
discrimination based on their race. color. religion. sex. or
national origin.

Under Title VI, the following are unlawful employment
practices:

o For an employer to discriminate in hiring or firing:
wages and salaries: promotions; or in any terms.
conditions, or privileges of employment because of an
individual's race. color, religion. sex. or national origin.

o For a lubor 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 discriminate
on any of the prohibited bases.

o For an employment ageney to discriminate in
classifying or referring persons for employment on any
of the prohibited bases.

o Foran employer, lubor union, or joint labor-
management comntittee to discriminate on the
prohibited bases in admission to or employment in any
apprenticeship or other training or retraining program,

Exceptions are permitted when sex is a bona fide
occupational qualification that is reasonably necessary to
the normal operation of the business. an exception the
courts have defined very narrowly. as in the case of an
actor or actress. Differentials in compensation based on
seniority. merit, or an incentive system are permitted.

The largest damage award settlement to date under this
law required the State Farm Insutance Company to pay at
fcast $157 million in a class action suit.!" The court found
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that the employer deliberately did not hire female agents
throughout California. The original plaintiff, Muriel
Kraszewski, filed suit after being denied a job as an agent
after 12 years as an agent’s assistant. She was denied the
job on the bases that she could not be protected while on
the job at night and that she lacked a college degree,
although more than half the male agents also lacked a
college degree.

Enforcement

A charge of unlawful employment practice within the
meaning of Title VII may be made by any individual who
claims 1o be aggrieved. Upon authorization from this
person, a charge on behalf of the person may be filed by
an agency, organization, or another person. Individuals or
organizations may request that an EEOC commissioner
issue a charge for an inquiry into individual or systemic
discrimination. 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 available; however, the agency will accept any
written statement that is sufficiently 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 1o retaliate against any person because
he or she has opposed a discriminatory employment
practice or has made charges, testified, or participated in
an action under Title VII.

Where EEOC detenines dhere is reasonable cause to
believe that Title VII has been violated, it attempts to
eliminate the unlawful employment practice by informal
methods of conference, conciliation, and persuasion. If the
eftort fails, the EEOC may bring civil action against the
respondent or, in the case of a government or political
subdivision, it may refer the matter to the U.S. Attorney
General with a recommendation for civil action. If prompt
judicial action is determined to be recessary, the EEOC or
the Attorney General may seck 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 nreliminary relief on their own initiative.

In an important case for academic women, a unanimous
U.S. Supreme Court in University of Pennsylvania v.
Equal Employment Opportunity Commission'! held that
the EEOC has the power to subpoena confidential tenure
review files from a university accused of discriminating in
denying tenure to a professor. In previous litigation,
courts had been hesitant to delve into the motives ol well-
educated and prestigious faculty members on behalf of
discrimination litigants and had agreed that academic
frcedom protected personncel decisions within universities.

In what has been termed a “mixed motives™ case. Price
Wuterhouse v. Hopkins ) the Supreme Court analyzed

employment decisions that are tainted by discrimination,
but that could also be justified with reference to
nondiscriminatory bases. The Civil Rights Act of 1991
revised the law so that an employer is prohibited from
allowing sex, race, color, religion, or national origin to
motivate any employment decision, even if the employer
can demonstrate that it would have taken the same action
without considering sex, race, or another prohibited basis
for an employment decision. In this instance, a court may
not award damages or require reinstatement, hiring, or
promotion but may prohibit the employer from
considering the discriminatory factor in the future.

The new law also creates the Glass Ceiling Commission
to promote work force diversity and to study how
management and decisionmaking positions are filled and
how the necessary qualifications are developed to foster
the advancement of minorities and women into higher
level positions.

(Note: Additional details are included later in this chapter
in the section on “The Glass Ceiling,” under Federal
Government Initiatives.)

Private Sector Charges
A charge must be filed with EEOC within 180 days of the
alleged discriminatory act. That limit may be extended to
240 to 300 days where there is a State or local fair
employment practices agency (FEPA) in the area or to
within 30 days of notice that the FEPA has completed
action on the charge, whichever is earlier.

Some actions may be continuing violations of Title V11
and may be subject 1o a special determination as to final
date of an atiegedly unlawful practice. For example, in the
case of a worker who is laid off and not recalled, the time
limit for filing a charge may depend on whether the layoff
and recall activities are regarded as discrete or as
continuing activities. The denial of employment to a
particular person does not start the count on the time limit
for filing a charge if an emplover or union thereafter
maintains and supports a discriminatory hiring system.

The EEOC notifies the complainant of her or his right to
bring a civil action in these specific instances: when
EEOC has been unable to obtain voluntary conciliation
and has decided not to bring civil suit; when EEOC has
entered into a conciliation agreement to which the person
claiming to be aggrieved 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 determincs before 180 days that it will
be unable to complete its administrative processing of the
charge within that time.
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Federal Employees’ Administrative
Complaint Procedure

Effective October 1, 1992, EEOC revised the way that
Federal agencies and the EEOC process administrative
complaints and employment discrimination appeals filed
by Federal employees and applicants for Federal
employment. The new regulation!? will enable quicker,
more cfficient processing of complaints and promote
impartial, fair, and carly resolution of complaints.

A Federal employee or applicant who wishes to file a
discrimination complaint must contact a counselor within
45 days of the discriminatory event. In certain limited
circumstances,™ this time limit may be extended.
According to the EEOC., Federal employees file EEO
complaints at a rate three times greater than private sector
employees file charges.! and thus a longer time period
for initial contact is not warranted.

A 90-day time limit has been prescribed for the
counseling phase of a complaint to give both complainant
and agency an opportunity to resolve the complaint by
voluntary efforts in cases in which the agency has an
established dispute resolution procedure available and the
complainant chooses to use it. In all other situations, the
time limit for counseling remains 30 days, with a 60-day
extension available if both parties consent.

The agency is now required to complete its investigation
within 180 days of the filing of the complaint. unless the
complainant agrees to ¢xtend processing for up to an
additional 90 days. At the end of the 180 days. the agency
must provide a copy of the complaint file to the
complainant. After 180 days have clapsed from the filing
of the complaint. the complainant may request a hearing
by an EEOC administrative judge or an immediate final
decision by the employing agency.

If the complainant does not request a hearing within 30
days. or if ihe complainant requests a final decision. the
agency his 60 days to issue the decision. If the
complainant requests a hearing within 180 days of reccipt
of the request for a hearing, the administrative judge will
issuc findings of fact and conclusions of law on the merits
of the complaint and, where a finding of discrimination is
madc, an appropriate remedy wiil be ordered. These
findings and order will become final unless the agency
rejects or modities them. After the final decision of the
agency is issued, or the findings and conclusions become
final, the complainant may appeal by filing an appeal with
the EEOC's Office of Federal Operations (OFO) to obtain
appellate review of the ageney's final decision. The
complainant may also file a civil action in Federal court in
certain circumstances.

The Civil Rights Act of 1991 increased the time for a
Federal employee to file suit from 30 to 90 days after
receipt of an EEOC decision, hringing Federal employees
into parity with non-Federal employces.

EEOC Sex Discrimination Guidelines

Because sex discrimination sometimes takes forms that
are different from discrimination on other bascs, the
EEOC has issued sex discrimination guidelines, The
guidelines provide a narrow interpretation of what
constitutes a bona fide occupational qualification. For
cxample. the guidelines state that the refusal to hire an
individual camnot 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 guidclines
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 ol
weights over certain prescribed limits, or for work during
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) discriminate on
the basis of sex because such faws do not take into account
the capacities. preferences, and abilities of individual
women. Thus, these laws conflict with and are superseded
by Title VL. This position has been upheld in a series of
court cases—the contlict between Federal and State laws
on this point was largely resolved in the early 19707,

Regarding State laws that require minimum wage and
premium pay for overtime for women only, the EEOC
deems it an unlawful employment practice for an
employer to refuse to hire women in order to avoid the
payment of ninimum wages or overtime pay requircd by
State law, 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 scx.
such as laws requiring special rest and meal periods or
physical facilities for women. Even if an employer can
prove that business necessity precludes providing these
benefits to both women and men, the employer must not
provide them to members of either sex.

The EEOC guidelines also declare that it is an unlawful
employment practice for an employer to discriminate
between men and women with regard to fringe benefits
(such as medical. hospital. accident, life insurance. and
retirement benefits; profit-sharing and bonus plans: and
leave) and other terms, conditions. and privileges of
employment. For example, it is unlawful for an employer
to have a pension or retirement plan that specifies
different benefits on the basis of sex. The U.S. Supreme
Court has upheld this guideline in a case involving a city
agency that required female employees te make larger
contributions to its pension fund than were made by male
employees. City of Los Angeles v. Manhart, 10 The city
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agency had based its practice on mortality tables and on
its experience that temale employees had greater
longevity than male employees, resulting in a greater
pension cost for the average female retiree than for the
average male retiree. The Supreme Court ruled that Title
VII, which focuses on fairness to individuals rather than
on fairness to classes of persons, precludes treating
individuals simply as the components of a group. Thus,
even though women as a class outlive men, this cannot
Justify disqualifying an individual to whom the longevity
characteristics of a group may not apply.

The Supreme Court again addressed these issues in
Arizona Governing Committee v. Norris,\? considering
whether sex-based actuarial tables may be used in
calculating retirement benefits. The Court concluded that
“the classification of employees on the basis of sex is no
more permissible at the pay-out stage of a retirement plan
than at the pay-in stage.” ¥

Theories of Discrimination

There are three principal “theories™ of discrimination,
each of which gives rise to a specific type of
discrimination claim. These are the disparate treatment
claim, the disparate impact claim, and the mixed motives
claim. These theories differ in the nature of the evidence
that is required to prove an allegation of discrimination.
While these theories will be described separately, a
particular case may fit morc than one of the theories.

In general, the burden of proof in an employment
discrimination case usually refers to the burden of
persuading a trier of fact, that is a judge or a jury, that the
complainant’s atlegations are more likely true than not true.
This standard of proof, the “preponderance of the evidence™
standard, requires that the evidence must be just enough, at
least, to “tip the scales™ in the complainant’s favor. This is a
much easier standard to meet than the “beyond a reasonable
doubt™ standard uscd in criminal cases.

A disparate treatment claim involves an allegation that an
individual was treated differently because of some personal
characteristic, such as race, sex, or national origin, in the
context of a similar employment situation. The key issue in
a disparate treatment case is whether the employer
intentionally treated the complainant differently because of
sex, race, national origin, color, disability, agc, or religion.

A "mixed motives” case is a type of disparate treatment
claim in which the employer is alleged to have treated the
complairant diffcrently for more than one reason. but at
least one of those reasons was discriminatory.,

In contrast to the disparate treatment and mixed motives
theories of discrimination, the disparate impact theory
does not require proof of an employer’s intent to treat a
complainant diffcrently beeause of his or her menthership
in a protected class. Instead. an apparently neutral or

“innocent™ practice or policy utilized by the employer has
the practical effect of disadvantaging a protected group
more than other groups. According to this theory, an
employer may apply the practice equally to everyone, but
the result is that some groups are favored and some are
disadvantaged.

A common example of a practice that may give rise to &
disparate impact claim is the use of a minimum height
requirement, such as 5°7", for a police officer position.
This requirement might appear neutral until the employer
~ sumpares percentages of men and women and members of
various ethnic groups who can meet this requirement. A
higher proportion of women and members of certain
minority groups are shorter than 5°7" than are nonminority
men. Unless the height requirement can be justified under
the “business necessity™ defense, the employer would be
barred from using it to screen applicants. Another, more
job-related, criterion would have to be developed.

Hiring

Uniform Guidelines in Employee Selection Procedures!?
were adopted in 1978 by the EEOC, the Civil Service
Commission (now the Office of Personnel Management),
the Department of Labor’s Office of Federal Contract
Compliance Programs, and the Department of Justice.
These standards must be obseived by employers,
government contractors, labor unions, Federal fund
recipients, and licensit.2 and certification boards which
place restrictions on the recruitment or hiring of workers.

The fundamental principle underlying the guidelines is that
employer policies or practices that have an adverse impact
on employment opportunities 6t any race, sex, or ethnic
group are illegal under Title VIl and Executive Order
11246, as amended, unless justified by business necessity.
Adverse impact may be determined by applying a four-
fifths or 80 percent rule of thumb. Thus, a selection rate
for any race, sex, or ethnic group that is less than four-
fifths (or 80 percent) of the rate for the group with the
highest rate will generally be regarded as evidence that the
test or selection device is having an adverse impact.

If business necessity is the defense, a technical process of
validation is normally used to demonstrate the relation
between the selection procedure and performance on

the job.

Even if a particular requirement is job related, a woman
may be able to show that the employer could meet its
legitimate business needs in a way that has a less negative
impact on women’s job opportunities. For example, a
trucking company might be able to show that a
requirement that its truckers have 2 years’ previous
cxpcerience in driving trucks is job related. Such a
requirement would obviously exclude a large nnmber of
women, since women in the past have been
discriminatorily denied truck driving jobs. A woman
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applicant might be able to show that a driving test or
consideration of previous related experience (for example,
driving a school bus) would assure the ecmployer of
qualified employees, while al the same time diminishing
the exclusionary effect of the 2-year experience rule. If an
employer can use one of several means to satisfy its
legitimale business needs. most courts require that it
utilize the one that has the leasi adverse impact on women
or minorities.*

Since Title VI of the Civil Rights Act of 1964
encourages veluntary compliance with the law and
conciliation rather than lawsuits, EEOC has long
promoted voluntary affirmative action. Issued in 1979,
EEOC guidelines®! suggest the kind of affirmative action
that is permitted on a voluntary basis by empltoyers who
want to evercome the effects of past or present practices.
policies, or other barriers to equal employment
opportunity. The steps recommended in the EEOC
guidelines are very similar to OFCCP regulations, that is.
analyze the work force and employment practices,
identify problems. and take remedial action. including
setting goals and timetables where underutilization of a
racial minority group or women has been found.

It is the Commission’s interpretation that appropriate
voluntary affirmative action, or affirmative action
pursuant to an administrative or judicial requirement, does
not constiiute unlawful discrimination in violation of Title
Vil. Under the Exccutive Order and under the voluntary
affirmative action described by Title VI the goals are
guides or targets and are flexible. Even if they are not
met. the employer can stilf be in compliance with the law
if he or she has taken remedial steps in good faith to
resolve any problem areas.

In Johnson v. Transportation Agency. Santu Clura
County 2* the Supreme Court addressed the egality o' &
voluntary affirmative action plan for women for the fass
time. The Court upheld the plan, which provided for i...
consideration of the gender of a qualified applicant in
promotion decisions within traditionally segregated job
categories in which women had been significantly
underrepresented.

When a discrimination complaint has been made, the
partics involved can agree to a remedy in a conciliation
agreement or  consent decree and save the cost. stress,
and uncertainty of a court case. Such agreements may
contain affirmative action procedures similar to those
described above.

If voluntary compliance efforts have not | coved sufficient
and a court has found discrimination under Title VIL the
court may order appropriate affirmative action “which
may include but not be limited to reinstatement or hiring
of employees with or without back pay...or any other
cquitable reliel as the court deems appropriate.”™ Many
courts have ordered special recruiting and training

programs, and goals and timetables for minorities and
women when the court has determined that certain
practices have unlawfully excluded them. Remedies in
such an order are far less flexible than in voluntary plans
or affirmative action plans under Executive Order 11246.

Pregnancy Discrimination Act of 1978

Early versions of sex discrimination guidelines issued by
the Equal Employment Opportunity Commission under
Title VI of the Civil Rights Act of 1964 did not
specifically mention pregnancy-related disability. In a
1972 revision of the guidelines, the EEOC included a
statement that disabilities caused or contributed to by
pregnancy, miscarriage, abortion, childbirth, and recovery
were 1o be treated as other temporary non-job-related
disabilities arc treated with regard to such matters as
leave, insurance. accrual of seniority, and reinstatement.
A number of States adopted similar guidelines.

Federal district and appellate courts generaliy upheld this
guideline. However, the U.S. Supreme Court, beginning a
15-year trend away from regular expansions of employees”
right not to suffer employment discrimination, ruled in
1976 in General Electric v. Gilhert et al?3 that a
company’s disability benefits plan does not violate Title
V1L if it fails to cover pregnancy-related disabilitics. A
year later, the Court ruled that Title VII does not require a
company to let an employee use her accrued sick leave for
a leave of absence because of pregnancy disability.> In
that case the Court also held that the employer’s policy of
denying accumulated seniority to female employces
returning from pregnancy leave violated Title VII by
depriving these employees of employment opportunitics
and adversely affecting their status as employees.

1u counteract the General Electric decision, Congress
«mended Title VI stating that discrimination on the basis
o pregnancy. childbirth, or related medical conditions
clearly constitutes unlawful sex discrimination.

The Pregnancy Discriniination Act of 1978 amended
section 701 of the Civil Rights Act of 1964 by adding the
following new subsection:

(K)YThe terms “because of sex™ or “on the basis of sex™
include, but are not limited to, because of or on the
basis of pregnancy. childbirth, or refated medical
conditions: and women affected by pregnancy.
childbirth, or related medical conditions shall be
treated the same for all employment-relfated purposes,
including receipt of benefits under fringe benefit
programs, as other persons not so affected but similar
in their akility or inability to work, and nothing in
section 703(h) of this title shall be interpreted to permit
otherwise. This subsection shall not require an
employer to pay for health insurance benefits for
abortion, except where the life of the mother would be
endangered it the fetus were carried to term, or exeept
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where medical complications have arisen from an
abortion: Provided, that nothing herein shall preclude
an employer from providing abortion benefits or
otherwise affec: bargaining agreements in regard

to abortion.

The report issued by the conference committee stated:

Because the conference substitute applies to all situations
in which women are “affected by pregnancy, childbirth,
and related medical conditions,” its basic language covers
decisions by women who chose to terminate their
pregnancies. Thus, no employer may, for example, fire or
refuse to hire a woman simply because she has exercised
her right to have an abortion.

The exclusion of abortion benefits from the conference
substitute is intended to be limited to benefits for the
abortion itself. If a woman suffers complications from an
abortion, medical payments and disability or sick leave
benefits for the treatment of the complications would

be covered.

Under this law, which is now subsumed in Title VI, the
following actions are illegal:

» To refuse to hire or promote pregnant women
because they are pregnant;

» To terminate women because they are pregnant;

» To arbitrarily establish mandatory leave for
pregnant women that is not based on their inability
to work.

In Newpaort News Shipbuilding and Dry Dock Co. v.
EEQC 2 the Supreme Court decided that the Pregnancy
Discrimination Act provides protection not only for
female employees but also for the spouses of male
employees at the same company. The Court held that an
employer’s health benefit plan that provided more
extensive pregnancy coverage to female employecs than
1o spouses of male employees violated Title VI, because
such a plan provided a less inclusive benefits package to
married male employees than that provided to married
female employees.

In California Federal Savings & Loan Association v.
Guerra, the Suprerie Court upheld a State statute t.at
requires cmployers to grant employees disabled by
pregnancy up to 4 months unpaid leave with qualified
reinstatement rights. The Court rejected the argument that
the Pregnancy Discrimination Act requires employers to
treat employees disabled by pregnancy the same as, but
no better than, other disabled employces. The Court
specifically held that the act did not prohibit more
advantageous treatment for pregnancy and embraced a
lower court’s conclusion that the Pregnancy
Discrimination Act establishes **a floor beneath which
pregnancy disability benefits may not fall-—not a ceiling
above which they may not rise.™2¢ The Court also noted

that an employer could comply with both the California
law and Title VII and that the California law does not
require doing an act which is unlawful under Title VII.
Employers are free to give comparable benefits to other
disabled employees.

The largest pregnancy discrimination settlement yet
reached by the Equal Employment Gpportunity
Commission was with the American Telephone and
Telegraph Company, announced in July 1991.27 A 1978
lawsuit on behalf of 13,000 employees who had suffered
employment discrimination because of pregnancy
between 1965 and 1977 was settled for $66 million. From
1965 until 1977 the company required women to take
unpaid maternity leave at the end of their sixth or seventh
month of pregnancy, allowed them only 30 days credit
toward their seniority—while employees on disability
received full credit—and offered them no guarantee of a
job when they returned from maternity leave. These
policies were abolished by 1978, when an amendment to
Title VII of the Civil Richts Act clarified the rights of
pregnant women,

EEOC has clarified its enforcement position to state that
the law does not require an employer to provide a specific
number of weeks for maternity leave: to treat pregnant
employees differently from other employees with respect
to hiring or promotions; or to establish new medical,
leave, or other benefit programs where none currently
exist. The basic principle of Title VI reflected in the
guidelines is that women affected by pregznancy and
related conditions 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 at least the
same basis as employees unable to work for other medical
reasons. However, apparently neutral sick-leave policies
may be successfully chalienged for their disparate impact
on pregnart employees.

In EEQOC v. Warshawsky® a pregnant employee who had
been denied sick leave and had been discharged due to a
disability caused by pregnancy challenged an employer’s
written policy which required all employees to work at
least [ year before they were eligible for sick leave. The
Federal district court ruled that this policy had a disparate
impact on female employees who were pregnant, thus
violating Title VII. The employer was found not to have
shown that this policy served legitimate business needs.

In Wimberly v. Labor and Industrial Relations
Commission® the Supreme Court was unwilling to infer a
preferential treatment requirement from a 1976
amendment to the Federal Unemployment Tax Act
(FUTA). which prohibits State unemployment
compensation law , that discriminate “solely on the basis
of pregnancy or termination of pregnancy.”™ An employee
denied unemployment compensation after her cmployer
refused to reinstate her upon return from pregnancy leave
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challenged a Missouri law under which all persons who
leave work for reasons not causally connected to the work
or the employer are disqualified from receiving benefits. In
a unanimous decision, the Court agreed that the Missouri
practice does not discriminate on the basis of pregnancy.
since all employees who leave their jobs for a medical
reason. after which their jobs become unavailable, are
incligible for benefits,

Sexual Harassment

Under Federal law, sexual harassment is a discriminatory.
and therefore unlawful, employment practice. Upholding
the Equal Employmun Opportunity Commission’s
guidelines. in Meritor Savings Bank v. Vinson¥ the U.S.
Supreme Court in 1986 ruled unanimously that sex
discrimination that creates a hostile or abusive work
environment aftecting a term, condition, or privilege of
employment violates Section 703(a) of Title VI of the Civil
Rights Act of 1964, as amended. Section 703 prohibits the
imposition of an onerous condition of employment upon
any individual because of that person’s sex.

Beginning with the first U.S. Supreme Court decision on
sexual harassment in 1986. judicial perceptions and
understanding of sexual harassment, particularly the
hostile work environment type, have developed rapidly.
Workplace interactions between men and women
involving power and sexuality have been subjected to an
increasingly deeper level of scrutiny. Women workers and
their attorneys have effectively altered the way socicty
and legal decisionmakers think about thesc issues.*

In her groundbreaking book. Sexual Harassment of
Working Women, Catharine MacKinnon defined sexual
harassment as the “unwanted imposition of sexual
quum:antx in the context of a relationship of unequal
power.” % She argued that work provides an opportunity
for women to become cconomically self-sufficient and
that sexual harassment “undercuts woman's potential for
sociul equality in two interpenctrated ways: by using her
employment position to cocrce her sexually. Whll(, using
her sexual position to coerce her economicalty.”™
MacKinnon's impact on sexual harassment ldW “must
count as one of the more dramatic and rapid changes in
legal and social understanding in recent years.™

Judges. attorneys, and legislators are currently in the
process of using cases brought by individual plaintiffs to
learn more about how sexual harassment discriminates
against women and how to shape cffective remedies.
Recently the courts have begun to widen their vantage
point in assessing sexual harassment allegations to
include considering the viewpoint of the “reasonable
woman.” In Ellison v. Brady.* the Ninth Circuit Court of
Appeals ruled that sexual harassment shoutd be analyzed
from the “perspective of a reasonable woman primarily
because we believe that a sex-blind reasonable person
standard tends to be male-biased and tends to

systematically ignore the expericnces of women.”*” In
Robinson v. Jacksonville Shipyards 3 decided the same
month. a Federal district court found a sexualized work
environment to constitute sexual harassment per se. These
decisions suggest a trend toward incorporating the
viewpoints and sensibilities of women workers, especially
as shaped by their social inequality, into the legal analysis
of sex discrimination.

The 1980 guidelines™

« define what constitutes sexual harassment in violation
of Title VI

« state the manner in which EEOC will determine
whether alleged conduct constitutes sexual harassment;

» apply general Title V1I principles that employers are
responsible for their acts and those of their agents and
supervisory employees with respect to sexual
harassment:

« state the circumstances in which employers will be
considered responsible for acts of sexual harazsment in
the workplace with respect to conduct between fellow
employees and acts of nonemployees toward employees:

» suggest steps an employer should take to prevent
sexual harassment: and

» state that employers may te 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 persou because of submission
to the employer’s sexual advances or requests for
sexual favors.

The EEOC guidelines define sexual harassment as follows:

»  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 conduct is made either

explicitly or implicitly a term or condition of an
individual’s employment,

(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 purpose or effect of
unreasonably interfering with an individual’s work
performance or creating an intimidating. hostile. or
offensive working environment.

Sexual harassment law is undergirded by court decisions
holding employers liable under Title VII when racial or
ethnic harassment has created psychologically damaging
work environments. Behavior censured by the courts has
included the use of the word “nigger.” ethnic “kidding™ of
Spanish-surnamed employees. telling derogatory or cthnic
jokes, calling black female employees “girls.” requiring
black employees to use exaggerated courtesy titles when
addressing white supervisors, referring to black
employees by first numes while using "Mr.” or “Mrs.™ for
white employees, and a barrage of anti- Semitic verbal
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abuse by a supervisor.®? Homosexual harassment also has
been feund by some courts to fall within Title VI3

Courts have also begun to recognize that women of color
may face unique patterns of harassment. In Hicks v. Gates
Rubber Co.#2 the Tenth Circuit Court held that evidence
of racially hostile treatment could be combined with that
of sexual harassment to establish a hostile work
environment toward a black woman employee, which
would not be disproved by a showing that white females
or black males were not so unfavorably treated.

There were 75 sexual harassment complaints to the Equal
Employment Opportunity Commission in fiscal year 198().43
In fiscal year 1988 there were 5,215 sexual harassment
complaints filed with the EEOC. In the last quarter of 1991.
sexual harassment claims filed with the EEOC were 71
percent higher than in the same quarter of 1990.+

Quid pro quo sexual harassment has been defined as a
situation in which a supervisor demands sexual behavior in
exchange for employment benefits. Many courts have
exacted stringent requirements for the victim to get relief.
including showing a loss of a tangible benefit. A tangible
economic loss may include termination, transfer, delay or
denial of job benefits. or adverse performance evaluations.

Courts have also recognized that psychological well-being
is included within Title VII's “terms, conditions, or
privileges of employment.™ And while quid pro quo
harassment can only be committed by someone with
authority to change an employee’s job status, employers.
supervisors. coworkers. customers, or clients can create
the form of sexual harassment known as a hostile work
environment. This type of harassment has been described
as more pervasive and more elusive than the quid pro quo
type. as “fill[ing] the air with a tense combination of lust
and contempt. ™

he Seveath Circuit Court found a hostile work
environment in a case of a woman worker exposed to
obscene and derogatory language.4¢ (In this case coworkers
called the plaintiff “*slut’ and “bitch.” grabbed her crotch.
and displayed sexually offensive drawings, some of which
included the plaintiff, and no disciplinary action was ever
taken.) Hostile work environments were also found in cases
in which supervisors consistently made sexually explicit
ar.q demeaning remarks to the plaintiff, including
refercnces to the size of her breasts. and kept track of her
menstrual periods.*” In one case the company had a history
of management’s tolerating vulgar language directed
toward women employees.*® [n another, the employer
kissed. rubbed up against. trapped, touched. unzipped the
uniform of and exposed himself to the plaintitt.+

Some courts found certain conduct to be sexual and
offensive but declined to find that it interfered with
plaintiff”s work.® One court found the level of sexual

harassment necessary for a legal finding to be fairly high,
ruling that “[a}lthough the behavior which could rise to
the level of sexual harassment cannot be precisely
defined, it is clearly more abusive than what plaintiff
alieges—one incident in which her supervisor grabbed
her, kissed her against her will and suggested that she
would ‘go a long way’ if she did ‘everything right.”” 5!

The first decision rendered by the U.S. Supreme Court on
the nature of sexual harassment under Title VI is Meritor
Savings Bank v. Vinson,5? in which, in a unanimous
opinion, the Court found that a plaintiff may establish a
violation of Title VII by proving that discrimination based
on sex has created a hostile or abusive work environme=t.
but such conduct must be “'sufficiently severe or
pervasive™ as to affect a term, condition. or privilege of
employment. The Court found that the woman worker’s
allegations included not only pervasive harassment but
also “criminal conduct of the most serious nature.” and
thus the allegations were “plainly sufficient™ to state a
claim for hostile environment harassment.53 The Court
reasoned that the requirement that “a man or woman run a
gauntlet of sexual abuse in return for the privilege of being
allowed to work and make a living can be as demeaning
and disconcerting as the harshest of racial epithets.”™s

Proceeding into the complex area of cross-gender
communication, the Court addressed the question of the
plaintift’s compliance with sexual demands by hér
supervisor by holding that the correct inquiry was whether
Vinson “by her conduct indicated that the alleged sexual
advances were unwelcome. not whether her actual
participation was voluntary,” and that evidence such as
dress and the plaintiff’s fantasies was “obviously relevant”
in determining whether sexual harassment occurred.

Some legal analysts argue that since Vinson’s supervisor
maintained that the alieged sexual incidents never occurred,
not that Vinson welcomed his advances, the Court could
properly have declined to consider whether the plaintiff’s
fantasies and clothing supported a finding that the
supervisor’s advances were welcome. By admitting such
evidence, the courts risk turning the woman employee into
the accused and thus shift the legal focus from the conduct
of the alleged harasser to the nature of the sexual behavior
of the harassed. Based on Meritor. courts may now
consider this type of evidence whether or not it is
extraneous to the sexual harassment alleged.

Plaintiffs may hesitate to pursue a sexual harassment claim
if they anticipate the embarrassment of having their entire
sexual histories revealed in a courtroom during a trial. In
one case" the district court ruled that allowing the
employer to use the legal process to discover intimate
details of the complainant’s life would militate against
prosecution of sexual harassment cases. is a serious
invasion of privacy and therefore should not be pernitted
except in extraordinary circumstances. In that case the

employer had sought to discover the name of each person
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with whom the plaintiff had sexual relations in the past 10
years. The Court noted that similar questioning once
confronted rape victims who often found their own moral
characters on trial during the prosecution of their assailants:

By carefully examining our experience with rape
prosecutions, however, the courts and bar can avoid
repeating in this new field of civil sexual harassment
suits the same mistakes that are now being corrected in
the rapé context...[T)he use of evidence of a
complainant’s past sexual behavior is more often
harassing and intimidating than genuinely probative
{likely to shed light on facts], and the potential for
prejudice outweighs whatever probative value such
evidence may have. Certainly. then, in the context of
civil suits for sexual harassment, and absent
extraordinary circumstances, inquiry into such areas
should not be permitted, either in discovery [pre-trial
investigation by the opposing side] or at trial.56

In 1990 the EEOC reissued a lengthy Policy Guidance on
Current Issues of Sexual Harassment to help define sexual
harassment and various issues of employer liability left
unclear by Meritor. The EEOC indicates that the mere
existence of a company policy against harassment will not
protect an employer from a suit, but that an employee’s
failure to complain through an effective grievance
procedure may divest an cmployer of liability.

The EEOC agrecd that employers should always be held
directly responsibie for acts of quid pro quo harassment,
but the agency interpreted Meritor as requiring a careful
evaluation of hostile work environment claims to
determine whether the employer knew or should have
known about the harassing conduct or tailed to have an
effective grievance procedure and was therefore liable.
The EEOC further suggested that actual knowledge of
sexual harassment by supervisors, whether acquired by
dircct observation, the filing of a discrimi. ation
complaint. or other means, atways implicates the
employer, if immediate and corrective action is not
forthcoming, even if an antiharassment policy exists and a
grievance procedure is available.

A Federal court in Florida found in Robinsen v.
Jacksonville Shipvards., Inc.” that the plaintiff’s testimony
of 11 years” work experience as a welder—during which
she was subjected to continuing visual and verbal sexual
assaults through the pervasive presence of photographs of
nude women, with exposed breasts and pubic areas in
sexually submissive postures—constituted a violation of
Title VI, cven though the employer did have a policy
against sexual harassment for part of the time in question.
The court found expert testimony that “whea sex comes
into the workplace, women are profoundly affected...in
their job performance and in their ability to do their jobs
without being bothered by it provided an evidentiary
basis for concluding that "a sexualized working
cnvironment is abusive to a woman because of her sex.™

The employer can be held legally responsible for coworker
sexual harassment if the employer knew or should have
known, if he or she paid reasonable attention to the
working conditions, of pervasive harassment and did not
respond. in Hall v. Gus Construction Co.% female traffic
controllers working for a construction company were
subjected to a hostile working environment when
coworkers referred to them by obscene names, repeatedly
asked them to engage in sex, touched their breasts and
thighs, picked them up so others could touch them, and
exposed themselves. The supervisor knew about the
conduct and did nothing. Several cases have been initiated
by women who work in traditionally male occupations such
as air traftic control, trucking. law enforcement, car sales
and repair. corrections, construction, firefighting. and
plumbing, and thus are particularly vulnerable to
harassment by a conspiracy of a group of male coworkers
against the sole woman or few women employees.

The California Supreme Court declined te review and
thus ailowed to stand an appellate court decision in Fisher
v. San Pedro Peninsula Hospitalé! that a nurse could sue
her supervising physician and their hospital for
environmental sexual harassment based on the physician’s
unwelcome sexual advances toward other female
employees in the nurse’s presence. The court also ruled,
however, that such a bystander to environmental sexual
harassment had a higher burden of proof than onc who
was the actual object of harassment.

In Ellison v. Brady? the Ninth Circuit Court of Appcals
ruled that sexual harassment should be analyzed from the
“perspective of a reasonable woman primarily because we
believe that a sex-blind reasonable person standard tends
to be male-biased and tends to systematically ignore the
experiences of women. %3 The court called for a complete
understanding of the target’s point of view, which
requires. among other things, an analysis of the differcnt
perspectives of men and women. The court acknowledged
that conduct which many men consider unobjectionable
may offend many women. The court held that "a female
plaintiff states a prima facie case of hostile environment
sexual harassment when she alleges conduct which a
reasonable woman would consider sufficiently severe or
pervasive to alter the conditions of employment and
create an abusive working environment.™

Ellison is a particularly important case regarding women
employees’ attempts to tend off unwanted sexual
advances from coworkers. In Ellison, the employer
imposcd only the mildest sanction for the behavior of the
coworker: indeed, at one point he suggested transferring
the target in order to sotve the problem. The perception of
unwanted coworker sexual attentions as dangerous to the
woman cmployce is one that at least the Ninth Circuit
Court of Apneals appears willing to credit,

An employer’s failure to address sexual harassment
promptly and effectively can result in serious to fatl
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consequences for women employees. In a Minnesota case
a man who had an obsession with and finally was
convicted of murdering a female coworker was
subsequently rehired by their former employer. After a
history of threats and violence against a second female
employee, he murdered her too. When her family filed a
wrongful death suit against the employer, the court ruled
that the family could seek punitive damages from the
employer. based on what may have been deliberate
disregard for the safety of its employees. &

Sexual harassment by nonemployees usually involves-the
conduct of clients or customers. which is sometimes
overtly encouraged by cmployers® job requirements that
female employees wear revealing clothing or act in a
provocative manner to stimulate business. In one cascs
cacktail waitresses were required to project sexual
availability by wearing provocative outfits. flirting, and
dancing both alone and with customers in a sexually
provocative manner. Waitresses were subsequently
subjected to unwelcome sexual advances and physical and
verbal sexual abuse. EEOC guidelines provide that. as in
cases of harassment by coworkers. the employer may be
liable if an employer or its agents or supervisors knew or

should have known of the conduct, unless immediate and

appropriate corrective action was taken.

The 1990 EEOC Policy Guidance distinguishes between
verbal and physical conduct that is actionable:

The Commission will presume that the unwelcome,
intentional touching of a charging party's intimate
body area is sufficiently offensive to alter the
conditions of her working environment and constitute
a violation of Title VII. More so than in the case of
verbal advances or remarks. a single unwelcome
physical advance can seriously poison the victim's
work environment. If a supervisor sexually touches an
employee. the Commission normally would find a
violation. In such situations. it is the employer's
burden to demonstrate that the unwelcome conduct
was not sufficiently severe to create a hostile work
environment.

Oftensive verbal or physical conduct need not be overtly
sexual to be deemed sexual harassment. Evidence of
threats of physical violence and incidents of verbal abuse
can be considered in determining whether the employec
has established a claim of hostile work environment. For
example, the forcible restraint of a woman employee by
her male supervisor, who grabbed and twisted her arm.
wis found to be sexual harassment, despite the absence of
sexual conduct.co

Coemplainants also have sought court intervention using a
theory that they were constructively discharged from their
cmplovment by sexual harassment. When an employer
maintains a hostile work environment or. alfter being
informed. allows a supervisor to engage in quid pro quo

sexual harassment of employees, an employee who quits
her job rather than continue to work under these
circumstances may argue that these conditions forced her
1o leave her job and that her employer should be held
liable for her loss of pay. An employee need not actually
quit her job to claim that she was constructively
discharged. She may be on forced medical leave with or
without pay because of emotional or physical damage she
incurred as a result of sexual harassment. But constructive
discharge will not be found by the courts if resignation
occurred because of other reasons or if the employer did
not receive notice of the harassment or was not given
sufficient time to remedy the situation.

In 1991 the EEOC stepped up its enforcement of
protections against sexual harassment by issuing a set of
model legal pleadings to its attorneys throughout the
Nation and to women's groups, in an effort to speed
prosecution. The new EEOC directive emphasizes that
charges of serious sexual harassment must be expedited
after prompt investigation; they shall be taken to court to
request that the employer immediately cease the sexual
harassment of the complaining party, pending a thorough
investigation and conciliation efforts by EEQC.

In 1992 the U.S. Supreme Court decided its second sexual
harassment case in Franklin v. Gwinnett County Public
Schools. 67 A former high school student filed suit for
money damages against her high school under Title IX of
the Education Amendments of 1972. She alleged that she
had been subjected to continual sexual harassment.
including cocrcive intercourse. by a teacher and that the
school district had refused to process her complaint
adequately. The Supreme Court held that a money
damages remedy is available for an action brought to
enforce Title IX. greatly expanding the remedies available
for both students and employces in school systems that
receive Federal financial assistance.

The courts are considering an increasingly wide variety of
legal bases for relief in employment sexual harassment
cases. Title VII of the Civil Rights Act. as arnended by the
Civil Rights Act of 1991, is one basis. Others include
Sections 1981, 1983, and 1985 of the U.S. Code with
underlying allegations of denial of Federal Constitutional
equal protection and due process rights; Title IX of the 1972
Education Amendments; the Racketeer Influenced and
Corrupt Organizations Act (RICO): State fair employment
laws: State equal rights amendments. and the range of State
common law actions, such as assault, battery. intentional
infliction of emotional distress. interference with contractual
relationships. and invasion of privacy.

The remedies available under Title VI include
reinstatement, back pay. front pay. restoration of henefits,
and attorneys” fees. Compensatory and punitive damages
have become available since the passage of the Civil
Rights Actof 1991, and may also be available under the
common law of individual States.
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Terminations

In 1988 terminations were the single fargest categery of
sex discrimination complaints filed with the EEOC under
Title V118 Terminations, like other cmployment
decisions. must be made without discrimination on the
hasis of sex, race. religion, and nation:] origin,

An employee who resigns from a position rather than
continue to be exposed to itlegal and intolerable
employment practices or conditions—such as intimidation
by coworkers and supervisory personnel, racially
discriminatory reprimands. or sexual harassment—may be
found to have been constructively discharged and
therefore may be able to secure remedies to make him or
her whole. including reinstatement. back pay. and money
damages. Where no reasonable alternative to quitting was
offered. a female employee’s resignation necessitated by
pregnancy and the need to avoid radiation hazards to her
developing fetus has been viewed as unlawful.

Fairness and issues of notice of inadequate work
performance with opportunity to respond and to correct
the problem have only recently formed a basis for legal
challenge for employees who are not covered by
collective bargaining agreements. Until the middle of the
20th century. the legal relationship between employers
and employces was governed almost completely by the
doctrine of “employment-at-will.” which meant that
throughout the United States an employer could fire an
employee “for good cause, for no causc. or even for cause
morally wrong, without being thereby guilty of legal
wrong."® Since the passage of several major Federal civil
rights laws over the past 30 years and the expansion of
exceptions to the employment-at-will rule in many States,
today employees cannot be discharged without just cause
as readily as in the past.” The development of exceptions
to the employment-at-will doctrine became a dominant
issue in employee relations during the past decade.

The courts of almaost every State have developed judicial
exceptions to the employment-at-will rale. and more than
half of the States have recognized both contract exceptions
and public policy exceptions. State legislatures have
enacted laws to protect employees” rights to fairmess and
due process when being threatened with termination. As
courts have recognized new theories of liability. employers
have developed new approaches and new defenses, such as
contract disclaimers and alternative dispute resolution.
Likewisc. the States that have recognized exceptions to
employment-at-will now confront questions of how
inclusive thase exceptions should be and how to balance
employer and employee interests.

Three types of exceptions have been recognized to the at-
will rule in various States—private injury claims of
wrongful discharge in violation of public policy. such as
firing an employcee for filing a worker's compensation
claim: contract-based claims of wrongful discharge in
violation of an emplover’s policies, such as an employee

handbook provision that etiiployees will be terminated
only for good cause: and a new legal claim under tort law
of abusive or wrongful discharge. which may be defined
as an implied agreement to deal fairly and in good faith
with employces. Courts in many States have also allowed
employec claims against their employers based on more
established tort theories—fraud. defamation, invasion of
privacy, and intentional or negligent infliction of
emotional distress. All these developments have increased
the legal bases that discharged employees may use in
order to sue their employers.

Remedies

In Marbury v. Madison, decided in 1803 by the newly
established United States Supreme Court. Chief Justice
Marshall observed that our government “has been
emphatically termed a government of laws, and not of
men. [t will certainly cease to deserve this high
appellation. if the laws furnish no remedy for the violation
of a vested legal right."7! According to Blackstone. an
carly legul authority with great influence on the
development of American law. It is a gencral and
indisputable rule. that where there is a legal right, there is
also a legal remedy. by suit or action at law, whenever
that right is invaded.”7? Without adequate remedies. legal
protections against sex discrimination have no authority.
Instances of employment discrimination should be
assessed to discover under which statutes and in which
courts claims should be filed. including determining the
relief that can be gained under each law for the
discrimination victim and. when possible, for other
women workers similarly situated.

The Civil Rights Act of 1991, responding to recent U.S.
Supreme Court decisions that made proving
discrimination more difficult, amended Title VII of the
Civil Rights Act of 1964 and other Federal civil rights
laws in several key ways. For the first time it became
possible under Federal law for victims of intentional
discrimination based on sex. religion, or disability to
recover compensatory aqd punitive damages, a remedy
previously available only for discrimination on the basis
of race and color. When compensatory or punitive
damages are sought, any party to the case can demand a
jury trial and courts are prohibited from informing the
jury about the cap on damage awards.

The act places a graduated cap on these damages
depending upon the size of the employer. but this cap
doces not include back pay. interest on back pay. front pay.
unlimited past pecuniary damages (such as medical biils)
or any other type of monetary relief already available
under Title VIL Employers with more than 14 and fewer
than 101 employees shall not be held liable for damages
exceeding $50.000 for compensatory and punitive
damages: employers with more than 100 and fewer than
201 employees, $100.000: employers with more than 200
employees and fewer than 501 employees, $200.,000; and
more than 500 cmployees, $300,000.
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Once a violation of Title VII has been found. courts have
discretion to grant whatever remedies are required by the
particular case. The basic principle in determining what
remedies are to be ordered is that a victim of unlawful
discrimination is to be “made whole." that is, the victim is
to be restored to the place she or he would have been in
had the discrimination never occurred. The relief that
Title VI itself specifies and that courts have ordered
when necessary to make the plaintiff whole and to carry
out the purposes of the law is discussed below.

When a court finds that an empleyer’s firing of or failure
to hire. promote. transfer, or taxe other action with regard
to an employee violated Title VII. it may order the
employer to take the desired action. Thus, the employer
may be ordered to hire, reinstate, promote, or transfer the
plaintiff. or to fire. demote, or transfer an employee found
to have harrassed the plaintiff. This order may be
accompanied by an order requiring the plaintiff's
seniority rights to be restored to the level at which they
would have been had the discrimination not occurred.

Title VIl expressly authorizes the award of back pay: the
award, however, may not extend back more than 2 vears
before the EEOC charge was fited. Courts have defined
back pay broadly to include lost salary, fringe benefits,
overtime pay. raises. retirement contributions, and lcave
and vacation pay. {nterest may also be awarded. The law
requires that “interim earnings or amounts earnable with
reasonable diligence by the person.. .discriminated
against” be deducted from the back pay award, so that
claimants do not profit from discrimination.

Ina victory for women in the executive suite. in Hopkins
v. Price Waterhouse™ a Federal court ordered Price
Waterhouse to admit a woman to its partnership. as a
remedy for sex discrimination practiced when the woman
was first passed over as partner. This unusual relief, along
witk $350.000 in back pay. was ordered after the plaintiff
presented evidence that she was told that. . order to
make partner. she needed to “walk more femininely. talk
more femininely. dress more femininely, wear makeup.
have her hair styled. and wear jewelry.” Her employer
was unable to prove that regardless of Ms. Hopkins'
gender, she wouldn’t have been made a partner,

In what has been termed a “mixed motives™ case. the
Supreme Court had carlier analyzed this example of an
employment decision tainted by discrimination, but had
ruled that such a decision could be legally justified if it
was also based on non-discriminatory reasons. The Civil
Rights Act of 1991 revised the law so that an employer is
prohibited from allowing sex. race. color, religion, or
rational origin to motivate any employment decision.
even if the employer can demonstrate that it would have
taken the same action without considering sex. race. or
another prohibited basis for an employment decision.

A Title VII plaintitf who has succeeded in court may also
be awarded reasonable attorncys’ fees. Although the law
states that such an award is within the court’s discretion,
attorneys’ fees are generally awarded when a charging
party has substantially prevailed. The EEOC has issued
regulations™ providing that fees should also be awarded
in actions challenging employment discrimination in the
Federal government. and it has been held that fees may be
awarded for legal work performed at the administrative as
well as the judicial level.

When, as a result of the Title VII violation, the employer
has placed derogatory or unfavorable documents.
memoranda. or comments in the plaintiff’s personnel file,
the employer may be ordered to remove them. In addition.
the employer may be ordered to provide a favorable
recommendation concerning the plaintift,

In appropriate cases, the court may require the employer
to do more than merely restore the complainant to the
position she or he would have been in had the violation
not occurred. The court may also require the employer to
take affirmative steps in the future to ensure that further
violations of the law do not take place. Such affirmative
action might include increased eftorts to hire women for
Jobs from which they have been excluded. including
setting goals and timetables for hiring women:
promotions of women to higher level jobs: and increased
cfforts to prevent the harassment of women employees.

Itis not always necessary for a case to go to trial in order
to obtain adequate relief for the plaintiff. Most
discrimination charges filed with the EEOC. even those in
which the Commission decides to sue. are conciliated or
settled before the case actually goes to trial. When the
parties negotiate a settlement. their settlement agreement
may include relief of the type described above. Indeed. a
complainant may wish to evaluate settlement offers by the
above standards of relief.

~ FAMILY AND MEDICAL LEAVE ~
As women'’s participation in the work force has increased.
conflicts between employment and family responsibilities
volving the illness or physical incapacity of family
members have also become more prevalent. The extent to
which Federal law should provide protection for
employees who need time off to recover from childbirth or
to care for a newborn, other children, or other family
members has been addressed by the passage of the Family
and Medical Leave Act of 1993. Effective August 5. 1993,
private sector employers of 50 or more employees, and at
least 50 employcees within 75 miles, and public agencics
must provide up to 12 weeks of unpaid, job-protected leave
for: the birth or adoption of a child: acquiring a toster child:
the serious illness of a child, spouse. or parent: and the
serious illness of the employee. In addition, the U.S. Merit
Systems Protection Board has recommended that OPM
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expand Federal sick leave regulations to permit at least
some use of accrued sick leave by employees who are
caring for sick or elderly dependents.”s

Many State laws guarantee some form of leave for some
of these purposes. most without pay or with combinations
of paid and unpaid leave. In an effort to help employees
manage their obligations in an orderly. responsible way.
some States require employers to provide leave for the
time when an employee is incapacitated for employment
because of pregnancy or childbirth: some provide leave
for extended periods to care for a newborn or newly
adopted child by either a mother or a father; and others
include leave for the employee te care for an ill child,
spouse. parent, or legal dependent, or to care for one’s
own illness.

~ FEDERAL GOVERNMENT INITIATIVES ~
Affirmative Action by Federal Contractors
In 1941 President Franklin D. Roosevelt signed the first
Executive Order forbidding race discrimination by
Federal contractors; Federal contractors have had special
obligations to assure nondiscrimination since that time.
Government oversight programs stem from the
responsibility of the executive branch of the Federal
Government to establish the terms and conditions on
which it will contract with private parties to purchase
supplies and services for Government operations.

In 1990 Federal contracts amounted to $184 billion and
involved 27 million workers and thousands more whose
chance to work is mirrored in the last line of a help
wanted ad: " An cuuai opportunity employer.” From 1988
through 1990 Federal contractors agreed to pay more than
$71 million to compensate victims of past or present
discrimination, more than in the previous 4 years
combined. Back pay awards for victims of discrimination
have increased from $5.1 miltion in 1981 to $11.6 million
in 1992.70

Most Government contracts now must include a
prescribed equal employment opportunity clause.
Contractors must make good faith efforts to ensure that
applicants are hired and treated during their employment
without regard to their race. color. sex. religion, or
national origin. Federal contractors must actively recruit
qualified workers from all segments of the work force and
provide training and advancement opportunitics for all
yualiticd employces.

Government contractors must also take appropriate action
to provide for nondiscrimination in employment.
upgrading. demotion, or transfer: in recruitment or
recruitment advertising: in layoffs or terminations: in
rates of pay or other forms of compensation; and in
selection for training. including apprenticeships. These

requirements apply to all contractors and subcontractors
holding any Federal or federally assisted contract worth
more than $10,000 annaalty.

The Federal program prohibiting discrimination in
employment in work ‘done under Federal contracts or
subcontracts or under Federally assisted construction
contracts is set forth in Executive Order 11246, as
amended by Executive Order 11375, which became
effective in 1968. Executive Order 11246, as amended,
has broadened this policy to include the present prohibited
bases of discrimination, notably sex discrimination. Order
No. 4 was issued to establish required contents for written
affirmative action programs. One legal scholar called this
regulation “by far the most significant conceptual
innovation in the civil rights field.™?

The Secretary of Labor has overall enforcement authority
for the order and has assigned compliance responsibilities
to the Office of Federal Contract Compliance Programs
(OFCCP).7 In the compliance process. remedies are
routinely obtained by OFCCP where victims of
discrimination are identified. In one of the largest sex
discrimination cases in history, OFCCP settled a $3.5
million back pay agreement to benefit approximately
1.000 women who were discriminated against by bHeing
steered away from employment opportunities in other
than traditional female jobs.™ Failure to comply with the
Executive order or with the rules. regulations. and orders
issued under the order may result in a recommendation
for appropriate proceedings under Title VIlof the Civil
Rights Act of 1964: cancellation, termination. or
suspension of a contract: contract continuance that is
conditioned on an approved program for compliance: or
debarment from further Government contracts.

Compliance procedures vary somewhat by type of industry.
Service or supply contractors or subcontractors who have
50 or more employees and a contract 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 each 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 effective since 1971 set forth the required
contents of affirmative action programs for women and
minorities. These include a review of the work foree
within cach job group at a facility, establishment of goals
and timetables where it is found that there are fewer
women and minorities than would reasonably be expected
by their availability. internal and external dissemination
of an equal employment policy. and management
responsibility for implementing and monitoring the
policy. Techniques o improve recruitment and increase
the flow of female or minority applicants are suggested.
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Goals are not 1o be rigid and inflexible quotas that must
be met at all costs, but rather are to serve as targets that
are reasonably attainable by application of every good
fuith effort by management personnel. This scheme has
been developed on the model often used by business to
measure its own success and failure: quantifiable results
within a prescribed timelrame.

In fact. more than 20 years ago a voluntary U.S. business
and industry group. Plans for Progress, suggested the role
and function of goals and timetables in an attempt to lead
business toward equal employment opportunity in an
orderly, fair manner. These concepts later appeared in
1970 and 1971 regulations issued under President Nixon.

OFCCP regulations, effective since 1978, provide a specific
framework for construction contractors to carry out equal
employment and atfirmative action programs for women
and minoritics. Among examples of affirmative action steps
required of such contractors are ensuring that worksites are
free of harassment, assigning two or more women to each
construction project when possible, providing written
notification of employment opportunities to female
recruitment sources and community organizations, notifying
OFCCP if the union referral process impedes efforts to meet
affimnative action obligations, disseminating the equal
cmployment opportunity policy within the company and in
advertising. and actively recruiting women in apprenticeship
or other training.

Since 1978, OFCCP also set nationwide goals and
timetables for the employment of women by contractors
and subcontractors with a construction contract in excess
of S10,000. In setting goals. the OFCCP noted that
females constituted 1.3 percent of the work force in the
construction industry and 5 percent among workers in
craft and kindred occupations, where jobs and working
conditions are similar to those in construction. The goal
established by OFCCP for employment and training of
women in construction is 6.9 percent. This goal is to be
applied as a percentage of the total number of hours to be
worked by euach covered contractor’s aggregate on-site
work foree in each trade on all projects, either Federal or
non-Federal,

In 1990 the Secretary of Labor gave the OFCCP and the
Bureau of Apprenticeship amd Training joint and concurrent
authority over equal opportunity in registered apprenticeship
programs. In a separate but related action, since 1978 the
Department of Labor has enforced specific affirmative
action requirements for women in apprenticeship programs
that are registered with the Department or with recognized
State apprenticeship agencies. Removing traditional barriers
to women in apprenticeship can be a significant step toward
increasing women's opportunities for employment by
Federal contractors.

In addition OFCCP issued sen discrimination guidelines.,
eftective e 1970, that torbid advertising under mate

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 married and
unmarried persons of only one sex, terminating
cmployees of only one sex upon their reaching a
partic.tlar age, and penalizing women in their conditions
of employment because they require leave for
childbearing. As the Federal lead agency in this arca, the
EEOC provides regulations and guidelines that interpret
employment discrimination law.

The EEOC and OFCCP share authority for investigation
and resolution of employment discrimination complaints.
Individual employee or job applicant complaints that
allege racial or sex discrimination are normally referred to
EEOC for investigation under Title VII of the Civil Rights
Act of 1964, as amended. OFCCP continues to investigate
class-wide complaints of racial and sex discrimination.

In 1989 the U.S. Department of Labor announced a $14
million sex and race employment discrimination
settlement with Harris Trust and Savings Bank of
Chicago. This settlement represents the largest back pay
award cver obtained by the Federal Government from a
single employer in a sex or race discrimination case under
the Executive Order 11246. The consent decree—entered
into by the U.S. Department of Labor, Harris Trust anu
Savings Bank, and Women Employed, a Chicago-based
organization of working women—also established a
career counseling and training program for current female
and minority employees to improve their job skills: to
enhance their opportunities for advancement to higher
rated clerical, technical. professional, and management
positions; and to help the company develop plans to aid
the progression of women and minorities toward career
ladder positions.

The Glass Ceiling
Since 1968 the Department of Labor has h. .1 the authority
under Executive Order 11246, as amended by Executive
Order 11375, to review all levels of Government
contractors for nondiscrimination and affirmative action,
including positions at the very top of the corporate ladder.
However, partially because of the difficulty in evaluating
top executive-level recruitment and promotion patterns,
corporate mid- and upper-level management has rarely
been routinely included in compliance reviews performed
by the OFCCP. As a result. corporate employment
practices with regard to executive opportunities for
women and minority employeces have not received the
attention that the opportunities for lower level employees
have received.

Promulgated in 1970, the Federal regulation directiny
compliance 1eviews on sexually discriminatory
cemy Jovment practices by Federal contractors$® notes:
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Women have not been typically found in significant
numbers in management. In many companics
management trainee programs are one of the ladders to
management positions. Traditionally, few, if any.
women have becn admitted to these programs. An
important clement of affirmative action shall be a
commitment to include women candidates in

such programs.

In 1988 OFCCP announced the Corporate Initiative, a
new effort to ensure that Government contractors record
hiring. promotion, and retention data in the establishments
where such decisions are being made. Previously. that
Oftice's enforcement efforts had focused predominantly
on hiring and development at entry-level and mid-level
positions. The Corporate Initiative Directive focused on
promotional and long-term employee development issues.
The systemic, developmental issues encountered in the
Corporate Initiative led the OFCCP to begin to study
corporate recruitment. hiring, development, and
promotion at mid and senior levels of corporate America.

After a yearlong study of barriers to advancement (glass
ceilings). in 1991 the Department of Labor issued its
finding-—"A Report on the Glass Ceiling Initiative.” That
report defines the glass ceiling as any artificial barriers,
based on attitudinal or organizational bias, that prevent
ygualified individuals from advancing upward into
management positions. As part of this study, the
Department analyzed data from a random sample consisting
of 94 reviews of corporate headquarters of Fortune 1000
companies over 3 years. The data indicate that

« Of 147.179 employces at these companies, women
represented 37.2 percent of all employces and
minorities represented 15.5 pereent.

« Of the 147.179 employees, 31.184 were in all levels of
management. from the supervisor of a clerical pool to
the CEO's and chairpersons. Of this number. 16.9
percent were women and 6.0 pereent were minorities.

+  Of 4.491 managers at the executive level (defined as
assistant vice president and higher rank or their
cquivalent)., 6.6 percent were women and 2.6 percent
were minorities.®!

During the pitot study of the Glass Ceiling Initiative. the
Department of Labor also conducted in-depth focused
reviews of nine Fortune 500 establishments representing &
broad range of products and services. This study revealed:

« Racial minorities platcaued at lower levels of the work
foree than nonminority or white women:8?

« Monitoring for equal access and opportunity.
especially as managers move up the corporate ladder to
mid-level and senior-level management, was almost
never considered a carporate responsibility or part of
the institutional planning for developmental programs
and policies:

 Appraisal and total compensation systems that determine
salaries, bonuses, incentives, and perquisites for
employees were not monitored for nondiscrimtination.

A 1990 study by Catalyst, a New York group whose
specialty is women-in-business issues, found that 79 percent
of Fortune 500 chief executive officers conceded that there
are identifiable barricrs to women getting to the top.5* The
Labor Department’s study identified several key attitudinal
and organizational barriers, including the following:

« Recruitment practices using word of mouth, employee
referral networking. and executive search and referral
firms in which ensuring affirmative action and EEO
requirements were not an integral part of the process:

« Developmental career practices and credential building
experiences, including advanced education, and
assignments to corporate committees, task forces, and
special projects (traditional prerequisites to
advancement) were often not as available to minorities
and women;

« Senior mariagement was not held accountable for equal
employment opportunity;

+ Corporate ownership of equal opportunity
responsibilities was lacking, and recordkeeping was
inadequate for effective monitoring.

Enforcement of the Labor Department’s Glass Ceiling
Initiative rests with OFCCP. which is mandated to ensure
that businesses with Federal Government contracts do not
discriminate in employment decisions on the basis of
race. sex, color, religion, national origin, disability. or
veteran’s status. The Women's Bureau educates, informs.
and advocates that business leaders promote maximized
career opportunities for women.

This initiative included an internal educational effort at the
Department, a pilot study of nine corporations, a goal to
increase public awareness of the issue and encourage
voluntary efforts, and an effort to recognize and publicly
reward those companies that are independently removing
their own glass ceiling. These efforts have been
supplemented by the passage of the Civil Rights Act of
1991, which mandated the establishmeni «{ a Glass Ceiling
Commission housed in the office of the Secretary of Labor.

The Glass Ceiling Commission is composed of 21
members, some appointed by the President and others by
congressional leaders, and is chaired by the Secretary of
Labor. The Commission is charged with conducting a
study of opportunities for and artificial barriers to the
advancement of women and minorities to management
and decisionmaking positions in busincss. The
Commission is mandated by the Civil Rights Act of 1991
to issue its t 'dings to the President and ("ongress in early
1993. The Commission also shall confer the Frances
Perkins-Elizabeth Hanford Dole National Award for
Diversity and Excellence in American Executive
Management to the business that has made the most
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substantial effort to promote the opportunities and
developmental expericnces of women and minorities.

Although the focus on corporate compliance at the upper
levels of the work force did not require new laws or
regulations, OFCCP has issued a new glass ceiling
chapter of its compliance manual. The chapter provides
guidance to compliance officers on understanding and
evaluating the treatment of women and minorities at
middle and upper levels in corporate headquarters of
multiestablishment contractors. Some of the major areas
of inquiry include: '

Executive Search Firms
Do these firms identify a racially and sexually diverse
candidate pool for available positions? Who in the
corporation monitors search firm referrals as to equal
employment opportunity and affirmative action needs”?

Word-of-Mouth Recruitment
To what extent do current employees refer others for
middle to upper level management jobs? What is most
often the social relationship between the employee and
the person referred? Have minority or female candidates
been referred for middic to upper level management jobs
in this manner? Were any hired? Who monitors this
recruitment system for equal employment opportunity ?

Succession Planning
Is there a plan for succession if a particular management
position were to become vacant? Is the planning both
short- and long-term planning—that is, does planning
consider persons who are ready now for the position and
those who may be ready after further developmental
expericnces? Are there any written materials describing
the plan and offering guidance on selection and
development of candidates? Does anyone monitor the
plan for equal opportunity aspects? What is the race and
gender composition of persons identified as potential
successors? How does that compare with the race and
gender composition of the total candidate pool for those
management jobs? What kinds of developmental
experiences are identified? Training—onsite and offsite?
Rotational assignments? Special projects?

Identifying High Potential Employees
Docs the company have any-mechanism for identifying
persons with high potential for advancement? Are there
written materials describing it? Who monitors it? What is
the race and gender composition of those identified as high-
poteatials versus those eligible to be so identificd? Where
the proportion of minorities and women identified is well
below their proportion of those eligible. what explanation is
found in the EEO audit? Who (by race and sex) has
graduated from “high-potential™ into management?

Relocation and Overseas Assignments
Are relocation and overseas assignments important to
advancement? Are therc any safeguards to ensure that
prejudgment on willingness to move does not bias job
offers involving relocation? If employees refuse relocation
offers, is the effect on career prospects similar for all?

Cash Bonuses, Stock, and Stock Options
At what level are cmployces eligibie for cash bonuses,
stock grants, and stock options? Who are the
decisionmakers in allocating these? Among those eligible,
what standard is used to determine whether a person
receives cash bonuses or stock? Who monitors the process
for equal employment aspects? In the last bonus or stock
cycle, what proportion of those eligible, by race and sex,
received a cash bonus, stock, or stock options? Where the
proportion of eligible minorities and women receiving
such bonuses was lower than that of eligible nonminorities
and men, what did the company equal employment audit
show as the reason? Who monitors the total compensation
for employees. including bonuses and stocks, for equal
employment opportunity?

Terminations, Including Maternity-Related Re
Are terminations monitored for equal employmen
aspects? Does the company conduct exit interviews?
Where terminations among minority or female managers
are disproportior ite, what did the company EEO audit
show as the reason? Were any of the terminations of
women for maternity-related reasons? Is the company’s
maternity leave policy acceptable under OFCCP
regulations ® which provide that if the contractor's leave
policy. or lack thereof, has an adverse impact on
cmployees of one sex and the policy is not justified by
business necessity. it violates Executive Order 112467

Women in the Skiiled Trades (WIST)

While the number of women in the total work force has
increased significantly during the past 20 years and will
continue to increase in the future, 80 percent of working
women are in jobs traditionally held by women, and many
of the jobs are low paying. The Women's Bureau,
OFCCP. and the Bureau of Apprenticeship and Training
(BAT) have joined together to develop and implement the
enforcement component of the Secretary’s Initiative To
Support Women in the Skilled Trades.

Employment in skilled trades offers the potential for
higher wages, better fringe benefits, a wider variety of
work schedules, greater job security. more opportunitics
for advancement, and the potential for greatly improving
the cconomic status of women and minorities. For some
people, it may mean the difference between being on
weltare and being economically self-sufficient.

Fegal Rights of Womoen Workers

ERIC

Aruitoxt provided by Eic:

~ 20 ~

219

1993 Hancdbook on Women Workers: Tronds & Issues




Q

ERIC

Aruitoxt provided by Eic:

Apprenticeship offers on-the-job truining, coupled with
related technical instruction, usually in classroom courses,
to fearn a skilled occupation. At the end of fiscal year
1992, there were 262,704 apprentices in over 41,000
apprenticeship programs registered with BAT or State
apprenticeship agencies:¥ 19917 (7.6 percent) were
women and 58,317 (22.2 percent) were minorities.
Minority representation in the apprenticeship program
approximates minority participation in the labor force. For
women, progress in increasing participation in
apprenticeship programs stowed considerably in the
1980°s. Women''s participation in registered
apprenticeships increased from 0.7 percent in 1973 10 6.6
percent in 1983: by 1990 it was 7.1 percent. The
Department s eriginal goal for women's participation in
apprenticeship was that it reach a proportion equal to half
of their participation in the work torce. Women made up
about 45 percent of the labor force in 1990: their
participation in apprenticeship remains far short of

that goal %o

OFCCP is charged with investigating complaints.
reviewing apprenticeship programs during compliance
reviews, negotiating the voluntary resoltution of violations,
and referring those cascs to the solicitor in which
enforcement action may be necessary. OFCCP's objective
is to remove the barriers that prohibit women from
entering apprenticeship programs and from successfully
competing for higher paying journey-level positions.

~ WOMEN IN FEDERAL GOVERNMENT ~
The Federal Government is directed by law and by
regulation to provide employment opportunitics in its
departments and agencies without discrimination on the
basis of race. color. religion, sex, national origin. or
disability. This policy was expressed in an executive
order and reaffirmed in the 1972 Amendments to Title
Vi of the Civil Rights Act of 1964 and in the Civil Rights
Actof 1991, The 1972 amendments specifically permit
Federal employees to sue in Federal court to redress job
discrimination once they have exhausted appropriate
administrative remedies.

The employment practices of the Federal Government
must also meet Federal constitutional standards.,
including the due process guarantee embodiced in the
Fifth Amendment to the UL.S. Constitution, This standard
requires that the decision. for example, to terminate a
Federat employee for cause not be made in an arbitrary
or capricious manner. It requires that there be a rational
basis for the decision, as well as a reasonable relationship
between the termination and a legitimate Government
interest, such as maintaining safe operations. Certain
procedural protections, such as the employee being told
the reason for the termination and being afforded the
opportunity of a hearing, arc also provided to Federal
employees under this constitutional standard. Some State

constitutions have similar provisions, which may be
invoked by State government employcees.

The Civil Rights Act of 1964, as amended by the Equal
Employment Opportunity Act of 1972, also requires
Federal agencies to develop and implement affirmative
employment programs to eliminate the historic
underrepresentation of women and minorities in the work
force. The EEOC is responsible for providing agencies
with guidance on the development of their affirmative
employment programs and for approving agency plans for
implementation of those programs.

The Civil Service Reform Act of 1978 clearly provided
for the first time in law that Federal personnel
muaagement be implemented to provide a competent,
honest, and productive Federal work force that retlects the
Nation's diverse population. In addition, the act created
the Federal Equal Opportunity Recruitment Program and
requires agencies to conduct affirmative recruitment for
those occupations and grades in which women and
minorities are underrepresented. The act assigned OPM
the responsibility for assisting agencies in their
affirmative recruitment efforts and for oversecing the
Federal Equal Opportunity Recruitment Program.

EEOC and OPM require agencies to prepare affirmative
employment and recruitment plans. Each agency is
required to analyze its work force, comparing the
representation of women and minority groups in its work
force with the representation of the same groups in a
comparable civilian labor force. The identification and
removal of barriers o the entry and promotion of women
and minorities in the Federal work force are also part of
affirmative employment efforts.%?

The EEOC's Management Directive 714, issued in 1987,
assigns agency heads the responsibility for ensuring
compliance with affirmative employment program
instructions issued by the EEOC, establishing agencywide
objectives, submitting multiycar affirmative employment
program plans, and ensuring that all managers are held
accountable for achiceving affirmative action objectives
and requirements. As part of the multiyear plon
development, cach agency is to analyze its work foree,
comparing the representation of EEO groups for various
occupational and pay categories with the representation of
the same occupational groups in the civilian fabor force.

The Veterans' Preference Act of 1944 also affects the
employment of women in the Federal Government. The
act. as amended. establishes preferential treatment in
hiring for veterans who served on active duty in World
Wars | and 1. the Korean War. and any campaign in
which a campaign badge or ribbon was authorized. Retired
members of the Armed Forces who are not disabled and
who retired at or above the rank of major or lieutenant
commander are not eligible for veterans” preference.
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Velerans® preference adds 5 or 10 extra points to
veterans” civil service application scores for Federal.
State, and local government jobs. A veteran’s surviving
spouse or a disabled veteran's parent also receives
preference when applying for Government employnient,

The Federal Government is the largest single employer of
veterans, In 1987, 36 percent of the Federal labor force
were veterans, one-sixth of whom were disabled ¥ In
1979 the U.S. Supreme Court upheld the constitutionality
of veterans” preference.® Some States provide additional
veterans” preference protections.

The proportions of white women and Hispanic men and
women employed by the Federal Government are smaller
than those employed in the Nation's civilian labor force.
Women and minorities have increased their presence in
the Government's middle and upper management levels.
As of 1990 women and minoritics made up the majority
of the Federal work force in grades 2 through 11, 30
percent for grade 13 positions, and continued downward
to about 17 percent for the Senior Executive Service, the
pinnacle of carcer positions with the Federal Government,
However. the promotion and career appointments of
women and minorities into middle management grade
levels are generally accurring at rates higher than their
proportior. in the jobs that fecd those higher positions. In
comparison. women and minorities made up 9.2 percent
of the executive level (defined as assistant vice president
and above or the equivalent) of 94 Fortune 1000
companies surveyed by the Department of Labor in its
1991 report on the glass ceiling.

The Federal Government empioys substantially fewer
part-time cmployees than does the private sector. This is
true despite the Federal Employees Part-Time Carcer
Employment Act of 1978, which was specitically
designed to increase the number of Federal part-time jobs.,
but which has had little net effect on numbers of part-
timers employed .9

~ WOMEN IN STATE AND LOCAL
GOVERNMENTS ~

Women are underrepresented in State and local top
managerial (officials and administrators) jobs. States have
a poorer track record than local governments on women
acquiring a proportionate share of top jobs, and racial and
cthnic minority women trail behind white women in access
to top government jobs. A glass ceiling in government
limits the participation of women at the highest levels of
the policymaking process. Few women hold high-level
political appointments to cabinet positions. In addition, the
majority of women in government. especiatly women of
color, still face barriers that restrict their opportunity to
advance beyond the lowest level jobs, Nationwide.
between 1980 and 1990, there was some progsess toward
diversity in the top jobs. Women were 23 percent of

officials and administrators in 1980. and 31 percent in
1990. The percentage of minority women officials and
administrators more than doubled in 1990 compared with a
22 percent increase for white women 9!

State and local governments are subject to a wide range of
Federal civil rights laws, including the U.S. Constitution,
the Civil Rights Act of 1866, the Civil Rights Act of
1871, the Equal Pay Act, Titles VI and VII of the Civil
Rights Act of 1964, the State and Local Fiscal Assistance
(Pevenue Sharing) Act of 1972, the Age Discrimination
Acts of 1967 and 1975, the Intergovernmental Persornel
Act of 1970. Title IX of the Education Amendments of
1972, the Rehabilitation Act of 1973, the Americans with
Disabilities Act of 1990. and the Civil Rights Act of 1991,

~ ANTIDISCRIMINATION PROVISIONS
FOR FEDERALLY ASSISTED PROGRAMS ~

Education and training have long been seen as routes to
better jobs for women. Institutions of vocational
education. higher education, and professional education
which accept Federal tunds become subject to a ban on
sex discrimination under Title IX of the Education
Amendments of 1972, Sex discrimination in any
cducation programs or activities. including employment,
in institutions receiving Federal financial assistance is
barred. This financial assistance law is concemed only
with discrimination on the basis of sex.

In ahistoric 1984 ruling. Grove City College v. Bell 92 the
U.S. Supreme Court ruled that the prohibition of sex
discrimination in Title IX does not apply to all programs
and activities at institutions receiving Federal assistance,
but only to the particular programs and activities
receiving aid. Congress. however, overrode the Supreme
Court’s decision by enacting the Civil Rights Restoration
Actof 1987, which became law in 1988,

The Restoration Act amended Title 1X. Title VI of the
Civil Rights Act of 1964 (which prohibits discrimination
based on race. color. or national origin). the Rehabilitation
Act of 1973, and the Age Discrimination Act of 1975,
stating that Congress intends these laws to cover a private
business in its entirety if Federal funding goes to the
business as a whole or if it provides certain social services.
Educational institutions. both public and private. that have
Federally assisted programs are covered in their entirety,
State and local government departments and agencies that
receive or distribute Federal funds are covered.

When cfforts to secure voluntary remedial action are
unsuccessful. enforcement of the law is to be acconiplished
through the cutoft of Federal funds, or “other means
authorized by law.” In a major Supreme Court case,
Franklin v, Gwinnett Couwsay Public Schools 2 the Court
held that money damages were available under Title 1X.
The Court ruled that, “unquestionably. Title IX placed on
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the Gwinnett County Schools the duty not to discriminate
because of sex, and “when a supervisor sexually harasses a
subordinate because of the subordinate™s sex. that
supervisor discriminate]s] on the basis of sex.” Meritor
Savings Bunk, FSB v Vinson, 477 ULS. 57, 64 (1980). We
believe the same rules should apply when a teacher
sexuatly harasses and abuses a student.™

~ FEDERAL CHILD AND DEPENDENT
CARE LEGISLATION ~

Over the years Federal legislation has provided significant
support to working families with dependc.ic children
through tax credits and block grants. The Omnibus Budget
Reconciliation Act of 1990 (P.L. 101-508) expanded this
support by creating new tax credit provisions and a block
grant to cover working families at risk,

Tax Legislation

Eligible working families with dependent care
responsibilities can benefit from three major tax provisions:
the Child and Dependent Care Tax Credit, dependent care
assistance programs (DCAP), und the Earned Income
Credit (EIC). The Child and Dependent Care Tax Credit
was first expanded in 1981 by the Economic Recovery Tax
ACU(ERTA), P.L. 91-74, The enactment of ERTA also
created the dependent care assistance programs. in 1974 the
Tax Reduction Act (P.L. 94-12) established the Earned
Income Credit, resubting in a change in tax policy which
treated expenses for child care as a deduction from the
adjusted gross income. The 1990 Omnibus Budget
Reconciliation Act further expanded provisions of the
Earned Income Credit to include a separate tier for familics
with two or more children, a tax credit for children under
age 1, and a child health insurance tax credit. Generally.
fow and moderate income working families are the
beneficiaries of these tax credit policies.

Child and Dependent Care Tax Credit
This credit is available to tax paying tamities who incur
child or dependent care expenses, while working, looking
for work, or attending school full time. regardless of the
gross income of the family. The credit is not refunded to
persons who do not earn enough to pay taxes, Married
couples are entitled to the credit if both spouses work full
or part time and they file a joint tax return. Divorced or
separated parents with custody of a child, single working
parents, single working parent-students., and full-time
students with working spouses are also entitled to the
credit, To qualify, the taxpayer must have a dependent
under age 13 or a disabled dependentliving at home. The
credit is for a portien of the expenses paid for care, The
maximum expenses for which the credit can be claimadis
$2 400 for one dependent and $4.800 for two or more, For
a single taspayer the amount of work-related expenses
used to tigure the credit cannot be more than the carned

income for the year. For married couples, the amount of
qualificd expenses is limited to the carnings of the spouse
with the ower income. A taxpayer may claim the credit if
the child or dependent is cared for at the employee’s
home. at another person’s home, or at a day care center.

Payments to relatives, such as grandparents or adult
chitdren, including those living in the same household.
qualify for the credit. provided the relative is not the
taxpayer's dependent. No eredit, however, is altowable for
wicges paid to a child of the taxpayer under age 19. To
claim the credit, the taxpayer must provide the name,
address, and tax identification number of the care provider.
The following table shows the applicable percentages
based on adjusted gross income for claiming the credit.

Table 1
Child and Dependent Care Tax Credit,
percent claim allowed based on adjusted gross income

Adjusted gross Applicable

income over - But not over percentage
$0 - $10.000 30%
10,000 - 12,000 29%
12,000 - 14.000 28%
14.000 - 16,000 27%
16.000 - 18.000 26%
18.000 - 20.000 25%
20.000 - 22.000 24%
22,000 - 24,000 23%
24,000 - 26.000 22%
26,000 - 28.000 21%
28.000 - 1o limit 20%

AHernative nuumum tay lmnt 11 sou file Form 1040, your credit may be hnuted
because ot the altermanye mmmum v, H you hle Schedules CDLE o F (lorm
10401, sou should complete Form 6251, Altermatse Mommum Fav - Indisduals,
to figuse whether yonr credit sall be mned: 1 you do ot file those schedules, yon
shoutd complete the wothsheet that comes wath the mstructions tor Iine 16, Form
24 o see it you sull need to complete Form 6251

Sauree. Internal Resenue Service. Publication 303, Child and Dependent Care
Fapenses 1991, p. 7.

Dependent Care Assistance Programs
Some companies offer their employees a tax-free
dependent care assistance program (DCAP), which covers
dependents under age 13 or certain other dependents who
are disabled. With few exceptions the guidelines for
qualifying for DCAP are similar to the guidelines to
qualify for the Child and Dependent Care Tax Credit.
Under DCAP, as with the credit. the child must be under
age 13: however, differing from the credit. married
couples can file separate returns, To establish a DCADP
through a written cafeteria plan, the agreement must meet
the guidelines of the Internal Revenue Service (IRS) for
the employer to reduce the employee’s gross income. The
maximum amount that can be reduced in a year is $5.000
for child and dependent care. For a married couple filing
separate returns, the maximum amount that can be
reduced from gross income is $2.500 cach.
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While an employee may be entitled to claim both DCAP
and the Child and Dependent Care Tax Credit, an
employee’s DCAP expenses reduce, dotlar for dollar,
expenses claimed under the Child and Dependent Carc Tax
Credit. For example, assume that an cinployee with one
child incurs $4.000 of dependent care expenses of which
$LO00 is reduced in wages under a DCAP. The employee
can claim the remaining $1.400 of expenses in determining
the Dependent Care Tax Credit, On the other hand. assume
that another employee with one child incurs $4.000 in
dependent care expenses of which $2.400 is covered by
DCAP. This employee would not be eligible for the
dependent care tax credit because her/his DCAP expenses
match the maximum expenscs allowable for claiming the
Child and Dependent Care Tax Credit ($2,400). An
employer’s DCAP cannot discriminate in favor of high-
paid employees but can favor low income emplovees.

Earned Income and Related Credits
The Earned Income Credit (EIC) may result in a cash
refund, whether or not the employee earns enough to pay
taxes. The employee can claim the EIC in advance with
wages or at the end o, the tax year. The credit is generally
available to employces with earned income and adjusted

gross income of $22.370 in 1992 (higher amounts for later

years) and dependent(s) under age 19 (or age 24, if in
school full time). There is no age requirement for a
dependent who is permanently and totally disabled. New
tax laws expanded the EIC to include a higher benefit
level for families with two or more children and a credit
for a child under 1 year of age. A new child health
insurance tax credit was also established as a result of the
legislation. These credits are available even if one parent
stays home. Employees can claim the credit for a child
under age | or the Child and Dependent Care Tax Credit.
but not both for the same child. In either case, the
employee can still claim EIC and the child health
insurance credit. The empleyee is altowed maximum
choice in determining which credit to claim. The child
health insurance tax credit, however, can be claimed only
when the employee has expenses for heatth coverage that
include one or more qualifying children.

Block Grants

Child Care and Development Block Grant
New Federal legislation provides significant support to
families through funding to States, Territories, and Indian
Tribes, The Child Care and Development Block Grant
requires grantees to use 75 pereent of the block grant
funds for child care services and activities to improve the
availability and quality of child care. The remaining 25
percent is to be used. through grants and contracts, to
establish, expand. and conduct carly childhood
development and before-school and after-school
programs. Generally, for families to qualify for services,
they must be working or attending a job training or

cducational program, have onc or more children under
age 13 in the household, and have a total family income
of less than 75 percent of the State s median income tor a
family of the same size.

Each family’s contribution toward the cost of child care is
based on a sliding fee scale, which is developed by the State
agency administering the child care program. States are
required to give priority to very low income families and to
children with special needs. A relative, family day care
provider. child care center. religious organization, or school
can qualify as a child care provider as long as the provider
mects applicable State  nd local licensing, registration, and
safety and health requirements. Parents have the option to
choose providers under contract with the grantec or through
a certificate program that each grantee must provide. The
new block grant is intended to supplement existing Federal,
State, and local child care programs.

At-Risk Child Care Program
This child care program provides chitd care assistance to
low income working families who are not on welfare but
are at risk of becoming welfare recipients in the absence
of financial assistance for child care. Families must
contribute to the cost of the care based on a sliding fee
scale developed by the State. Additional eligibility
requirements are established by the State,

Other Programs

In addition to tax credits and block grants, there are many
Federal, State. and local programs benefiting families.
These include an array of assistance 1o help families meet
their employment. training, housing. nutrition, health,
social services, and income needs. For instance, the Head
Start program, which began as an 8-week. half-day,
summer demonstration project in 1905, is now an
cffective program designed to prepare very young
children for educational challenges they will face upon
entering school,

~ LABOR UNION PROTECTIONS ~
The National Labor Relations Act (NLRA) deals mainly
with private sector employce and union organization
rights to engage in or not engage in union or other
protected concerted activitics. While the NLRA does not
directly prohibit employment discrimination on the basis
of race, sex, age. or any criteria other than union or other
protected concerted activity, this statute has been found te
place a duty on labor unions and. in very limited
circumstancces, on eniployers to make sure that employees
and job applicants are treated fairly without regard to
race. color, sex. religion, or national origin. The Federal
courts and the National Labor Relations Board (the formal
body that initiatly hears NLRA disputes) can decide
questions of unfair representation of employees by a labor
union or discrimination by employcers because of
employees™ union or other protected concerted activities,
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NLRB decisions enforce the duty-of-fair-representation
coneept by holding that unions that refuse to process
members” grievances in an even-handed. fair manner
because of the members” race. sex. color. religion. or
national origin. or that participate in or encourage
segregation among their members. violate the right of
workers 10 be free from unfair and diseriminatory
treatment in employment matters. In such cases. the
Board has the power to order a union to process the
employee’s gricvance, Further, if a union or employer
campaigns in a racially prejudiced fashion that causes
workers to reject a union on racial grounds alone. the
election can be voided by the Board.

~ AMERICANS WITH DISABILITIES ACT ~
Since 1973 some workers have been protected against
discrimination based on mental or physical disability. Job
applicants and employees of businesses performing
contract work of Federal departments and agencies and of
recipients of Federal assistance have been protected by
the Federal Rehabilitation Act of 1973, Certain private
employers and all Federal agencies and departments in the
Executive Branch are required to take affirmative action
to hire and advance qualified disabled individuals. Since
1973 OFCCP has had responsibility for enforeing the
nondiserimination and affirmative action provisions of
Scetion 503 of the Rehabilitation Act.

One of the most far-reaching statutes passed since the
Civil Rights Act of 1964, the Americans with Disabilities
Act (ADA) became law on July 26. 1990, Different parts
of the statute are scheduled to go into effect at different
times. Provisions affecting employment became effective
on july 26, 1992,

The ADA makes it unlawful for an employer to limit.
segregate. or classity a job applicant or employcee in a
manner that adversely affects the employment
opportunitics or status of the applicant or employce
because of a disability: to use standards. criteria. or
methods of personnel administration that have the effect of
discriminating because of disability or perpetuating
discrimination by others within the employer’s chain of
command: or to use qualification standards. employment
tests. or other seleetion eriteria that would sereen out a
disabled person or a elass of disabled persons unless such
test. standard. or criterion is shown to be job related and
consistent with business necessity. It renders discrimination
unlawful in virtually all arcas of employment including job
application procedures. advancement, compensation.
training. health insurance. and discharge.

The ADA is a comprehensive statuter it is expeeted to
have a major impact on employment, public services.
public accommodations and services operated by private
entitics. and in the telecommunications field. The EEOC
and the Department of Justice are responsible for

employment by State and local governments., and these
agencies and the Department of Labor coordinate the
Federal enforecement effort. OFCCP also acts as an agent
of EEOC in enforcing the employment provisions of the
ADA within the Department of Labor.

The provisions of the ADA that prohibit job
discrimination are enforced by the EEOQC. Individuals
who believe they have been discriminated against on the
basis of their disability can file a charge with the
Commission at any of its offices throughout the United
States. The ADA provides the same remedies as the Civil
Rights Acts of 1964 and 1991 as well as requires an
employer to provide reasonable accommodation to a
qualified individual with a disability.

The ADA covers employers of 25 or more employeces
from July 26. 1992, until July 26, 1994, when employers
of 15 or more employees become covered. A qualified
individual with a disability is one who can perform the
essential functions of the job with or without reasonable
accommodation. Reasonable accommodation may include
making existing facilities used by employees readily
accessible to persons with disabilities: job restructuring:
modifying work schedules; reassignment to a vacant
position; acquiring or modifying cquipment or devices:
adjusting or modifying examinations, training materials.
or policies; and providing qualified readers or interpreters.
An individual has a covered disability if the individual
has a physical or mental impairment®® that substantially
limits one or more major life activitics" or has a record of
such impairment or is regarded as having such an
impairment.

The ADA also prohibits discrimination against an applicant
or an employce. whether disabled or not, because of the
individual's family. business. social or other relationship or
association with an individual with a disability. This
provision protects parents of disabled children and spouses
of people with disabilitics on this basis.

~ AGE DISCRIMINATION IN
EMPLOYMENT ACT ~

Legal protection against age discrimination in
cmployment does not cover employcees of all ages. The
Federal Age Discrimination in Employment Act of 1967
makes it unlawful to discriminate on the basis of age
against employces or job applicants who are 40 or older.
Employers of 20 or more workers are covered. as are
labor unions with 25 members. employment agencies. and
apprenticeship and training programs that provide
cmployment referral services. Since 1974 public
employees have been covered under this act,

If employees are able to perform their job duties. they may
not be forced into retirement beeause of their age. The Jaw
allows exceptions for highly paid executives and
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policymakers who are 65 and who are scheduled to receive
atleast 44,000 annually in pension payments, and for
tenured faculty who are 70 years old.97 Law enforcement
officers and firefighters may be retired pursuant to a bona
fide retirement plan in effect on March 3. 1983, Since
1978 Federal employees of all ages have been protected
both from age discrimination and mandatory retirement.
As aresult of several amendments. an employer must now
provide older employcees and spouses the same health care
benelits as it provides for younger employees and spouses
without regard to age. Before these amendments,
cmiployers could reduce their contributions to health care
plans for employces and employee spouses reaching age
63 as those individuals became eligible for benefits under
the Federal Medicare program. ©

~ NOTES ~

The author wishes 10 acknowledge Alba Conte’s Sevual
Harassment in the Workplace: Law and Practice tor
its insight.

I'The Age Discrimination in Employment Act (ADEA) of
1967 was amended in [984 to cover U.S. citizens working
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Highlights

&  The four fastest growing occupational groups between 1990 and 2005 are projected
10 be cxecutive, administrative, and managerial: professional specialties: technicians
and related support; and services. Some 13.3 million workers are expected to be
added by 2005.

@ By 1995 the median ages of female and male labor furce participants are projected to
he identical—38 years.

b Of the 3.2 million government jobs created between 1990 and 2005, virtually all—3.0
million—are projected to originate at the State and local levels.

@ Women's life expectancy is predicted to rise to 81.3 years by 2010, an increase of 2.8
years since 1989,

©  The number of women enrolled in colleges and universities is expected to reach 7.9
million by the year 2001,

S Women are expected to earn 42 percent of all first professional degrees by 2001.
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PROJECTIONS OF INTEREST TO
WOMEN WORKERS

~ LABOR FORCE OUTLOOK ~
Women will play a prominent role in the labor force of
the 21st century. Between 1990 and 2005 women's labor
force growth will continue to surpass that of men. Of the
26 million net increase in the civilian labor force during
that 15-yeur period, women will account for {5 million, or
62 percent of net growth.! By 2005 women will constitute
47 percent of the total labor force. Men. therefore, will
remain the majority of labor force participants. In 1970,
1980. and 1990, women were 38 percent. 42 percent, and
45 percent of the labor force. respectively.

Bureau of Labor Statistics projections show that there will
be an overall slowdown in labor force growth. The rate of
increase of the female labor force will decline from 2.8
percent between 1975 and 1990 to 1.6 percent beiwcen
1990 and 2005.

Participation by Racial/Ethnic Groups

Female labor force participation will increazs in all racial
groups between 1990 and 2603 (see Table 1). Net labor
force growth for all women between 1990 and 2005 is
projected to be 26 percent. Women of Hispanic origin and
Asian and other? women wili have the biggest increase—
both at 80 percent. Black (African American) women's
labor force growth, at 34 percent, will 2lso exceed ihe
average. White women will remain the dominant female
participaits, but tner taly:: force growth of 23 percenit
will te the lo. -est aitong female groups,

Lat-or force purticipation raivs-—the percentage of persons
of vorking age who ar< actually working or looking for
work—- will also rise for women of all racial groups. while
those of men will continue to decline slowly. Participation
rates +or boti. white and black women will exceed 60
percen’. White wonen's particif:ation rate, however, will
continue to exceed thai of black women—-a reversal that
only staried in 1991, By 2005, whitc women’s
participation rate will be 63.5 percent. compared with
61.7 percent for black women. The projected rate for
women of Hispanic origin is 58.0 percent in 2005, up
from £3.0 percent in 1990, An enormous increase in labor
force porticipaiion for Asian women will result in a
purticipation rue of 58.9 pereent - just slightly above that
of Hispanic women,

The number of black women in the labor force is
projected to increase from 6.8 million in 1990 to 9.1
million in 2005. Women of Hispanic origin will also
increase their numbers in the fabor force. Nearly 7 million
Hispanic women will be in the labor force in 2005, up
from only 3.8 million in 1990.

Table 1
Civilian labor force 16 years and older, by sex, race, and
Hispanic origin, 1975 and 1990, and projection to 2005

(numbers in thousands)
! Percent
change
Sex and race 1975 1980 2005 1990-2005

Total 93,775 | 124.787 | 150,732 208
Women 37475 | 56554 | 71394 26.2
Men 56299 | 68234 | 79338 16.3
White 82,831 | 107,177 | 125,785 17.4
Women 32508 | 47879 | 58934 23.1
Men 50.324 | 59,298 | 66,851 127
Black 9.263 13.493 17,766 317
Women 4247 6,785 9,062 33.6
Men 5.106 6.708 8.704 29.8
Hispanic origin " 9576 | 16,790 75.3
Women () 3.821 6.888 80.2
Men " 5.755 9.902 724
Asian and other 1,643 4116 7.181 745
Women 712 1.890 3.398 798
Men 931 2.226 3.783 69.9

1 Comparable data on Hispanics were not avalable before 1980
Source: U.S. Department of Labor, Bureau of Labor Statisties, Monthiv Labor
Review, November 1991

Participation by Age

The labor force will continue to age. The median age of
all workers will rise from 36.6 years in 1990 to 40.0 ycars
in 2005, By 1995 the gap between the median age of
women and men in the labor foree is expected to

)
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disappear, when the median age of both groups will be the
same—38.0 years. This will occur partly because of the
higher participation of older women and the slowing rate
increases in the participation of younger women.

The labor force is also becoming more concentrated in the
prime working ages of 25 to 54. By 2005 nearly 7 of
every 10 workers will be in this age group. Women of
ages 35 to 39 are projected to have their greatest
participation increase (8 percentage points) over the
period 1990 to 2005. However, given the high number of
births in 1989 and 1990 (4 million in each of these years)
and the state of the economy in the early 1990°s. it is
projected that labor force participation rates for women in
the broad age group of 16 to 40 years will increase slower
than those for women in the 35 to 39 group.

By the year 2005 women in the prime working ages of 25
1o 54 are expected to post a labor force participation rate
of 82.3 percent, compared with 63.0 for women in general
(age 16 and aver). The participation rate for younger
women (16 to 24) is expected to reach 66.0 percent by
2005. while that of older women (55 and older) will rise
to 28.7 percent. (See Table 2.)

A rising mediar: age does not necessarily imply that the
labor force will be composed of a larger share of older
workers. Older workers’ (age 55 and older) share of the
total labor force is actually projected to remain fairly
constant between 1990 and 2005—rising slightly from
12.3 percent in 1990 to 4.7 percent in 2005. Young
women workers will continue to see their labor force
share decline to about 16 percent by 2005. Only prime-
age workers are projected to experience growth,
registering a 72 percent share by 2005.

Thus, the total labor force is getting older as it is
becoming more and more concentrated with prime-age
workers—women and men between the ages of 25 and 54.
a disproportionate share of whom are members of the
baby boom generation.

~ INDUSTRY OUTLOOK ~
Nearly 25 million new jobs in various industries and
occupations are projected to be added to the economy
between 1990 and 2005. Total employment is expected to
rise from 123 million in 1990 to 147 million by 2005. Just
as in the previous |5-year period (1975-90). the majority
of newly created jobs will be nonfarm wage and salary
Jjobs in the service-producing industries.

Service-Producing Sector

The service-producing sector will continue to dominate
job growth and will account for ncarly 94 percent of all
newly created jobs. Its share of all jobs will increase from
69 percent in 1990 to 73 percent in 2005, There are six

divisions in the service-producing sector: transportation,
communications, and utilities; wholesale trade; retail
trade: finance, insurance, and real estate: services;

and government.

The services division is the largest source of employment;
it will account for nearly half of all newly created jobs (49
percent). These jobs span a wide area—retail trade, hotels
and lodging services, business and repair services,
personal services, entertainment and recreational services,
educational and social services, legal services, health
services. and public administration. In 1990 women held
62 percent (24.3 million) of all services division jobs (see
Table 3).

Table 2
Civilian labor force participation rates, by sex, age, race, and Hispanic
origin, 1975 and 1990, and moderate growth projection to 2005

Participation Annual
rate growth rate
1975- | 1980-
Age, sex, and race 1975 | 1990 | 2005 | 1930 | 2005
Total, 16 and older 61.2 66.4 69.0 5 3
161024 64.6 67.3 69.5 3 2
25 to 54 74.4 835 87.3 8 3
55 and older 346 30.2 346 -9 9
Women. 16 and older 46.3 515 63.0 15 6
16t0 24 57.2 63.1 66.0 7 3
251054 55.1 74.1 82.3 20 7
55 and older 23.1 230 28.7 0 15
Men, 16 and older 779 76.1 754 -2 -1
161024 724 715 731 -1 A
25t0 54 94.4 935 92.4 -1 -1
55 and older 49.3 393 418 -15 4
White. 16 and ofder 615 66.8 69.7 6 3
Black, 16 and older 58.8 63.3 656 5 2
Asian and other.

16 and older! 62.4 649 66.4 3 2
Hispanic. 16 and older? 3 67.0 69.9 74 3

!"The “Asian and other” group meludes ¢ 1 Asians and Pacific Ilanders and 12)
American Indians and Alaskan natives.

< Persons of Hispane origin may be of any race.

' Data on Hispanics were not avatlable betore 1980,

1197690

Source: LS. Department of [ abor, Burcan of 1 abot Statsties. Monthiy [ abor
Review . November 1991, p 33,
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Table 3
Employment of women 16 years and older,
by major industry division, 1990

(numbers in thousands)

Total Percent | Total
Industry employed | women | women
Total 117.514 454 53533
Nonfarm wage and saiary 114.728 46.0 52.821
Goods-producing 29610 258 7.639
Mining 730 155 113
Construction 7.696 8.6 662
Manufacturing 21.184 324 6.864
Durable goods 12.557 265 3328
Nondurable goods 8.626 4.0 3537
Service-producing 85.118 53.1 45.182
Transportation and utilities 8.136 26.5 2.319
Wholesale trade 4,651 284 1.321
Retail trade 19618 519 10.182
Finance. insurance. and real estate 8.021 58.6 4,700
Services 39.084 62.1 2427
Public administration 5.608 42.6 2.389

Sourcz: 1.8, Department of Labor. Burcau o Laber Statisties. L 'mplenment and
Farmmes, January 1991,

The retail trade division will replace manufacturing as the
second largest source of total employment. By the year
2005. the addition of 5.1 million new jobs (22 percent of
all new jobs) will put retail trade employment at 25
million. Despite this increase, many new retail trade jobs
will be part time (fess than 35 hours a week), offer low
pay. require little training or skill, demand little work
experience, offer very limited chances for advancement,
and will be very sensitive to shifts in the cconomy.
Women have historically been the majority participants in
part-time employment; in 1990 they accounted for 68
percent of all part-time workers. Women held 52 percent
of retail trade industry jobs in 1990 and will continue to
dominate this scgment as well as the services division.

By 2005 the third largest division in the service-producing
sector will be government—Federal. State, and local.
Federal civilian caployment has been relatively constant
for the past 20 years at 2.7 million to 3.0 million and is
projected to remain at this level through the end of this
century. Of the 3.2 million newly created government
jobs, virtually all—3.0 million ~will originate at the State
and local tevels. These jobs will be in the areas of
passenger transit, electric utilities, hospital care.
education, and general government.

Goods-Producing Sector

The goods-producing sector (mining. manufacturing. and
construction) will show a slight gain in employ ment. but
the employment share of this sector will drop from 23
percent in 1990 to 19 pereent in 2005. The manufacturing

and mining industries will experience declines in
employment, but construction industry employment will
increase cnough for a net gain of 248,000 jobs in the
goods-producing scctor. In 1990 women held only 26
percent of all goods-producing jobs.

Despite the overall employment decline in the
manufacturing division, several manufacturing industries
will grow faster than average: miscellancous publishing.
engineering and scientific instruments, medical and dental
instruments and supplics, miscellaneous plastic products,
and office and miscellancous turniture. Women secking
employment here will find that these industries are
smaller and will offer fewer job opportunities. Yet women
will continue to find jobs in manufacturing. not only in
growing industries. but also in stable or declining
industries. New woikers will replace current workers who
leave the labor force (retirement, illness, or death) and
workers who shift to other industries. The total number of
jobs available will be somewhat limited as the country
moves stcadily into a service economy.

There are growing occupations within the manufacturing
division that will provide women with greater
opportunities. Increased computerization and higher
output in health care products will resultin job growth for
computer systems analysts, programmers, technicians,
and salespersons. The number of enginecrs will increase
as a result of more research being conducted. The number
of female engineers and computer systems analysts and
programmers is increasing every ycar. More managers
will be needed to deal with the growing demands and
complexities of business operations. Women accounted
for 40 percent of all exccutive, administrative. and
managerial positions in 1991

The construction industry will add 923.000 jobs between
1990 and 2003. Industrial building construction should
increase s companics invest in more modern factory and
plant facilities. Residential construction may experience a
slight slowdown because of the slowdown in population
growth and formation of new households.

The construction industry has always been a nontraditional
area for women: only 9 percent of construction industry
jobs were held by women in 1990. A mjor Department of
Labor initiative—Women in the Skilled Trades—was
begun in 1990 to encourage women to enter the skilled
trades. which encompass precision production, craft, and
repatir occupations, such as mechanics, repairers. and the
construction trades. Most jobs in the skilled trades offer
stability in employment and pay well,

~ OCCUPATIONAL OUTLOOK ~
Women planning careers, anticipating career changes. or
aspiring to heep up with labor market changes should pay
close attention to jobs that offer employment
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opportunitics, good pay. and promotion potential. Job
opportunities are usually better in growing occupations,
although occupations with the fastest grow th do not
necessarily provide the most new jobs (sce Tables 4. 5.
and 6 and Figure 1).

In general, the projections show faster rates of
employment growth for occupations that require higher
levels of education and training and slower rates of
growth for occupations that require less formal education
and training. The four fustest growing occupational
groups (between 1990 and 2005) will be service:
executive, administrative, and managerial; professional
specialtics: and technicians and related support. The two
stowest growing groups will be precision production,
craft, and repair and agricultural, forestry, and fishing.

Executive, Administrative, and Managerial
Occupations

The occupational groups of executive, administrative and
managerial: and professional specialties require the
highest levels of educational attainment. They also have
the highest proportion of workers with the highest
earnings compared with other major groups. Most of
these jobs require at least a bachelor’s degree and some
require more advanced education (see Table 7. Group 1).

Table 4
Employment by major occupational group, 1990 and
projected for 2005. and percentage change 1990-2005

(numbers in thousands)
Percent

Occupation 1890 2005 | change
Total, all occupations 122573 | 147191 20.1
Executive, administrative, and
managerial 12.451 15.866 274
Professional specialty 15,800 | 20,907 23
Technicians and refated support 4,204 5.754 36.9
Marketing and sales 14088 | 17.489 24.1
Administrative support.
including clericat 21951 | 24835 13.
Service 19.204 | 24.806 292
Agriculturat. forestry. and fishing 3.506 3.665 4.5
Precision production, craft. and repair 14124 | 15909 12.6
Operators, fabricators. and laborers 17245 | 17.961 42

Soree U S Department of [abor, Buteae of Tabor Stastios Moaehis §aben
Review, Neweber 1699

Figure 1
Employment by .xajor occupational group, 1990
and projected for 2005 (numbers in thousands)
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A-Executive, administrative, and managerial
B-Professional speciaity

C-Technicians and related support
D-Marketing and sales

E-Administrative support

F-Service

G-Agricultural, forestry, and fishing
H-Precision production, craft, and repair
[-Operators. fabricators, and laborers

Source. L. S. Department of Labor, Bureaw of Labor Statstics. Monthhy Labor
Review . November 1991,

In 1991 women represented 41 percent of all workers in
these three groups. By 2005 the executive, administrative,
and managerial group will gain nearly 3 million jobs,
professional specialties will gain 3.5 million jobs. and
technicians and related support occupations will grow by
1.2 million jobs. More women are entering these
professions each year. Between 1983 and 1990, women
accounted for in additional 303.000 accountants and
auditors, 132,000 computer systems analysts and scientists,
80.000 financial managers, 56,000 lawyers, 29,000
physicians, and 24.000 electrical and electronic engincers.

Professional Specialties
Professional specialty jobs have the highest proportion of
employees who acqaired their training in college degree
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programs, but 4-year college training is not always a
prerequisite for some management and professional jobs.
Personnel, training, and labor rclations managers;
computer programmers: and securities and financial
services sales persons. among others. are some
exceptions. In 1991, 52 percent of all professional
specialty workers were women.

Technicians and Related Support Occupations
Employment will grow fastest for technicians and related
support occupations. These jobs require training after high
school but may not require a 4-year college degrec (see
Table 7. Group 2). Generally, they do require some
specific formal training, but not to the extent required in
most professional specialty jobs. In many of these
occupations, women have traditionally outnumbered men.

Service Workers

Employment for service workers will expand
dramatically. by 5.6 million workers, between 1990 and
2005. This will be the largest increase among all major
occupational groups. Service workers tend to have lower
educational attainment and lower earnings, except for
occupations such as firefighters and police officers-—
nontraditional occupations that women should consider
because of higher salaries and other benefits. Highly
skilled service workers often increase their incomes
substantially with tips and many women parlay their
experience as service workers into opportunities to start
their own businesses in personal and other services.
Women accounted for 60 percent of all service workers in
1991 and will increase their share by the year 2005.

Marketing and Sales Occupations

Marketing and sales employment is expected to grow by
3.4 million jobs, These workers are highly concentrated in
wholesale and retail trade. with the majority employed in
the fast-growing retail sector. Significant growth is also
expected in marketing and sales jobs in the areas of
finance, insurance, and real estate—areas in which women
have contimted to increase their share of total employment.

Clerical and Other Administrative

Support Occupations

Administrative support occupations iincluding clerical)
are projected to increase by just 13 percent from 1990 to
2005. The primary reason for this expected slower growth
rate is that many of these jobs have fallen victim to office
automation and other technological changes. However,
because of the large number of workers in this group, a
substantial increase in jobs is still projected by 2005—2.9
million, even with the slower rate of growth.
Adniinistrative support occupations continue 1o be heavily
dominated by women: 8 of every 10 employees in 1991

Table §
Fastest growing occupations, 1990-2005
{numbers in thousands)
Employment Increase
Occupation 1990 | 2005 | Number | Percent

Home health aides 287 i 550 263 9.7
Paralegals 90 { 167 77 85.2
Systems analysts anc

computer scientists 463 | 829 366 78.9
Personal and home care aides | 103 | 183 79 76.7
Physical therapists 88 | 155 67 76.0
Medical assistants 165 | 287 122 739
Operations research analysts 57 | 100 42 73.2
Human services workers 145 | 249 103 712
Radiologic technologists and

technicians 149 | 252 103 69.5
Medical secretaries 232 | 390 158 68.3

Source: U8, Department of Labor, Bureau of Labor Statistics, Monthiy Labor
Review. November 1991,

Table 6
Occupations with the largest growth, 1990-2005
(numbers in thousands)

Employment Increase
Occupation 1980 | 2005 | Number | Percent
Salespersons, refail 3619145061 887 245
Registered nurses 1707|2404} 767 | 444
Cashiers 2,635(3,318| 685 26.0
General office clerks 2,737|3.407} 670 245

Truck drivers. light and heavy  |2,362|2979| 617 26.1
General managers and
top executives 3.08613,684] 598 194
Janitors and cleaners,
including maids and

housekeeping cleaners 3,007|3562) 555 18.5
Nursing aides. orderlies,

and attendants 127411826 552 434
Food counter, fountain. and

related workers 1,60712.158| 550 34.2
Waiters and waitresses 1,747(2,196] 449 25.7

Source: 1.8, Department of Labor, Bureau of Labor Statnstics. Monthl Labor
Review, Novembwer 1991,
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Operators, Fabricators, and Laborers " Table? .
The number of operators, fabricators, and laborers is Projected growth occupations, by level of education required,
projected to grow by just 4 percent from 1990 to 2005. As 1990-2005

a result, their share of total employment will decline from
14.1 percent to 12.2 percent. Workers in this group are
concentrated in the declining manufacturing sector and
are susceptible to job losses resulting from changes in
technology and production processes. What smali growth

Group 1:
Occupations that generally require a bachelor's degree or more
education (selected list)

occurs will be among transportation and material moving System analysts and computer scientists; physical therapist: operations
machine and vehicle operators. Over the past decade, research analysts; psychologists; occupational therapists; management
women’s share of employment in this occupational group analysts; marketing, advertising, and public relations managers; general
has remained at about 25 percent. managers and top executives; teachers; accountants and auditors:
lawyers; architects; engineers: physicians; dentists; surgeons.

. . : Group 2:
Precnsuo_n Prpduct:pp, Craft, aqd Repair Worker§ Occu':)ations that generally require some postsecondary training or
Occupations in precision production. craft, and repair are

- . extensive employer training (selected list
among the siower growing groups. They may not need ploy 9 )

formal education beyond high school but they do need Paralegals; radiologic technologists and technicians; medical assistants:

highly developed skills. Usually these workers are trained physical and corrective therapy assistants and aides; data processing
through apprenticeships or on-the-job training programs, equipment repairers; medical records technicians; surgical technicians,
and they have higher than average earnings. Heavy cooks, restaurant; respiratory therapists; licensed practical nurses:
equipment mechanics, millwrights, electricians, plumbers, maintenance repairers, general utity; teacher aides and educational
and tool and die makers are examples of such workers. assistants; registered nurses; legal secretaries: medical secretaries;
These are considered nontraditional occupations for electrical and electranic technicians; computer programmers.

women: only 9 percent of precision production, craft, and

repair jobs were held by wonien in 1991, Group 3:

Occupations that generally require high school graduation or less
education (selected list)

Agricultural, Forestry, and Fishing Occupations Home health aides: personal and home care aides; corrections officers:
In agricultural, forestry, and fishing occupations there will travel agents; flight attendants; salespersons, retail; general office clerks;
be a halt in the employment decline of the previous 15- cashiers; food counter, fountain, and related workers; truck drivers, light
year period (1975-90). However, employment will and heavy; nursjng aid.es. orderlies, and attendants; janitqrs and
increase by only § percent from 1990 through 2005. This cleaners, including maids and housekeeping cleaners; waiters and
major occupational group will gain about 159,000 jobs by waltre§ses. food preparation workers; receptionists z'and |nfor'mapon

the year 2005—mainly in animal caretakers, farm clerks; gardeners and groundskeepers, except farm; guards; child care

workers, secretaries, except legal and medical; cooks, short order and

workers, nursery workers, and farm managers. The fast food; clerical supervisors and managers; stock clerks, sales floor.

number of female farm managers in 1991 (23.807) has
nearly tripled since 1983, when there were only 8.505.

Source: LS. Depariment of Labor. Bureau of Labor Statistcs. Monthiy Laho
Review ., November 1991,

~ HIGHER EDUCATIONAL ATTAINMENT ~
Advances in educational attainment have brought more
women into the labor force; the more schooiing women
have, the more likely they are to work. Continuing their
cducation beyond high school has become the norm for
most career-oriented women. According to the National
Center for Education Statistics (NCES). enrollment of
women in U.S. institutions of higher education increased
from 5.2 million in 1976 to an estimated 7.2 million in
1989. By the year 2001 women in colleges and
universities will number 7.9 million (sce Table 8).
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Table 8
Enroliment of women in institutions of higher education, selected
years, fall 1976 to fall 2001* (numbers in thousands)

* Projections for 1989-2001.
Source: LS, Depantment of Education, National Center for Education Stausties.,
Projections of Education Statisties o 2001, An Update, December 19%).

(Note: For projections on enroitment in institutions of
higher education, by sex and age, see Chapter 7, Shifting
Patterns in Education and Training, the section on
“School Enroilment,” Table 10.)

The NCES reports that women have gone from carning
less than half of all bachelor’s and master’s degrees
awarded in the United States (1979-80 school year) to

more than half (1989-90 school year). Women are
Actual Projected projected to earn 42 percent of all first professional
Year Number Year Number degrees in 2001.
1976 5.201 1989 7,159
1977 5497 1990 7.266
o | G | ow - THE OLDER POPULATION ~
1980 6223 1993 7.343 The segment of the population made up of people 65
1981 6397 1904 7351 years of age and older is expected to continue to increase.
1982 6.394 1995 7419 In fact, people age 85 and older, sometimes called the
1983 6.441 1996 7476 oldest of the old, are expected to show outstanding growth
1984 6.378 1997 7575 after 2030. when the baby boom population (persons born
1985 6,429 1998 7677 between 1946 and 1964) begins to reach age 85.
1986 6.619 1999 1,770
:987 §'835 3000 ;'852 According to Bureau of the Census middle series
98 045 001 92 projections, by the year 2050, | out of 12 people in this

country may very well be over 80 years of age. Further, 2
out of 3 of these individuals are projected to be women.

The life expectancy of women is projected to reach 81.3
years in 2010, moving upward from 78.5 years in 1989.
Men'’s life expectancy is also on the rise, and is projected
to increase from 71.8 years in 1989 to 74.4 years in 2010.
Still, the lifespan of women will be nearly 7 years longer
than that of men by the year 2010 (see Table 9). ¢
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Table 9
Expectation of life at birth, 1960 to 1989," and projections, 1990-2010**

Total White Bfack and other Black l
Year Total Male | Female | Total Male | Female | Totui Male | Female | Total Male | Female
1960 69.7 66.6 73.1 70.6 67.4 74.1 63.6 61.1 66.3 NA NA NA
1970 70.8 67.1 74.7 7.7 68.0 75.6 65.3 61.3 69.4 64.1 60.0 68.3
1975 72.6 68.8 76.6 73.4 69.5 77.3 68.0 63.7 724 66.8 62.4 713
1976 72.9 69.1 76.8 73.6 69.9 775 68.4 64.2 72.7 67.2 62.9 71.6
1977 73.3 89.5 77.2 74.0 70.2 779 66.9 64.7 732 67.7 63.4 72.0
1978 735 69.6 77.3 74.1 70.4 78.0 69.3 65.0 735 68.1 63.7 724
1979 739 70.0 77.8 74.6 70.8 78.4 69.8 65.4 74.1 68.5 64.0 72.9
1980 73.7 70.0 774 74.4 70.7 78.1 69.5 65.3 73.6 68.1 63.8 725
1981 74.2 704 77.8 74.8 714 78.4 70.3 66.1 74.4 68.9 64.5 73.2
1982 745 70.9 78.1 75.1 71.5 78.7 71.0 66.8 75.0 59.4 65.1 73.7
1983 74.6 71.0 78.1 75.2 ni 78.7 AR 67.2 74.9 69.6 65.4 736
1984 14.7 71.2 78.2 753 71.8 78.7 7.3 67.4 75.0 £9.7 65.6 73.7
1985 74.7 1.2 78.2 753 71.8 78.7 71.2 67.2 75.0 69.5 65.3 735
1986 74.8 7.3 78.3 754 72.0 78.8 M2 67.2 75.1 69.4 65.2 735
1987 75.0 715 78.4 75.6 72.2 78.9 713 67.3 75.2 69.4 65.2 73.6
1988 74.9 715 78.3 75.6 72.3 78.9 71.2 67.1 75.1 69.2 64.9 734
1989 752 71.8 78.5 759 72.6 79.1 1.7 67.5 75.7 69.7 65.2 74.0
Projections:!
1990 75.6 72.1 79.0 76.2 727 79.6 NA NA NA 71.4 67.7 75.0
1995 76.3 72.8 79.7 76.8 73.4 80.2 NA NA NA 724 68.8 76.0
2000 77.0 735 80.4 775 74.0 80.9 NA NA NA 735 69.9 771
2005 77.6 74.2 81.0 78.1 74.6 81.5 NA NA NA 74.6 710 78.1
2010 779 74.4 813 783 749 817 NA NA NA 75.0 714 785

* Data for 1989 are prelininary.

**1n years. Beginning 1970, excludes deaths of nonresidents of the United Sl.xlc\ See also Historical Staustucs, Colomal Trnes 1o 1970, senies B 107-115.

NA=Not avatlable

! Based on middie mortality assumptions: for detaits. sce U.S. Bureau of the Census, Current Population Reports, series P-25, No. 1018,

Source: Excepr as noted. ULS. National Center for Health Statistics. Vital Statstic s of the United States, annual and unpuhllshctl data, published in the Statisnical Abstract of
the Umited States, 1991, U.S. Departiment of Commeree, Economic and Statisties Administeation, Bureau of the Census, p. 73.

~NOTES~

' Net labor force growth for any group is the percentage
increase between two points in time. To calculate the
growth for women between 1990 and 2005, subtract jabor
force leavers (12.8 million) from labor force enterers
(27.6 million) and divide the difference (14.8 million) by
the number of labor force participants in the base year
(56.6 million).

2 The “Asian and other™ group includes American
Indians, Alaska Natives, and Pacific Islanders.
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PROGRESS, PROBLEMS, AND PROSPECTS:
Conclusions About Women and Work

~ ISSUES RELATED TO PROGRESS,
PROBLEMS, AND PROSPECTS ~

Virtually all of the statistics and narrative in this
handbook point to change. and many of them relate
progress that women have made in the employment arena
over the past decade. The advancements of women in
general encompass a broad spectrum of employment-
related areas. but among the most significant are women'’s
higher educational attainment and greater diversification
in occupations that demand specialized skills and
managerial expertise. There is evidence that this
combination yields economic rewards. Also. women
entrepreneurs recorded significant progress as they
multiplied and diversified their businesses. which they are
starting at twice the rate men are.

Therc also are data in this handbook which show very
limited progress. if any, in some aspects of women's
employment and economic self-sufficiency. Perhaps the
most negative and disturbing statistics are those which
indicate the extent of poverty in America—statistics
which translate into women. children. and entire families.

Yet. in synthesizing the information throughout the
chapters. there arc signs that the overall prospects for
women appear bright—particularly if promising trends
continue and if initiatives underway to address problems
continue to be among top priorities of employers. labor
unions. governments, and others working to improve
training and émployment opportunities for women.

Although the intention is to categorize the summary
information about women into three areas~—progress.,
problems. and prospects—some of the relevant topics
have several dimensions and may cven appear
contradictory when relegated to categories. For example.
over the past decade increasing numbers of women have
been entering nontraditional, high-paying occupations
(progress). yet women are still concentrated—they
represent over Y0 percent of workers—in certain
occupations in which they were heavily clustered 10 years
ago. most of which are relatively low paying and offer
few opportunitics for advancement (probiem). Another
example: women's earnings have been rising steadily-—
actually at a faster rate than those of men (progress)—

still. women's annual earnings are only 70 percent of
men's (problem).

To put into perspective the accounts of recent progress
women have made, the problems that confront them. and
prospects for the future, it will be helpful to understand
some of the major trends that have impacted upon
women's participation in the {abor force and their
economic well-being.

~ TRENDS AND THEIR IMPLICATiONS
FOR WOMEN ~

Quite a number of trends affecting women particularly
have been developing in the Nation in recent decades.
Some have influenced women's role in the home and
society in general; others have helped to shape the
workplace and women’s involvement in it. Only seven of
the long-term trends that affect women as workers are
sketched here.

The increasing presence of women in the U.S. labor force
is just one of the major transformations that have been
taking place in all aspects of society. In fact. many of the
changes taking place have had a direct impact on women
workers—why, when, where, with whom. and with what
equipment they work. As large numbers of women began
entering the work force in the 1960°s and 1970, there
were concomitant events. Among these were increases in
scparations and divorces. delayed marriages. and fewer
children in families. While economic necessity compelled
many women to make the transition from: the home to the
workplace. other women chose to do so voluntarily. More
and more women sought to fulfill carcer aspirations.
which reflected in their increased participation at
institutions of higher education.

Still other forces have been at work. Women with and
without children have sought flexibility in their working
arrangements and. in part. provided the impetus for
growth in the number of part-time, temporary, and other
contingent workers. Technology also brought about
advancements in communications and transportation,
along with new ways of producing nev: products—alt of
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which have intluenced the move toward a global
marketplace.

In the midst of all this change. issues affecting women
have been evolving. So have responses to address the
issues and problems. many of which were legally based.
The following trends reflect some of the dynamics of
change.

Large numbers of women continue to enter the labor
force and remain there.

When unprecedented numbers of women began entering
the labor force in the 1960°s, a long-standing pattern was
broken; many of these women were married and had
working husbands. This trend continued in the seventies
and eighties. However. in the 1980°s another trend
emerged: women with young children, especially
preschoolers, began joining the ranks of workers and
accounted for the greatest increase in labor force
participation among women. Even mothers with infants
are entering the labor force or returning to work soon after
the birth of their children. In March 1992 more than half
(53 percent) of the mothers whose youngest child was |
year old or younger were in the labor force.

Much of this great influx of women into the work force
has been a reflection of the baby boom generation that
began to reach working age in the sixties: the last of the
group reached working age in the eighties. However. by
the time these women became attached to the work force,
work for women was no longer a brief episode between
school and marriage. Rather. it had become an experience
that was to span 30 or more years of women's adult lives.

Women have been the primary source of new entrants
into the labor force. particularly during the past quarter
century. In the period 1980 to 1991, they accounted for 62
percent of the employment growth. Even the recessions
that occurred during the 1980°s did not deter women from
finding employment.

Woinen's record of contributing to employment growth
will continue: women are expected to fill 57 percent of
the projected 25 million new jobs in the economy
between 1990 and 2005,

Consider this statistic: The number of women in the
labor force increased dramatically during the past 11
vears—{rom 45 million in 1980 to 57 miltion in 1991.

A number of trends will. no doubt, continue to support
women's growing attachment to the labor force: higher
educational attainment. work experience. changing social
mores, family responsive workplace programs and
benefits, and legislation. Rising divorce rates, delayed
marriage. lower fertility rates, and earlier completion of
childbearing will also play important roles in women's
reevaluation of their traditional family and work options.

Family living arrangements and lifestyles are changing.
Diversity in family structure and lifestyles now
characterize the American family. One area where the
impact of change has been felt strongly has been the
family. For many of the changes that became clearly
evident in the eighties and early nineties, the trends began
building in mid-20th century. The changing structure of
the American family has become increasingly evident
with the maturation of the baby boom generation in the
1960, 1970°s. and 1980°s, coupled with the aging of the
populaiion. No where has the impact of the changing
family been more pronounced than as reflected in the
lives of women.

The increased labor force participation rate of married
women with preschool children has had the most
significant impact on family structure during the 1980°s
and into the 1990's. The existence of the traditional
nuclear family where the husband is breadwinner and the
wife is breadmaker is a fast disappearing reality. While
married-couple family households remain the largest
household type, nonfamily households are growing faster.
Moreover. married-couple family composition may
include subfamilies. remarriage. step parents, and
children. A strong trend has also emerged in the
decreasing size of the family—from an average of 1.41
children in 1960 to 0.96 (less than one) in 1990.

Among factors contributing to the declining number of
husband-wife families are several realities of today:
absence of social stigma has led to freedom of choice to
never marry; changing attitudes about lifestyles and living
arrangements; marriages later in life; a relatively high
number of divorces: and the increasing number of single-
parent families which have come into being not only
because of divorce but also because of children born to
unmarried women—both teenagers and adults.

Consider these statistics: It is likely that 6 out of 10 of
today's children will live for some length of time with a
single parent. and that parent most often is the mother. In
fact. almost 9 out of every 10 children living with a single
parent live with their mother.

The work force is becoming more racially and
ethnically diverse.

In the carly years of the 21st century. the workplace will
have become more multicultural and more multiracial
than it is today. Studies project that by the year 2000, the
work force will be comprised of more women. minorities.
and recent immigrants. In fact, these groups will make up
more than five-sixths of the net additions to the work
force by the year 2000.!

As these racial/ethnic groups bring more diversity to the
workplace, employers should be sensitive to and

appreciative of the diverse strengths they contribute. At
the same time, they must be aware of and responsive to
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the needs of workers who bring to the workplace differing
life experiences reflective of such characteristics as
race/ethnicity and gender.

To provide background about the increasingly diverse
work force. it may be well to consider some aspects of
minority women's participation in today"s labor force.

Black. or African American. women have a long work
history in the United States. In fact, their labor force
participation exceeded that of white women until 1991
when, for the first time, proportionally more white than
black women worked—although the rate exceeded that of
black women by only four-tenths of a percentage point.
Perhaps a stronger point to be made is that more than half
of all women in four minority groups in the U.S.
population are either working or looking for work: 57
percent of black women, 56 percent of Asian and Pacific
Islander women, 55 percent of American Indian women,
and 52 percent of Hispanic women. Although the rate for
Hispanic women is the lowest, the rate has been climbing
in recent years. In 1986, for the first time, Hispanic
women's labor force participation rate reached 50 percent
and has remained above that figure ever since.

Black women, who represent the largest female minority
group in the labor force, gained one and a half million
jobs between 1980 and 1991; their number in the libor
force is expected to grow from 6.8 million in 1991 10 9.1
million by 2005. A bleak side of this picture, however. is
the unemployment experience of black women. Atan
11.9 percent rate in 1991, it was nearly double the 6.3
percent rate for all women. Even more stark is the
uncmployment of young black women in the age group
16 to 19: although they are just entering the labor market
with little or no work cxperience, their rate of
unemployment was very high at 36.1 percentin 1991

While similaritics exist in some aspects of the work lives of
minority women, differences appear in others. As with the
accounts for all women, minority women increased their
educational attainment, their occupational areas of
employment. and their earnings over the past decade. Yet.
most minority women are clustered in the lower paying
occupations which have very limited promise of upward
mobility. The less skilled service jobs, sales, and
administrative support occupations such as clerical work are
among the leading sources of work for minority women.

Household responsibilities, which impact upon women's
economic well-being and call upon employers to consider
support for employees” work and family issues, vary
among minority women. Considerable differences exist in
the proportions of houscholds they maintain in the absence
of husbands. Black women maintain nearly half—d6
percent—of black family houscholds, the largest proportion
for minorities: Hispanic women maintain 24 percent of
family houscholds; and Asian and Pacific Islander women

are responsible for just under 13 percent. The proportion
for white women is slightly more than 13 percent.

New technologies continue to emerge, creating
needs for new skills.

Technological developments have been occurring at a
rapid pace, which have changed the design and structure
of jobs as well as skill requirements. Some jobs have
become obsolete while many others have been created.
Computers have transformed the workplaces of America
and changed the way people work and live. There is no
doubt that technology will continue to shape the
workplace of the future. Computers have already
displaced or demanded new skills of numbers of women
in clerical occupations which included typing and filing.

Technology is a prominent part of many transitions taking
place—as the Nation moves to a services-based economy
and an information society, and as innovative computer-
based equipment continues to move into factories, offices,
and homes. among other places. These kinds of changes
also mean a transitioning ot skills, and this will require a
refocus on new kinds of skills training and retraining.

As technological developments continue to be infused
into all aspects of society. they will offer new
opportunities for occupational growth and development.
What these developments can also bring are high
monetary rewards and personal satisfaction for employees
and employers alike.

(Note: See the scction under Problems, "Rewarding skills.
including those in high-tech areas. are not being acquired
sufficiently.” later in this chapter.)

Workstyles are becoming more flexible.

There is a pronounced trend toward more diversification
of workstyles or work arrangements to match the greater
need for flexibility in the use of part-time, temporary,
contract, ¢nd leased workers. This trend has been driven
by several factors; among them are needs for flexibility
by employees and employers alike. technological change.
movement toward a service-dominated ecconomy. and
competition in a global marketplace.

Part-time job seekers no longer are primarily scasonal
workers, students, and married mothers seeking to
supplement their income. These groups have been joined
by career professionals—not only women with
childrearing responsibilities, who account for the highest
percentage of part-time professionals, but also men who
want to combine part-time professional work. including
law and medicine, with continuing education or other
interests. Some women, as well as men, hold part-time,
temporary, or contract jobs out of choice, while others do
so for compelling economic reasons. This work is only a
temporary solution for some women who would prefer
regular full-time jobs.

Progress, Problems, and Prospects;
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One obvious advantage for employers” use of contingent
workers is the flexibility to control and restrain costs—
paying only for work produced and for no, or few, fringe
benefits. In addition to maintaining a core staff,
employers can hire part-time, temporary, or contract
workers to accommodate changes in their need for the
numbers and skills of a work force.

For women workers, there are both advantages and
disadvantages. Women are able to stay in the work force
when family responsibilities prevent their working full
time, they maintain their skills, and supplement their
income. Women who work at home may combine work
and parenting and eliminate commuting and child care
costs. Some women say, however, that they find it
difficult to combine parenting responsibilities with home
based work and often feel added pressure in their lives.

Many of the disadvantages of contingent employment relate
to the absence of certain rights and protections associated
with regular, full-time work. These include: lack of paid
vacations, holidays, and sick leave: pension contributions
toward retirement income; health and unemployment
insurance; among other benefits offered in most workplaces.
Additional benefits usually absent in contingent employment
relate to skills training and advancement opportunities.

Indications are that contingent work will continue to
increase and will be influenced by growth in the service
sector, increased automation in the workplace, and a
slowdown in the number of new entrants to the work force.

Industries are experiencing giant transformations.
There has been a dramatic shift in goods-producing and

“service-producing industries since the 1960°s. Goods-

producing industries provided more than one-third of all
jobs in 1964; by 1990 they provided just over one-fifth.
On the other hand, the services sector provided almost
two-thirds of all jobs in 1964 but commanded almost
four-fifths in 1990.

Most job growth between 1964 and 1990 has occurred in
the three industry divisions of services, retail trade, and
government—where growth for women was particularly
strong. In fact, women have dominated employment in the
service and retail trade divisions and this trend is expected
to continue. The needs of the baby boomers influenced
growth in these areas during the past several decades.

Women should not let the high-growth areas cloud their
view of opportunities in industries that are growing
slowly or even declining. But it is wise also to take a cue
from what the trends reveal about job growth in industries
and occupations. Consider this statistic: Of the nearly 25
million new jobs projected to be added to the economy
between 1990 and 2005. the service-producing sector will
account for nearly 94 percent of these newly created jobs.

The population is getting older.

Women will play a major role in the aging process of the
population. The baby boom generation, which created a
bulge in the population between 1946 and 1964, will be
reaching retirement age in the next 20 to 40 years.
Members of this group will be prominent among the
oldest population segment by the year 2030; by then, the
youngest baby boomers will be at or past the usual
retirement age and the older members of that generation
will be in their middle eighties. Thus, with the
lengthening lifespan, female baby boomers could be a
dominant part of the oldest population segment for several
decades beyond 2030.

Many of the elderly will continue to live alone, and most
will be women. Consider these statistics: Of the 13.2
million unmarried persons age 65 and older, 10.3 million
are women. Women's life expectancy at birth is predicted
to be 81.3 years by 2010, about 7 years longer than that
of men.

A glimpse into the 21st century through the view of an
article in a special issue of Time foresees significant
changes that are driven by the “demographic tilt away
from children and toward the elderly.™? The article notes
further that “as life-spans lengthen and marriages multiply,
middle-aged couples could find themselves crushed by the
responsibilities of caring all at once for aging parents, frail
grandparents, children still completing their education, and
perhaps even a stepgrandchild or two.”

The aging of the population signals a need for sensitivity to
elder care responsibilities as well as to those of the
caregiver employee. Issues related to aging will become
highly important as the United States enters the 21st
century—as people live longer and elders make up a larger
share of the population. For women, because they generally
live longer than men and are more likely to be responsible
for themselves financially at retirement, the issues of
pension protection; elder care responsibilities, services, and
costs; divorce law relating to pension rights; and the
transition from work to retirement are extremely important.

~ PROGRESS ~
The indicators of progress outlined here include the
advancements made by women themselves as well as the
positive activity of external forces, such as special
initiatives, programs, and policies.

Women made great strides in educational
attainment.

Higher education and cffective skills training are the
principal routes to employment that is personally
satisfying and economically rewarding. The progress
women made over the past decade in improving their level
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of education and training suggests attendant progress in
occupations and carnings. Indeed. this has occurred.

Nearly one-fourth (23.8 pereent) of women workers over
age 25 had 4 years or more of college in 1989, compared
with only 17.6 percent in 1979. Also impressive is the fact
that in 1989, only 12 percent of women in the labor force
had not graduated from high school: 10 ycars carlier onc-
fifth, or 20 percent, had not graduated from high school.
Continuing cducation beyond high school has become
reality for most carecr-oriented women.

Several points are highlighted to indicate women's
improvement in their educational status. First, the dropout
rate for women ages 18 to 21 declined (the rate for men
remained about the same). Black women made the most
progress in this arca: their dropout rate decreased from
over 25 percent in 1975 to about 15 percent in 1989.
Second, women accounted for most of the growth in
coltege enroliment between 1980 and 1989—135 percent
for women compared with under 7 percent for men.

Third. the proportions of degrees awarded to women have
increased at all levels. Noteworthy is the fact that women
have earned half or more than half of all bachelor’s and
master's degrees since 1980-81. Women's share of
doctorates and first professional degrees has also been
growing steadily, and in 1988-89 the proportion was over
36 percent in hoth categories. Fourth, women have
diversificd their ficlds of study and are specializing in
arcas such as science. math, and enginee-ing. Consider
these statistics: In engineering women carned 14 pereent
of bachelor’s, 13 percent of master's, and 9 pereent of
doctorates in 1988-89. In mathematics women carned 46
percent of bachelor’s, 40 percent of master’s, and 19
percent of the doctorates.

Fifth, women made remarkable progress in carning first
professional degrees. Over an 8-year period—f{rom 1980-
81 to 1988-89—their proportions of degrees rose from 14
to 26 pereent in dentistry, 25 to 33 pereent in medicine,
and 32 to 41 percent in law.

Women entered a wider range of higher skilled and
higher paying occupatiens, and the glass ceiling
initiative was launched.

An extension of women's progress in attaining higher
levels of education and in carning degrees in nontraditional
disciplines is reflected in their occupational distribution.
During the 1980's and the early 1990°s women expericneed
considerabie occupational diversity. Various efforts have
combined to influence the wider oceupational distribution
of women. Foremost among them are: women's own
awareness of the wide array of occupations available—
what skills they demand and what rewards they offer:
higher educational attainment: enactment and enforcement
of equal employment opportunity legislation: and

initiatives undertaken by governments, employers, unions,
and other agencies and groups.

The largest increase in female employment since 1983 has
been in the managerial and professional occupations—
jobs which require considerable postsecondary education
and offer relatively high pay. Women's proportion in
these occupations increased from 48 percent in 1983 to 52
percent in 1991, Although some of this growth was
accounted for by teachars. nurses. dietitians, therapists,
and other professional specialties traditional for women,
progress was made also in the nontraditional careers of
physicians, engineers, lawyers. and dentists. among
others. Consider these statistics: Women represented 52
percent of auditors and accountants in 1991, up from 38
percent in 1983. There were 152,000 women engineers in
1991 but only 91,000 in 1983. Women occupied 41
percent of the exceutive, administrative, and managerial
positions in 1991, up from 32 percent & years earlicr.

Another side—a downside—of the progress picture is that
few women who are moving up the ladder in managerial
and executive positions are moving above the lower and
middle rungs. Although they are gaining ground. their
progress is often stepped by artificial barriers that are real
deterrents to progress. Thus, the presence of significant
numbers of women in top-level, senior positions is yet to
be realized. The Glass Ceiling Initiative, implemented by
the U.S. Department of Labor, is intended to remove
those barricrs. This initiative, therefore, constitutes
progressive action,

In late 1980 a Department of Labor study identified
artificial barriers that prevent qualified individuals from
advancing to high-level management positions. With a
focus on corporate compliance, specific features were
integrated into the contract compliance r. view process.
Other components of the initiative include an internal
departmental educational effort, a pilot study ot ninc
corporations, a program to incrcase public awareness of
the issue and encourage voluntary action, and recognition
publicly of those companics that are voluntarily removing
the glass ceiling.

The initiative has been supplemented by the Civil Rights
Act of 1991, which mandated establishment of a Gliss
Ceiling Commission. The 21-member body is charged with
studying the opportunitics for and barriers to women’s
advancement to high-level decisionmaking positions in
business and recommending ways to promote equal access
to top management positions by women and minorities.

Recent progress has been recorded for women in the high-
profile clected positions in government. In the November
1992 clections women broke new ground when 4 newly
clected women gained seats in the Senate and 24 in the
House of Representatives. Thus. in January 1993, 6
women senators and 47 women representatives
constituted about 10 percent of the voting members of the
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LLS. Congress—a first. This kind of progress was
repeated at the State level (women made up 22 percent of
State leg siators in 1993) and in city governments.

Very slight progress was registered by women in the
skilled trades—-ancther nontraditional area where jobs
require special skills and offer high monetary rewards.
The proportion of jobs represented by women in precision
production, craft, and repair occupations increased by less
than a percentage point—from 8.1 percent in 1983 to only
8.6 percent in 1991—but this was double the 4.1 percent
in 1973. An initiative at the U.S. Department of Labor,
Women in the Skilled Trades, recognizes and responds to
the need to expand opportunities for women.

Another positive action occurred when the Nontraditional
Employment for Women (NEW) Act was passed in 1991.
The NEW Act amends the Job Training Partnership Act
(JTPA) to provide women with a broader array of training
and placement opportunities, particularly those that lead
to high paying careers.

Women in the military have made progress in recent years
as they have been assigned to a wider range of specialties
and units. Significant action was taken in April 1993 when
the Secretary of Defense announced a policy to allow
women to serve in nearly all combat jobs. Although women
will not be assigned to ground combat units, they will be
allowed to compete for assignments in aircraft engaged in
combat missions. Also, Congress will be asked to repeal
the [aw that prohibits women from combat vessels.

The earnings gap between women and men has
narrowed.

Although women as a group consistently earn less than
men, some progress has occurred toward closing the gap.
Women's increased education, longer work experience,
and increased participation in higher paying management
and professional jobs contributed to this progress. Still, a
30 percent differential remains between the earnings of
women and men. Many factors other than occupations,
however, contribute to the earnings differential. Among
them are differences in types of skills training as well as
in length and type of work experience. It is often said that
gender discrimination is also a factor.

In the 20 years beiween 1960 and 1980 women earned
around 60 percent of the annual earnings of men. The figure
was 72 percent in 1990 and 70 percent in 1991. Thus, the
gap is smaller by at least 10 percentage points. When hourly
and weekly wages are compared, the gap is even smaller:
women’s share in 1991 was 74 percent of men’s weekly
wages and 77.5 percent of their hourly earnings.

In terms of dollars and cents, women earned 70 ¢cents for
crery dollar men earned in 1991, Translated to annuad
carnings for those who worked full time throughout {991,

women earned $20.553 compared with $29,421 earned
by men.

Women business owners made remarkable gains.
Advancements by women entrepreneurs are particularly
apparent in data on number and types of businesses, dollar
amounts of receipts, and number of jobs created.

During a 5-year period in the eighties, businesses owned
by women increased in number and diversity. From 2.6
million businesses in 1982, the number rose to 4.1 millicn
in [987. Although the majority of businesses were in the
traditional services and retail trade industties, there was
an increase in every major industrial category, inciuding
the nontraditional area of manufacturing. Businesses more
than doubled in wholesale trade, agricuitural services,
manufacturing, transportation, and public utilities.

Receipts from women-owned sole proprietorships nearly
tripled, rising from $98.3 billion in 1982 to $278 billion
in {987. This represented a 183-percent increase over
the period.

Women-owned businesses are making significant
contributions to the economy in terms of job creation:
More than 618,000 of their businesses employed & total of
3.1 million workers in 1987.

Although female entrepreneurs made notable progress
over the 5-year period covered by the data, women who
want to enter business or who want to expand their
business or have more successful operations still face
obstacles. Among the negative realities they face are
limited access to capital or financing, lack of management
and technical expertise, lack of development of strategic

" public policy due to inadequate data. and limited access to

government procurcment activities.

Policies have been developed at the Federal level and
programs established to assist and support women in the
creation and management of their businesses. They will
address the issues which limit the opportunities for
women to compete and succeed in this Nation's frue
enterprise systen.

The gap in pension coverage for women and men has
decreased.

Pension coverage is among the major concerns relate.J to
the economic security of older women. There is good news
that the large gap between the coverage of women and men
has narrowed in many industries. There has been full
convergence of coverage in communications; public
utilities: and finance, insurance, and real estate. Coverage
rates for women and men have moved closer together in
transportation, services, and retail trade. Very little progress
has occurred, however, in the wholesale trade industry.

Progress. Problems, and Prospects:
Conc lusions About Women and Work

1993 Handbhook on Womoen Waorkoers: Trends & Issues




Q

ERIC

Aruitoxt provided by Eic:

It appears that the Retirement Equity Act and the Tax
Reform Act, legislation passed during the eighties, have
worked together to provide identical coverage for women
and men, due to the requirements for vesting.

The pension gap will likely continue to shrink, especially
i coverage is influenced also by labor force participation
and if the gap in the participation of women and men
continues to close.

Legal protections were expanded and laws banning
discrimination on the bases of gender, race, and
disability were strengthened.

Prior to the 1980°s the U.S. Congress had passed major
laws prohibiting discrimination in employment on the
bases of gender, race. color, religion, national origin, and
disability. Yet. there were needs to strengthen the laws so
that they addressed specific issues. The Civil Rights Act
of 1991 and the Americans with Disabilities Act of 1990
were passed to respond to these needs.

The Civil Rights Act of 1991 reverses paits of seven U.S.
Supreme Court decisions and expands civil rights
remedies for women and other victims of discrimination.
U.S. citizens working for American companies abroad
gained new coverage to protect them against
discrimination on the bases of gender, race, religion, and
national origin. The act also mandated establishment of
the Glass Ceiling Commission.

The Americans with Disabilities Act provides new
protections to women and men who suffer employment
and other discrimination because of disability. [t also
protects employed parents of disubled children against
discrimination.

Most other legal developments in the rights of women
workers during the 1980°s and early 1990°s occurred
when judges ruled on a case-by-case basis. The rulings
occurred in cases of pregnancy discrimination and sexual
harassment. among others. Another dimension of progress
in the legal arca is that women became more assertive in
speaking out. coming forth. and filing formal complaints
about various forms of discrimination.

More data became available on women’s work-
related injuries and illnesses, and women’s overall
health received wider attention.

Although many issues about health and safety in the
workplaces of America remain unresolved. some progress
has been achieved in establishing mechanisms to address
the problems. More data are becoming available through
many forms of studies and research, and responsive
policies are being developed.

in 1980 the Burcau of Labor Statistics made the first
comprehensive examination of women's work-related
injurics and illnesses by occupation. industry, and types of

injuries. Additional information will be available beginning
with the 1992 survey year when injury and illness profiles
of women and other workers will be made possible.

Some of the occupational safety and health issues which
have been of concern to women workers during the
1980's and continue to be of concern in the early 1990°s
are reproductive hazards, health complaints of video
display terminal operators, repetitive motion injuries,
improperly fitting personal protective equipment, indoor
air pollution, stress, and occupational exposure to
bloodborne pathogens.

These occupational safety and health issues are being
addressed through union initiatives, federally funded
research, congressional hearings. Federal standards and
guidelines, national health promotion and disease
prevention objectives, and other activities.

During the 1980’s the Federal Government undertook
several initiatives on the overall health of women. First. a
task force identified important health issues and made
recommendations; among them was that the workplice be
studied to identify and correct health hazards for women
and men. Developments in policy and action have since
occurred. The Office of Research on Women's Health,
established at the National Institutes of Health. and the
Office on Women's Health, established at the Public
Health Service, will coordinate, recommend, and monitor
women'’s health initiatives.

~ PROBLEMS ~
The complex problems that still encumber women's
opportunities for economic security may seem to dwarf the
progress accomplished. Several problems are profiled here.

Poverty is a many-sided problem for women.

There is strong evidence that poverty impacts women
differently from men and that the incidence of poverty is
greater among women than among men. Statistics point
especially to women who bear family responsibilities
alone and to single women who are elderty. There are
more than a third again as many poor women as there are
poor men.

Virtually all of the increase in the number of poor families
between 1970 and 1990 was accounted for by poor
familics headed by women. Consider these statistics: The
number of all poor familics increased by 1.838.000, rising
to 7.1 million; the number of poor families headed by
women increased by 1.816,000. rising to nearly 3.8
million. Incredibly, 99 percent of the increase was among
poor families headed by women. Further, it means that
women head more than halt of all poor families.

Progress, Problems, and Prospects.
¢ ond lusions About Women and \Work

1993 [Handbook on Women Workers: Trends & Tssues




ERIC

Aruitoxt provided by Eic:

Consider also that there are five times as many unrelated
elderly women (aged 65 and older) who are poor as there
are men in those circumstances, and that women’s life
expectancy is nearly 7 years longer than men’s. Untold
numbers of women will live a long span cf years as single
individuals—as widows, divorcees, and never-married
persons—and they are economically vulnerable.

Some of the trends, notably increases in the number of
divorced mothers and in children born to unmarried
women, will continue to leave women alone to support
children at some point in their lives. Divorced, separated,
and single mothers are much more likely to be poor than
married women. Further, female-headed single-parent
families are the most economically vulnerable. They often
are young, never-mairied women with children—
particularly teenage mothers-——who live in extended
family arrangements and who have not completed their
education. This situation may continue to fuei the
disturbing trend of poverty among women.

Single mothers who head households usually bear a heavy
economic burden. The median income for female-headed
households with children under age 18 was only $13.012
in 1991, not much over half the $24,171 income for male
householders (no wite present) with children under 18 and
less than a third of the income of married-couple
households with children, which was $42.514.

Poor women raising children alone get littie financial
support from absent fathers. Of 3.2 million poor women
with children under age 21, not even half of them (1.4
million) were awarded support payments in 1987 and very
few—28 percent—actually received payments.

Poverty is acute for families headed by black women
where no husband is present. Of the 2.7 million such
families with children in 1990, more than half (56
percent) were poor. The rate of poverty among Hispanic
female householder families with children was slightly
higher at 58 percent but the number was much smaller—
just over half a million.

Needless to say, poverty impacts severely upon children.
Consider this statistic: In 1990, over one-tifth of all
children in this Nation were living in poverty. The many-
sided and complex problem of poverty will continue to
grow unless multifaceted, effective solutions are
applied—now.

The surge in the number of working mothers, especially
those with young children, and the growing number of
elderly persans have highlighted the need for assistance
with child and elder care responsibilities. Not only is there
a need for curegiving services, there is also a need for
policies that provide flexible leave arrangements and
work schedules for employees who have to manage those
responsibilities. Support has come to some workers and
their families through the Family and Medical Leave Act
of 1993, effective in August 1993. Up to 12 weeks of
unpaid leave will be available io protected workers for the
birth or adoption of a child and for iliness of the employee
and her or his family member.

Employers, governments, labor unions, and others have
initiated programs to help workers—men as well as
women—balance career and family duties. Companies are
responding in a variety of ways and government policies
also expand the possibilities for employer programs. The
forms of support for workers range from on- and near-site
child care centers, clder care services, flexible work and
leave schedules, and cafeteria plans with features that allow
workers to pay for dependent care with pre-tax doliars. The
flexible benefits packages carry advantages for employers
as well as employees:; employers determine what benefits
to offer and can manage costs accordingly, and employees
can choose the benefits that suit their needs.

To assist companies and organizations, which in turn
assist workers, a Work and Family Clearinghouse was
established at the U.S. Department of Labor in 1989 and a
Workforce Quality component on exemplary programs
other than dependent care was added in 1990. Profiles of
programis and policies in action are shared as guides for
others who wish to establish similar means of support.

Although some progress has occurred in the development
of responses to work and family issues, a much greater
measure of support is required, especially in light of
projections that women with young children. including
infants. will continue to participate in the labor force and
that the population will be comprised of growing numbers
of elderly persons in the years to come.

The issue of reconciling the needs of women, work, and
families was recognized as one of six challenges which
require rethinking and revision between now and the year
2000, according to a report about work and workers for the
21st century.? The study noted that “despite the huge
increases in the number of women in the work force, many
of the nolicies and ingtitutions that cover nav {rinae
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concerns are: aceess to training that leads to higher paying
jobs. more opportunities for on-the-job training, quality of
training. and the need for supr.c:: services for trainees.
There also is a need for more e~ Moyer-based training for
women in nontraditional careers as well as for more
school programs that introduce young people to and
promote nontraditional options. A lack of basic verbal
skills among workers is a continuing problem.

[n response to its concern about improving women's
access to training and to occupations of choice, the U.S.
Department of Labor's Women's Bureau funded several
demonstration projects during the 1980°s. Most of the
projects demonstrated techniques for helping
disadvantaged and other women to acquire workplace
literacy. job skills, and job-finding know-how.

Simply finding employment is important but is not
enough: women need employment that leads to economic
self-sufficiency. This means that women need the skills
that will not only be in demand but that wili lead to jobs
which offer at least adequate wages for a decent standard
of living. good benefits, and the potential for long-term
economic rewards.

Although employers will continue to seek workers with
different skill levels and training. workers who have the
ability to read and comprehend intricate materials, write
clearly. and solve complex problems will have more
options in the job market and better chances of finding
higher paying jobs.

The U.S. Department of Labor Secretary s Commission
on Achiceving Necessary Skills (SCANS) has found that
more than half of young people between the ages of 21
and 25 lack the basic skills of reading. writing. and
mathematics.* SCANS pointed out the need for students
to acquire work-based competencies if they are to find
and hold good jobs and cope with a dynamic workplace.

Projections show that occupations requiring higher levels
of education or training will have faster rates of
employment growth and that jobs requiring less formal
education and skills training will have slower growth
rates. Black and Hispanic women are overrepresented in
the slower growth occupations that generally pay
relatively low wages. and they are underrepresented in the
rapidly growing higher paying occupations. Therefore. it
is critical that these two groups. along with other
minorities and women in general, prepare themsclves for
the changing occupational shifts by attaining more
cducation and skills training.

To reemphasize. women and minorities are expected to
constitute the largest share of new entrants into the labor
force between now and the 21st century. Minorities will
account for more than half—54 percent—of the growth in
the labor force between 1990 and 2005, Economists and
others express concern that minority youth will not have

the skills required. and thus the American economy will
pay the price through lower productivity.’ The possibitities
and consequences of such deficit in a skilled work force are
issues of concern for women and other workers.

If. according to companies. far too many applicants are not
prepared for jobs in today’s workplace, far greater skills
will be needed for tomorrow's jobs. Future workers will
not only need math and related skills to perform in the
high-tech computerized workplaces but they also will need
problem solving and communication skilis to handle
responsibilities even at lower management levels. In a
competitive global economy, U.S. employers need
workers with competitive skills. Women need to be aware
that they must develop a wide range of skills to match jobs
that are being redesigned, restructured. and redistributed.

As long as two decades ago. prognosticators saw the 21st
century workplace as one shaped by high technology. and
most agree that there will continue to be major shifts in
employment patterns. Many kinds of technicians and
technologists will be in demand in response to the
increasing attention given to conservation of energy and
the environment, along with developments in medical.
laser. and information technologies.

Probabilities among help-wanted ads in the year 2000 that
typify shifts in the Nation’s job market are: robot
technicians. genetic engincering technicians, and battery
technicians (workers knowledgeable about fuel celis and
high-energy batteries).¢ The increasingly older population
will need various kinds of services including those of
geriatric social workers. The revolution in
telecommunications will continue into the next century.

As new dimensions in technology continue to evolve in
the near future, workers will be needed to create systems
and to maintain them: to develop new products and to
sell, use, and repair them. As the list of technological
applications goes on and on. so do the numbers and types
of jobs. Therefore, workers must acquire diverse skills.
initially or through retraining. and update them as often
as necessary.

Other problems detract from progress.

Some of the problems and issues that confront women
workers have already been raised as the downside of
progress on a number of fronts. In review. several of those
accounts are:

»  Women still face obstacles in their desire and attempt
to enter and progress in nontraditional fields.

»  Women have not yet achieved earnings parity
with men.

«  Women entrepreneurs face a variety of problems
which limit their access to capital as well as to
procurement opportunities.
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¢ Contingent workers lack the benefits and
accommodations of regular full-time workers.

* Numerous health and safety issues remain although
efforts have been undertaken—and are ongoing—to
arrive at appropriate solutions,

* A pap remains in the pension coverage of women
(lower) and men, although there has been complete
convergence in several industries and a partial closing
of the gap in most others, Pension and other retirement
issues affect women disproportionately and diminish
the economic security of older women,

~ PROSPECTS ~

The general outlook is bright.

A retrospective look at trends. an overview of progress,
and consideration of policies to address probiems all
combine to offer an encouraging previcw of the future for
women in employment. Certainly the issues surrounding
poverty and the attendant problems are of paramount
importance and diminish somewhat a positive view of
future possibilities. Women will continue to confront the
challenges of change and emerging issues.

Answers to these questions will help to shape the labor
force prospects for women:

* How soon will women acquire the skills nceded now
and for the 21st century workplace?

* How much support will be forthcoming to ease work
and family responsibilities?

«  When and to what extent will the national
cconomy improve”

*  When demands for goods and services rise again will
plants and offices that have downsized revert to
traditional staffing patterns or will they use
contingent workers?

Nevertheless, a number of indicators support a
positive outlook.

Occupational growth will bring rewarding
opportunities.

In general, occupational growth will result in
opportunities for workers at all levels of education.
However, future employment expectations arc higher for
the best educated workers and fower for those with the
least education. Women's higher educational attainment
will lead to their increased employment in the higher
paying professiona! specialties as well as the managerial,
administrative, and executive jobs, among the fastest
growing occupational groups between 1990 and 2005,
Waomen will also continue to find employment in services
and in the technicians and related occupations, two other
fast growing groups.

Earnings will continue to rise.

Women's earnings have been rising in recent years, even
more rapidly than those of men. That trend is likely to
continue into the 21st century as the economic status of
women relative to men continues to improve. Not only is
the work experience of women increasing rapidly but so
is their educational atisinment.

The glass ceiling preventing women from reaching top
positions in corporate America and in government can
be broken—but only with concerted action.

A Question of Equity,” a recent study of the glass ceiling
in the Federal Governmer:, projects that by the year 2017,
cven though women v.1ll constitute over half of the
Federal work force and though women receive
performance evaluations that are as good as or better than
men'’s, women will still hold less than onc-third of senior
executive jobs. While this projected representation is a
vast improvement over the {1 percent of senior executive
jobs they held in 1990 and the 2 percent they held in
1974, nevertheless by this measure as far in the future as
2017 women will still be underrepresented at top
management levels.

If women entering government today are to see parity in
senior-level jobs by the time they retire from their Federal
careers, agencies must take concerted action to break the
glass ceiling. In order to provide equal access to executive
opporwnities, A Question of Equity recommends that
managers seek to curtail, within themselves and their
organizations, any expressions of stereotypes or attitudes
which create an environment hostile to the advancement
of women.

When women occupy top executive positions in
significant proportions, their decisionmaking power will
be felt in a number of ways. More accommodating work
and family policies may evolve as corporations recognize
their increased dependence on women executives with
family responsibilities.®

Entrepreneurship will be a viable and

successful option.

Successes and growth in business ownership and
Government support should enhance opportunities for
women. By the year 2000 women's share of solc
proprictorships will reach a projected 37 percent. Counting
businesses that women own jointly with their husbands,
the proportion will be approximately 41 percent.

Legal rights will play a central rofe.

Protections against sex discrimination will continue to
play a central role in assuring a brighter employment
future for women. The nature of sex discrimination as
defined by the courts and the legislatures continues to
cvolve over time.,
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During the last decade women workers have narrowed the
range of workplace behavior directed at them that they
will accept without taking action. Some file grievances
with their unions alleging empioyment discrimination;
some go to court: some form groups of women employees
to offer support and to brainstorm solutions to common
problems; some confide experiences of discrimination,
including sexual harassment, to other women workers:
some report their own experience and that of other
women to the media, sometimes withholding permission
to publish their names; others, after filing complaints and
waiting in frustraiion for just resolution, relinquish their
personal privacy in order to make public their
discrimination complaints. In recent years, the legal
system has been effectively challenged to make good its
promises of even-handed, speedy resolution of gender-
based employment discrimination.

These types of actions and reactions by women
themselves along with Government enforcement of laws
and voluntary compliance by employers will continue to
be the driving forces that guarantee and protect the
employment rights and opportunities of all women. When
these positive outcomes are combined with a growing and
strengthening economy and with women’s acquisition of
the necessary skills and education, the future for women
workers appears bright. Indeed, women will play a larger
and an extremely vital role in contributing to America’s
cconomy and to the Nation's ability to compete in the
global marketplace. ©

~ NOTES ~

! William B. Johnson and Arnold E. Packer, Workforce
2000: Work and Workers for the 21st Century, a study by
the Hudson Institute for the U.S. Department of Labor,
June 1987, p. xx.

2 Claudia Wallis, *“The Nuclear Family Goes Boom!" an
article in a special issue of Time. Bevond the Year 2000,
Fall 1992, p. 43.

3 William B. Johnson and Arnold E. Packer, op. cit.

4 Lynn Martin, “Teaching Tomorrow’s Skills: We Need
Both Basic and Work-Related Education,” an article in
the Washington Post, July 22, 1991, p. All.

s Steven Greenhouse, “The Coming Crisis of the
American Work Foree,” New' York Times, June 7, 1992, p.
Fi4.

6 Marvin Cetron and Thomas O'Toole, Encounters With
the Future: A Forecast of Life in the 21st Century,
McGraw-Hill, New York, NY, 1982, p. 256.

T A Question of Equity: Women and the Glass Ceiling in
the Federal Government, A Report to the President and
the Congress of the United States by the U.S. Merit
Systems Protection Board, October 1992,

# Claudia Wallis, op. cit.
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A
Academic women, tenure denial, court case, 206
Access to Employee Exposure and Medical Records,
rule, 175
Accountants and auditors, 17, 18, 19
Accounting and auditing clerks
employment, 18
women-men earings ratio, 34
Acquired immunodeficiency syndrome, 187, 188
Action on Smoking and Health, 185
Action Plan for Women's Health, 193
ADEA. See Age Discrimination in Employment Act.
Administrative support workers
employment, 18, 19, 20, 234, 235
part-timers, 143
women-men earnings ratio, 34
See also Clerical workers; specific occupation.
Administrators. See Executive, administrative, and
managerial workers.
Advertising, recruitment, unlawful practices, 207, 217,
218
Advisory Committee on Women's Health Issues, 193
Affirmative action
apprenticeship programs, 218
court ordered, racial harassment case, 204
employment of the disabled, 225
Federal contractors, 217-218
voluntary, EEOC guidelines, 209
Affirmative employment programs, Federal agencies, 221
AFL-CIO
electronic surveillance resolution, 179
indoor air quality concemns, 184
VDT operators’ concerns, 180
See also Labor unions.
African American women. See Black women; Minority
women.
AFSCME. See American Federation of State, County,
and Municipal Employces.

part-time workers, 142, 143
pension plan coverage by, 155
population by, 3, 149, 150, 151
poverty status of population by, 37
prime age women, 4, 74, 232
projected labor force, 231, 232
recipients of child support payments, 82
Age Discrimination in Employment Act, 205, 225-226
Aging population
baby boomer impact, 149, 244
change in family structures, 73
economic security, 150-156
elder care, 86, 156-158, 244
implications for young workers, 158-160
labor force participation, 149-150
older women’s statistical profile, 149-150
older worker programs, 157-158
pensions, 151-153, 155-156
projections, 150-151, 232, 237-238, 244
retirement issues, 150-151, 156
See also Elderly women.
Agricultural services industry, women-owned firms, 62,
63
Agricultural workers, 19, 20, 234, 236
Agriculture, field of, degrees awarded, 102
Aid to Families with Dependent Children, 85
AIDS. See Acquired immunodeficiency syndrome.
Air pollution
flight attendants’ concern, 189
indoor, 184-185, 189
tobacco smoke, 184-185, 189
Airline crew members, health risk concerns, 189
Alaska Native women. See American Indian, Eskimo,
and Aleut women.
Alcohol abuse, 186
Aleu: women. See American Indian, Eskimo, and Aleut
women.
America and the New Economy, 120

Age American Civil Liberties Union, 177
educational attainment by, 92 Amecrican College of Obstetricians and Gynecologists,
employment by, 7, 158, 159 173
labor force participation by, 4, 149, 152-153, 154, American Federation of State, County, and Municipal
231-232 Employces, 177, 187, 188
at marriage, 79 American Indian, Eskimo, and Aleut women
multiple jobholders, 145 business owners, 64, 66
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college enrollment, 101
educational attainment, 56
employment, 56
labor force participation, 56
unemployment, 56
American Medical Association, 173-174
American National Standards Institute, 177, 180, 183
American Newspaper Publishers Association, 178
American Optometric Association, 177
American Postal Workers Union, 181-182
American Psychological Association, 185
American Public Health Association, 185
American Telephone and Telegraph Company
clder care assistance, 157
pregnancy discrimination settlement, 210
Americans with Disabilities Act, 201, 225 *
ANPA. See Amecrican Newspaper Publishers
Association.
Antidiscrimination provisions, federally assisted
programs, 222-223
Antineoplastic drugs, 176
APA. See American Psychological Association.
Apparel industry, employment, 125
Apprenticeship programs, 104-105, 205, 218, 221
APWU. See American Postal Workers Union.
Architecture, field of, degrees awarded, 102
Arca Agency and Adult Administration, older worker
program, 158
Arizona Governing Committee v. Norris, 208
Armed Forces, women serving in, 22-25
Artists, women-men earnings ratio, 34
Asian American women. See Asian and Pacific Islander
women.
Asian and Pacific Islander women
business owners, 64, 65-66
college enrollment, 101
carnings, 55
educational attainment, 54
income, 56
labor force participation, 54, 231, 232
occupations, 54-55
population, 54
Assemblers
electrical/electronic, women-men earnings ratio, 34
machine, 19
Association of Flight Attendants, 189
At-Risk Child Care Program, 224
AT&T. See American Telephone and Telegraph
Company.
Auditors and accountants, 17, 18, 19

B

Baby boom gencration
aging of, 74, 149, 158, 237, 244
industry growth impact, 115
population growth, 3
proportion of working women, 7, 242

Back pay awards, 218, 217
Barriers to advancement. See Glass ceiling; Legal rights
of women.
Bartenders, women-men earnings ratio, 34
Basic State Grants, 104
BAT. See Bureau of Apprenticeship and Training.
Benefits. See Employee benefits.
Births, trends in number of, 7, 10, 73, 78, 82
Black women
business owners, 50, 64-65
carnings, 51
educational attainment, 50, 51, 93, 94-96
employment, 6, 49, 50, 51
families maintained by, 80
harassment of, 204, 211-212
household characteristics, 57
labor force participation, 4, 12, 49, 50, 56, 231,
232
life expectancy, 238
military service, 23
not in labor force, 49-50
occupations, 50-51
part-time workers, 142
population, 49, 50
poverty status and educational attainment, 44, 45
recipients of child support payments, 82
school enrollment, 99, 101
teenage, 49, 51
unemployment, 49, 53, 98
working mothers of young children, 12
Blast furnaces and steel industry, 119
Block grants
At-Risk Child Care Program, 224
Child Care and Development Block Grant, 224
Bloodborne pathogen exposure, 187-188
BLS. See Bureau of Labor Statistics.
Bona fide occupational qualification, under civil rights
law, 205
Bookkeepers
employment, 18
women-men earnings ratio, 34
Breast and Cervical Cancer Mostality Prevention Act,
193
Bureau of Apprenticeship and Training, 104, 105, 218,
220, 221
Bureau of the Census
women business owners’ census, 67
work and family patterns report, 73
Bureau of Labor Statistics
discouraged workers data, 149
home based work force survey, 145
occupational injuries and illnesses, data collection
and analyses, 171
sclf-employed data, 67
working wives’ contribution to family income,
calculation, 80
workplace illness survey, 180-181
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Business, field of, degrees awarded, 102
Businesses, women-owned

American Indian/Alaska Native women, 64, 66

Asian and Pacific Islander women, 64, 65-66

black women, 50, 64-65

capital, access to, 66, 69

demonstration project, 106

diversification, 61-62

Federal assistance programs, 68-69

growth, 61-62

Hispanic women, 64, 65

income, 63

individual proprictorships, 62

industry sectors, 61-62, 63

international programs, 69

job creation, 63

legal forms of organization, 62

legislation affecting ownership, 67-68

minority ownership, by gender, 64

paid employees, 63

partnerships, 62

problems, 66-67

procurement opportunities, 67-68, 69

progress, summarized, 246

prospects, 250

receipts/sales, 63

subchapter S corporations, 61, 62

survey, 63

training resources, 67, 69, 106

work and family benefits offered, 63

-,

C
California Federal Savings & Loan Association v. Guerra,
210
California Workers® Compensation Institute, 185
Capital
business owners’ access to, 66, 69
minority women-owned businesses, 64, 65, 66
Carl D. Perkins Act, 104
Carl D. Perkins Vocational and Applied Technology
Act, 104 ’
Carnevale, Anthony Patrick, 120
Carpal tunnel syndrome, 180-181, 189
Carpenters, 18
Cash bonuses, glass ceiling inquiry, 220
Cashiers
employment, 18, 235
women-men earnings ratio, 34
Catalyst, study on barriers to top management, 219
Caucasian women. See White women.
CBEMA.. See Computer and Business Equipment
Manufacturers Association.
Census of Service Industries, 144
Center for Office Technology, 180
Center for Research on Women, Wellesley College,
187
Centers for Discasc Control, 171, 172, 188

CES. See Current Employment Statistics.
CETA. See Comprehensive Employment and Training
Act.
Chemicals industries
cmployment, 126
reproductive hazards policy, 176
Chemicals/toxic substances, 174, 175-176, 184, 189, 190,
191
Chevron U.S.A., fetal protection policy, 176
Child and dependent care legislation
block grants, 224
dependent care assistance programs, 223
Bamed Income Credit, 224
tax credits, 85, 224
tax legislation, 223-224
Child and Dependent Care Tax Credit, 85, 223
Child care
arrangements, 13
At-Risk Child Care Program, 224
employer assistance for, 85-86
expenditures, 13
Who's Minding the Kids? Child Care
Arrangements, 13
Women’s Bureau Clearinghouse, 86
Child Care and Development Block Grant, 224
Child care workers, 17, 18
Child health insurance tax credit, 224
Child support payments, 11, 80-81, 82
Childbearing
delayed, 10, 73
never-married mothers, 82, 83, 84
Children
black, number of, 83
in changing houscholds, 79, 83
expenditures for care, 13
in family composition, 77, 78
in female-headed families, 78, 80
Hispanic, number of, 83
in households, by types, 77, 78
living arrangements, 83, 84
peor, 39, 42, 84
presence of, by labor force status of women, 75
services for carc, 85-86
in single-parent families, 11-12, 82, 83, 84
support payments for, 11, 80-81, 82
white, number of, 83
of working mothers, 5, 12
See also Familics; Poverty.
Cigarette smoke. See Tobacco smoke.
City of Los Angeles v. Manhart, 207-208
Civil Rights Acts of 1964 and 1991
bases of protection, 201, 204-205
coverage, 205
discrimination theories, 208
EEQC sex discrimination guidelines, 207-208
enforcement, 206
ethnic harassment, 205, 211-212
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Federal employees’ administrative complaint
procedure, 207
filing charges, 206-207
government agencies’ requirements, 221, 222
hiring, 208-20%
homosexual harassment, 212
legal developments, 201
national origin, basis of discrimination, 204, 205
Pregnancy Discrimination Act, 209-211
private sector charges, 206
racial harassment, 204, 205, 211-212
religious discriminationi, 205
remedies, 215-216
sexual harassment, 211-214
terminations, 215
voluntary compliance, 209
Civil Rights Restoration Act, 222
Civil Service Reform Act, 221
Civil service workers. See Federal Government; State
and local government.
Claims
discrimination, 208
workers’ compensation, 185, 186
wrongful discharge, 215
Cleaners
employment, 17, 18, 235
women-men carnings ratio, 34
Cicrical workers
electronic monitoring, 179
employment, 18, 19, 20, 234, 235
health issues, 192
job stress study, 186-187
temporary workers, 9, 144
women-men carnings ratic, 34
See also Administrative support workers; specific
clerical occupation.
CLUW. See Coalition of Labor Union Women.
Coalition of Labor Union Women, 10, 181
College enroliments, 99-101, 237
College graduates
ficlds of study, 101-102
labor forcc entry, 160
See also Educational attainment.
College-Work Study programs, 103
Commission on the Assignment of Women in the
Armed Forces, 24
Communications, field of, degrees awarded, 102
Communications Workers of America, 157, 177, 180
Complaints, discrimination
Federal employee, 207
private sector, 206
Complaints, health. See Occupational safety and health.
Comprchensive Employment and Training Act, 103
See also Job Training Partnership Act.
Compuler and Business Equipment Manufacturers
Association, 180
Computer and information science, ficld of, degrees
awarded, 102

Computer monitoring, 178-179
Computer programmers, women-men earnings ratio, 34
Computer scientists/analysts
employment, 235
women-men earnings ratio, 34
Computerized mail forwarding system, 182
Congress, U.S.
carpal tunnel syndrome, hearing, 181
elder care consideration, 156
indoor air pollution legislation introduced, 184
Office of Technology Assessment, 174, 176, 178-
179, 186, 190
policy on inclusion of women in NIH clinical
research, 193
protecting health care workers from AIDS,
hearing, 188
repetitive motion injuries, hearing, 182
reproductive health hazards, hearing, 174-175
why women work, study, 10-11
women members, 21
worker privacy, interest in, 179
Congressional Caucus for Women's Issues, 193
Construction industry
affirmative action, 218
employment, 122, 233
pension coverage, 156
women-owned firms, 62, 63
Consumer Product Safety Commission, 174
Contingent employment
characteristics, 8-9, 141-142
flexibility of workstyles, 8, 141-142, 243-244
independent contractors, 144-145
leased employees, 144
multiple jobholders, 145
part-time workers, 8-9, 12, 142-143, 222
problems, 142, 244
temporary workers, 8, 9, 143-144
See also Home based workers.
Contractors
Federal, 217-221
independert, 145-145
Cooks
employment, 18
women-men earnings ratio, 34
Coordinating Committee on Women’s Health Issues,
192-193
Corporate Initiative, Glass Ceiling, 219-220
Corporations
foreign-owned, coverage under civil rights law, 205
women-owned, 62, 63
Cosmetologists, 17, 18
Council on Scientific Affairs, AMA, 173-174
Counsclors, education/vocation, women-men carnings
ratio, 34
Courts
legal remedies for discrimination, 215-217
See also specific court cases; specific area of
discrimination.
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Craft workers. See Precision production, craft, and
repair workers; Skilled trades workers.
CTD’s. See Cumulative trauma disorders.
CTS. See Carpal tunnel syndrome.
Cuban-origin women
labor force status, 52
occupations, 53
population, 52
See alse Hispanic women; Minority women.
Cumulative trauma disorders, 177-178, 180-183
Current Employment Statistics, 111
CWA. See Communications Workers of America.

D
Data-entry keyers
health disorders, incidence of, 186
women-men eamings ratio, 34
DCAP. See Dependent care assistance program.
Deaths, workplace, 172 :
Defense, Department of
policies on women in combat, 23-24
projected reductions in personnel, 24-25
sexual harassment study, 24
Degrees awarded
bachelor’s, 101-102
doctorates, 101-102
fields of study, 102
first professional, 101-102
master’s, 101-102
Demonstration projects, Women's Bureau, 105-107
Dental hygienists, 17
Dentistry, field of, degrees awarded, 102
Dependent care. See Child and dependent care
legislation; Child care; Elder care.
Dependent carc assistance program, 223, 224
Dependent Care Tax Credit, 85, 223, 224
Depressive disorders, 178, 186
DeQuervain's discase, 180
DESERT SHIELD/STORM Operation, women serving
in, 23
Detectives, women-men earnings ratio, 34
Dietitians, 17
Disability benefit programs, 85, 151-152, 156
Disability discrimination. See Americans with
Disabilitics Act.
Discouraged workers, older population, 149
Discrimination. See Legal rights of women; specific
area of discrimination.
Discriminatory policies on reproductive hazards, 176-177
Disparate impact claim of discrimination, 208
Disparate treatment claim of discrimination, 208
Dispatchcrs, women-men earnings ratio, 34
Displaced homemakers
characteristics, 79
Network assistance program, 106-107
training, 104

See also Divorced women; Separated women;
Widowed wornen.
Diversity and Excellence in American Executive
Management Award, 219-220
Divorced women
children of, 79, 83
displaced homemakers, 79, 104, 106-107
elderly, 151
employment status, 7
labor force participation, 5, 11, 12, 79
labor force status, 75
part-time workers, 8, 9, 142, 143
in population, §
recipients of child support payments, 81, 82
working mothers, 10, 11
Divorces
impact of, 79
number granted, 10
Dole, Elizabeth Hanford. See Frances Perkins-Elizabeth
Hanford Dole National Award for Diversity and
Excellence in American Executive Management.
Downsizing
Armed Forces, 24-25
employer use of contingent workers, 8-9, 141-146
Dressmakers, 17
Durable goods industries
employment, 118, 233
See also Industries; specific industry.

E
Eamed Income Credit, 85, 223, 224
Earmings
Asian and Pacific Islander women, 55
black women, 51
comparison with income, 36-37
definition, 36-37
differentials between women and men, 29-36, 246
effect of educational attainment, 97
effect of union membership, 9
factors affecting female-male differentials, 29-30
female-male ratios by selected occupations, 34, 35
gaps by gender, 36
gaps by race, 36
Hispanic women, 53
medians for women and men, 32
occupational impact, 17, 35
prospects for women, 250
relationship to skills, 35-36
technological impact, 35-36
trends in female-male ratios, 30-35
See also Income; Poverty.
Economy
America and the New Economy, 120
contraction in, effect on young workers, 158-160
contribution of women-owned businesses, 63
growth, 3, 6
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impact of global competition, 120, 141
impsact of services sector, 141
impact of skills deficit, 248-249
industry outlook, 232-233
job creation, 69-70, 232
labor force outlook, 231-232
recessions, cffect on women’s employment, 3, 6, 7
Bconomic Recovery Tax Act, 223
Education
field of, degrees awarded, 102
financial assistance for, 103
local, employment, 116
requirements for occupations, 236
State, employment, 117
See also Training.
Bducation Amendments, Title I1X, 214, 222-223
Education, Department of, higher education programs,
103
Education programs
ban against discrimination, 222-223
Federal, 85, 103
Educational attainment
by age, 92
American Indian, Eskimo, and Aleut women, 56
Asian and Pacific Islander women, 54
black women, 44-45, 50, 51, 93, 94
career advancement, 91
college degrees, 101-102, 237
effect on carnings, 97
fields of study, 101-102
by gender, 29, 91, 92, 93, 94
Hispanic women, 45, 52-53, 93, 94
impact on poverty, 44-45
labor force participation and, 91, 92, 93-96
occupations and, 96
postsecondary school enrollment, 99-101, 236-237
by race, 93, 94 .
recipients of child support payments, 81, 82
secondary school enrollment, 99
trends, 91
unemployment and, 98
white women, 93, 94
women'’s progress, summarized, 244-245
See also Training.
Educational institutions
ban against discrimination, 222-223
coverage under civil rights laws, 205
cnrollment, 99-101, 236-237
See also Educational attainment.
EEBOC. See Equal Employment Opportunity
Commission.

- EEOC v. Warshawsky, 210
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Effects of Pregnancy on Work Performance, AMA report,
173-174
EIC. Sve Earned Income Credit.
Elder care
cmployer assistance, 86, 157

Financing and Delivery of Long-Term Care Services
Jor the Elderly, 156
status of, 156-157
Women's Burcau Clearinghouse, 86, 157
Stee also Aging population; Elderly women.
Eldercare Resource Network, 157
Elderly women
economic security, 150-156
labor force participation, 149, 232
pensions, 152
poverty status, 42-44
profile, 149-150
projected population, 237, 244
retirement issues, 150-151
union members, 149-150
weekly hours worked, 149
See also Age Discrimination in Employment Act;
Aging population; Elder care.
Electrical/clectronic repairers and assemblers, women-
men camings ratio, 34
Electronic components industry, 119
Electronic monitoring, 178-179
Electronic Supervisor, The, 179 .
Electronics manufacturing industry, reproductive hazards
policy, 176
Ellison v. Brady, 211, 213
Employee associations. See Labor unions.
Employee benefits
contingent workers, 142, 244
dependent care, 85-86
employer attitudes survey, 160
employer-provided, 84, 86
gender discrimination, 203, 207
provided by women-owned businesses, 63
work and family related, 84-86, 216-217
Employce leasing, 144
Employee Retirement Income Security Act, 152
Employce terminations. See Terminations.
Employecs. See Employment; specific types of
employees.
Employers
exclusionary policies, reproductive hazards, 176-177
See also Businesses, women-owned; Employee
benefits; Legal rights of women.
Employment
by age, 7, 158, 159
black women, by educational attainment, 51
contingent, 89, 141-146
contractors, Federal, 217-221
contractors, independent, 144-145
Federai Government, 21, 22-25, 113, 114, 115, 137,
221-222, 233
home based, 9, 145-146
in industries, 111-137, 232-233
leased workers, 144
by marital status, 7
military, 22-25
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muliiple jobholders, 145
in occupations, 17-21, 233-236
part-time, 6, 8-9, 142-143
by race, 6
State and local government, 21, 112, 113, 114, 115,
137, 222, 233
status of women, 6-8, 75
temporary workers, 143-144
See also Industries; Occupations; specific types of
employment.
Employment and Training Administration
training projects, 106, 157
See also Bureau of Apprenticeship and Training.
Employment-at-will rule, 215
Employment programs. See Federal Government
programs; Training.
Employment Standzrds Administration
Wage and Hour Division enforcement of FLSA,
202
See also Office of Federal Contract Compliance
Programs.
Engincering, ficld of, degrees awarded, 102
Engineering technicians, women-men earnings ratio, 34
Engineers
employment, 18, 19
women-men carnings ratio, 34
English language skills, employment practices, 205
Enterprising Women, Local Initiatives for Job Creation,
69
Entertainers, women-men earnings ratio, 34
Entreprencurs. See Businesses, women-owned.
Environmental Protection Agency, 174, 177, 184
Equal Credit Opportunity Act, 67
Equal Employment Opportunity Act, 221
Equal Employment Opportunity Commission
Americans with Disabilities Act enforcement, 225
Civil Rights Acts of 1964 and 1991, enforcement,
176, 204-216, 221
complaints process, 206-207
Equal Pay Act enforcement, 202-204
hiring guidelines, 208-209
Management Directive 714, affirmative action
policy, 221
Pregnancy Discrimination Act enforcement, 209-
211, 214
promotion of voluntary affirmative action, 209
remedies for sex discrimination, 215-216
sex-based wage discrimination, described, 203
sex discrimination guidelines, 192, 207-208
sex discriminatory policies on reproductive hazards,

Ergonomics

Ergonomics Program Management Guidelines for
Meatpacking Plants, 182

muscular problems and, 177

Office of Ergonomic Support, 182

repetitive motion injuries and, 180-183

ERISA. See Employee Retirement Income Security Act.

ERTA. See Economic Recovery Tax Act.

ESA. See Employment Standards Administration.

Eskimo women. See American Indian, Bskimo, and

Aleut women,

Establishment Survey, 111

Ethnic groups. See Race; specific groups.

Bthnic harassment, 205, 211-212

Ever-married women. See Divorced women; Married-

couple families; Separated women; Widowed women;
wives.

Exccutive, administrative, and managerial workers
Catalyst study, barriers to top management, 219
educational attainment, 96
cmployment, 18, 19-20, 234
glass ceiling barriers to advancement, 218-220, 222,

250
part-timers, 143
women-men carnings ratio, 35
See also specific occupation.
Executive Order 11246, 217-221
Executive search firms, glass ceiling inquiry, 220

F . :
FAA. See Federal Aviation Administration.
Fabricators. See Operators and fabricators.
Fair employment practices agency, 206
Fair Labor Standards Act, 201-202
Families
Asian and Pacific Islander, 58
black, 58
changing structures and lifestyles, 10, 73-86
children in changing houscholds, 79, 83
composition, 57-58, 76-84
dissolution, 79-80
employer support for, 84-86
Hispanic, 58
income, 37, 80, 81
maintained by women, 57-58, 80-82
male headed, 58, 81
married-couple, 57, 58, 76, 78, 79, 81
minority household, 57-58
in poverty, 37-45, 82, 84
single-parent, 11, 12, 83, 84

176-1717 size of, 78
scxua) harassment guidelines, 201, 211-214 trends contributing to changing structures, 10, 73-
termination of employment, discriminatory, 215 74, 242
weightlifting, discriminatory policies, 191, 192 types of, 57-58, 76-78, 79, 80
Equal Pay Act, 202-204 white, 58
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Family and Medical Leave Act, 216-217
Family life cycle events, 73
Farm workers, 19, 20, 53, 234, 236
Federal Aviation Administration, 189
Federal contractors, affirmative action by, 217-220
Federal Equal Opportunity Recruitment Program, 221
Federal Employees Part-Time Career Employment Act,
222
Federal Government
air quality survey, 184
cmployee complaints procedure, 207
employment, 21, 22-25, 113, 114, 115, 137, 221-
222,233
female employees’ health issues, 192
legal rights of employees, 221-222
sick leave regulations, 216-217
See also Federal Government programs.
Fedcral Government programs
affirmative action, 217-218, 221
apprenticeship, 104-105, 218, 221
dependent care, 223-224
employee benefits, 84-85, 86
Glass Ceiling Corporative Initiative, 218-220
retirement, 85, 151-152
student financial assistance, 103
training and employment, 85, 103-107
Women in the Skilled Trades, 105, 220-221
women-owned businesscs, assistance to, 67-69
Women’s Bureau demonstration projects, 105-107
women’s health issues, 192-194
See also Federal Government; specific legislation;
specific program.
Federal Highway Administration, construction project,
106
Federal Minc Safety and Health Act, 173
Federal Rehabilitation Act, 225
Federal Unemployment Tax Act, 210
FEPA. See Fair cmployment practices agency.
Fetal protection policies, 176-177
Finance and insurance industry
employment, 135, 233
women-owned firms, 62, 63
Financial aid
antidiscrimination provisions, 222-223
block grants, 224
OSHA training grants, 176
science careers, training, 194
student, 103
See also Loans.
Financial officers, women-men eamings ratio, 35
Financing. See Capital; Financial aid.

Financing and Delivery of Long-Term Care Services for

the Elderly, 156
Fircfighters, personal protective equipment, 183
Firings. See Terminations.
Fisher v. San Pedro Peninsula Hospital, 213
Fishing industry, women-owned firms, 62, 63

Fishing occupations, 19, 20, 234, 236

Flexible workstyles. See Contingent employment.

Flexible Workstyles: A Look at Contingent Labor, 141
(footnote)

Flight attendants, health and safety of, 189

FLSA. See Fair Labor Standards Act.

Food and Drug Administration, 174

Food and kindred products industry

employment, 123
work-related injuries, 171
Food counter, fountain, and related workers,
employment, 235

Food preparation workers, women-men earnings ratio,
34

Foreign based, U.S.-owned companies, coverage under
civil rights laws, 205

Foreign languages, field of, degrees awarded, 102

Foreign-owned corporations, coverage under civil rights
laws, 205

Forestry industry, women-owned firms, 62, 63

Forestry occupations, 19, 20, 234, 236

Frances Perkins-Elizabeth Hanford Dole National
Award for Diversity and Excellence in American
Executive Management, 219-220

Frank, Arthur, 177

Franklin v. Gwinnett County Public Schools, 214, 222-223

Fringe benefits. See Employee bencfits.

Furmniture industry, employment, 129

G
GAO. See General Accounting Office.
Gender
differences in pension coverage, 152-156, 162-168
earnings differentials, 29-36, 246
educational attainment by, 29, 91, 92, 93, 94
of household heads, 58
industry cmployment by, 112-137
occupational differences, 17-18
pay gaps, 31-33, 36, 37
stress studies by, 187, 190
uncmployment by, 7-8, 98
See also Men; specific subjects for comparative data
Sfor women and men.
General Accounting Office
career progression of military women, study, 23-24
inclusion of women in clinical research, policy
study, 193
indoor air pollution report, 184
reproductive hazards testimony, 174-175
Service Delivery Areas training, study, 104
General Electric v. Gilbert et al, 209
Glass ceiling
Catalyst study, barricrs to top management, 219
contract compliance areas of inquiry, 220
corporate initiative, 218-220
Federal Government employment, 222, 250
military women, 23-24
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prospecis for change, 250

State government employment, 222
Glass Ceiling Commission, 206, 219-220
Glenn, John, Sen., 174
Global competition, impact on U.S. industry, 120, 141
Goods-producing industries

employment, 112, 118, 233

pension coverage, 156, 164-166

See also Industries; specific industry.
Government. See Federal Government; Federal
Government programs; State and local government.
Government procurement, access to, 67, 69
Grants ’

block, child care and development, 224

educational, 103, 104

OSHA training grants, 176
Grocery checkers, repetitive motion study, 181
Grove City College v. Bell, 222
Guards, women-men carnings ratio, 34
Guidelines for Protecting the Safety and Health of Health

Care Workers, 190

Guidelines on Pregnancy and Work, 173
Guidelines on Sexual Harassment, 201, 211
Guidelines, sex discrimination

EEOC, 192, 207-208

OFCCP, 218
Gunther case, 203

H

Hairdressers, 17, 18

Hall v. Gus Construction Co., 213

Hand packers/packagers, women-men earnings ratio, 34

Handicapped workers. See Americans with Disabilities
Act; Disability benefit programs.

Harassment. See Legal rights of women; specific type of
harassment.

Harris Trust and Savings Bank of Chicago, settlement,
218

Hazard Communication Standard, 175-176, 184

_HBV. See Hepatitis B virus.

Head Start program, 85, 224
Heads of households
female, 37, 38-42, 45, 58, 80-82
income of, 37
male, 37, 58
minority women, 57, 58
See also Families; Houscholds.
Health and Human Services, Department of
Task Force on Women's Health Issues, 192, 193
See also National Institute for Occupational Safety
and Health; Public Health Service.
Health and safety hazards. See Occupational safety and
health.
Health care workers
employment, 19, 189, 235
exposure to bloodborne pathogens, 187-188
health and safety hazards, 189-190

protective equipment, 187, 188
stress, 187, 190
women-men carnings ratio, 34, 35
See also specific occupation.
Health hazard evaluation program, 174
Health record technicians, 17
Health research policies on inclusion of women, 192-194
Health sciences, field of, degrees awarded, 102
Health services industry, 116
Hepatitis B virus, 187, 188
Hicks v. Gates Rubber Co., 212
Higher Opportunities for Partnerships in Employment,
105-1066
Highway construction demonstration project, 106
Hiring guidelines, 208-209
Hishon v. King and Spalding, 205
Hispanic women
business owners, 64, 65
carnings, 53
educational attainment, 52-53, 93, 94-96
employment status, €, 52, 94
heads of families, 40, 80
household characteristics, 57, 58
labor force participation, 4, 52, 56, 95, 231, 232
military service, 23
occupations, 53
population, 52
poverty status, and educational attainment, 44
recipients of child support payments, 82
school enrollment, 99, 101
unemployment, 52, 53, 56, 98
See also specific group.
HIV. See Human immunodeficiency virus.
Home based workers, 9, 145-146, 244
Home health aides, 235
Homicides, workplace, 172
Homosexual harassment, 212
Hopkins v. Price Waterhouse, 216
Hostile work environment, 204-205, 211-215
House of Representatives
women members, 21
See also Congress, U.S.
Households
composition, 76-84
heads, 37, 38-42, 45, 57, 58, 80-82
poverty status, 38-42
types, 57, 58, 76, 77, 78
See also Families.
Housewives. See Wives.
Hudson Institute, job candidates’ skills survey, 103
Human capital, 35-36 )
Human factors engineering, VDT workstations, 18
Human immunodeficiency virus, 187-188
Human services workers, 235

1
IBM retirce program, 158
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Ilinesses. See Occupational safety and health; specific
illness.
Immigration Reform and Control Act, 205
Income
Asian and Pacific Islander families, S5, 56
definition, 36-37
family, 37, 80, 81
minority women-owned businesses, 64, 65, 66
women-owned businesses, 63
See also Bamings; Poverty.
Independent contractors, 144-145
Individual Development and Entrepreneurial Activities,
105
Indoor air pollution, 184-185, 189
Industries
data source on trends, 111
durable goods, 118, 233
employment changes, 111-119, 121-137
gender gap, workers, 120
goods-producing, 112, 118-119, 156, 164-166, 233
impact of global competition, 120
nondurable goods, 233
nonfarm, 112, 121
nongoods, 162-164
partnership with education for training, 104
pension coverage, 153, 156
policies on reproductive hazards, 176
projections, 232-233
service-producing, 112-117, 134-137, 232-233
“trends, 111-137
wage and salary employment, 111
women-owned firms, 61-63
work-related injuries, 171
worker illnesses related to repeated trauma
disorders, 180-181
See also specific industry.
Injuries. See Occupational safety and health; specific
injury.
Inspectors/exaininers, production, women-men carnings
ratio, 35
Institute of Electrical and Electronic Engineers, 180
Instruments industry, employment, 133
Insurance adjusters/investigators, women-men earnings
ratio, 35
Insurance agents, discrimination case, 208
Insurance and finance industry
employment, 135, 233
women-owned firms, 62, 63
Interagency Committee on Indoor Air Quality, 184
Interagency Committec on Women’s Business
Enterprise, 68
Internal Revenue Service, data on sole proprietorships,
67
International Brotherhood of Electrical Workers, 157
International Classification of Diseases, 172
Intradepartmental Coordinating Committec on Women,
rcport on protective equipment for women, 183

J
Janitors
employment, 18, 235
women-men earnings ratio, 34
Job creation
Enterprising Women, Local Initiatives for Job
Creation, report, 69
projections, 231-236
by women-owned businesses, 63
Job security
contingent workers, 8, 142, 144, 244
See also Legal rights of women.
Job tenure
academic women, court case, 206
pension coverage, 156, 162-168
Job Training Partnership Act, 85, 103-104
Jobs, design and distribution factors, 141
Johns Hopkins University, study of depressive disorders,
185-186
Johnson v. Transportation Agency, Santa Clara County,
209
JTPA. See Job Training Partnership Act.
Justice, Department of, Americans with Disibilities Act
enforcement, 225

K

Karasek, Robert, 185
Kletzer, Lori G., 98
Kraszewski, Muriel, 206
Kutscher, Ronald E., 160

L
Labor, Department of. See specific deparimental agency
or program.
Labor force
comparison of worker characteristics, by gender, 29
growth, 3-5
projections, 231-232
racial diversity of, 2, 4, 6, 49-58, 231, 242-243
why women work, 10-11
See also Employment; Labor force participation;
Minority women workers; specific racial group.
Labor force participation
by age, 4, 149, 152-153, 154, 231-232
factors affecting increasing rates of women, 10, 74,
241-242
impact of educational attainment, 91
by marital status, 4-5, 96
of mothers, 5, 10-13
by race, 4
rates of women, 4-5
See also Employment; Labor force.
Labor-management committees, coverage under civil
rights laws, 205
Labor unions
air quality concerns, 184
coverage under civil rights laws, 205
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elder care assistance, 157
electronic surveillance standards, 179
fetal protection policy, opposition, 176
financial assistance for education, 103
leadership training, 10
membership, 9-10
older women's representation, 149-150
protections, 224-225
See also specific union.
Laborers
employment, 18, 19, 20, 234, 236
part-timers, 143
women-men earnings ratio, 34
Lanham Act, 85
Law, field of, degrees awarded, 102
Law firm partners selection, discriminatory practices, 205
Lawmakers, female, 21
Leased employees, 144
Leasing firms, 144
Leather products industry, employment, 128
Leave time, 216-217
Legal rights of women
affirmative action policies, 217-220, 225
Age Discrimination in Employment Act, 205, 225-
226
Americans with Disabilities Act, 201, 225
business owners, 67-69
child and dependent care legislation, 223-224
Civil Rights Acts of 1964 and 1991, 204-216, 221,
222
complaints processes, 206-207
developments, summary, 201, 247
discrimination theories, 208
Equal Pay Act, 202-204
ethnic harassment, protection against, 205, 211-212
Fair Labor Standards Act, 201-202
Federal Government employees, 221-222
federally assisted programs, antidiscrimination
provisions, 222-223
glass ceiling initiative, 218-220
health hazards, protection against, 173
hiring practices, 208-209
labor union protections, 224-225
national origin, basis of harassment, 204, 205
pension protection, 151-152
pension rights, 156
Pregnancy Discrimination Act, 209-211
prospects, 250-251
racial harassment, protection against, 204, 205, 211,
212
religious discrimination, 205
remedies for sex discrimination, 215-216, 217
role in advancements, 250-251
sex discrimination guidelines, 192, 207-208, 218
sexual harassment, protection against, 24, 186, 201,
211-214
State and local government cmployees, 222

termination of employment, discriminatory, 215,
217, 218, 220
training programs, 103-105, 205, 218, 220-221, 222-
223
wage discrimination, 202-204, 205
See also Occupational safety and health; specific
area of discrimination.
Legislation
tax, 223-224
See also Legal rights of women; specific legislation.
Letter sorting machines, 181-182, 187
Life expectancy, 73, 149, 237-238, 244
Lifestyles, changing family structures and, 10, 73-86, 242
Lifting
health and safety concerns, 182, 190
standards, 191-192
Literacy, workplace, training project, 106
Loans
educational, 103
small business, 67
Local government
employment of women, 222
See also State and local government.
Lumber and wood industry, employment, 129

M
MacKinnon. Catharine, 211
Machine operators
employment, 19, 20
women-men earnings ratio, 35
Machinery industry, employment, 131, 132
Maids/housemen
employment, 235
women-men eamings ratio, 34
Mail carriers, women-men earnings ratio, 34
Mail forwarding system, 182
Male labor force. Se< Men.
Managerial experience, of women entreprencurs, 65,
66, 67 .
Managerial workers
educational attainment, 96
employment, 18, 19-20, 234
part-timers, 143
women-men earnings ratio, 34, 35
See also Bxecutive, administrative, and managerial
workers; specific occupation.
Manpower Development and Training Act, 103
Manufacturing industry
employment, 112, 118, 122, 123, 233
exclusionary policies, 176
women-owned firms, 62, 63
work-related injuries of workers, 171
See also specific product industry.
Marbury v. Madison, 215
Marital disruption, 10, 79-80
Marital status
employed women, 7
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labor force participants, 4-5, 96
labor force status and, 75
poverty and, 38-42
See also Divorced women; Families; Married
women; Never-married women; Separated
women; Wicowed women; Wives.
Marketing and sales workers
employment, 234, 235
women-men earnings ratio, 34
Marriages
age of persons at, 79
delayed, 10, 73, 79
dissolution of, 10, 79-80
number performed, 10
Married-couple familics
change in, 73, 79, 80, 83
income, 37, 80, 81
poverty status, 39, 40, 41, 42, 43, 44, 45, 84
types of households, 57, 58, 76-77, 78
See also Wives.
Married women
agc at marriage. 79
employment status, 7
entry into labor force, 74
labor force participation, 5, 11, 12, 80
labor force status, 75
part-time workers, 8, 9, 142
in population, 4-5
recipicnts of child support payments, 82
See also Marital status; Married-couple families;
Wives.
Matcrial safety data sheets, 176
Maternity leave, 216-217, 220
Math and science demonstration projects, 106
Mathematics, field of, degrees awarded, 102
Mattison, Donald R., 175
Meatpacking plants, 181, 182
Mechanics and repairers, women-men earnings ratio, 34
Medical assistants, 235
Medical care workers. See Health care workers; specific
occupation.
Medical leave, 216-217
Medical secrctaries, 235
Medicare, coverage for mammography screening, 193
Medicine, ficld of, degrees awarded, 102
Meisenheimer, Joseph, 96
Mcn
carnings comparisons, 29-36, 37, 97
educational attainment, 92, 93, 94, 96, 99
elderly, 42, 43, 150
employment by industry, 112, 113-115, 116, 117,
118, 119, 121-137
heads of familics, 58, 81
health studies, 186, 187
job-related injuries, 171-172
labor force participation, 4, 154, 160, 231, 232
life cxpectancy, 149, 237-238
minority, busincss owners, 64

occupations, different from women, 17, 18, 96

part-time employment, 8

pension coverage, different frem women, 152-156

postsecondary school enrollment, 99-101

poverty status, 37, 41, 42, 43

retirement behavior, 160

school dropouts, 92, 98, 99

secondary school enrollment, 99

unemployment, 7-8, 98

union members, 9
Mental health, 185-186
Merit Systems Protection Board, 216-217
Meritor Savings Bank v. Vinson, 211, 212, 223
Metals industry, employmeat, 130, 131
Mexican-origin women

labor force status, 52

occupations, 53

population, 52

See also Hispanic women; Minority women.
Microelectronics work, health hazards, 190-191
Military women

active duty, 22-23

career progression, 23-24

civilian labor force transition, 25

combat assignments, 24

Commission on the Assignment of Women in the

Armed Forces, 24

downsizing, 24-25

glass ceiling, 23-24

occupations, 23-24

profile, 23

sexual harassment, 24

Task Force on Women in the Military, 24
Mine Safety and Health Administration, Women's

Personal Protective Equipment Resource Center, 183

Miners, personal protective equipment, 183
Mini-loan program, 68
Minimum wage, 160, 201-202, 207
Mining industry

employment, 121, 233

pension coverage, 156

personal protective equipment, 183

women-owned firms, 62, 63
Minorities

college students, 101

family household composition, 57, 58

skills needed, 249

See also Minority women; specific racial/ethnic

group.

Minority women

business owners, 64-66

Federal Government employment, 21, 222

labor force activity, 49-57, 242-243, 249

military scrvice, 23

racial pay gaps, 36

school enrollment, 99, 101

Statec government cmployment, 222

See also specific racial/ethnic group.
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Mixed motives cleim of discrimination, 206, 208, 216
Monthly Labor Review, 73 (footnote), 152, 160
Moonlighters. See Multiple jobholders.
Mothers
black, 12
child care expenditures, 13
impact of family structure on labor force
participation, 10, 74
labor force participation, 5, 10-13
never-married, 5, 11-12, 82
single-parent, 11-12
why mothers work, 10-11
of young children, 12-13, 80
Mountain States Telephone and Telegraph Co. (US
West Communications), 177
MSDS. See Material safety data sheets.
MSHA. Sce Mine Safety and Health Administration.
Multi-position letter sorting machine, 181-182, 187
Multiple jobholders, 145
Muscular problems, 177-178

N
NAS. See National Academy of Sciences.
National Academy of Sciences, 177
National Association of Women Business Owners,
survey, 63
Nationa! Association of Working Women. See 9 to 5.
National Center for Education Statistics, 236-237
National Center for Health Statistics, 10, 172
National Council on Compensation Insurance, 185
National Defense Authorization Act, 24
National Displaced Homemakers Network, Inc., 106-107
National Health Interview Survey, 172
National Halth Promotion and Disease Prevention
Objectives for the Year 2000, 185
National Institute for Occupational Safety and Health
air quality investigations, 184
health complaints by VDT operators, 177, 178, 179-
180
health hazard evaluation program, 174, 183
National Traumatic Occupational Fatality
surveillance project, 172
safety and health responsibilitics, 173
stress studies, 178, 179, 187
See also Occupational safety and health.
National Institute of Child Health and Human
Development, 178
National Institute of Drug Abuse, 185-186
National Institute of Mental Health, 186, 191
National Institutes of Health
Advisory Committee on Women's Health Issucs,
193
Office of Research on Women's Health, 193-194
policies on inclusion of women in clinical research,
193, 194
National Labor Relations Act, 224-225
National Longitudinal Survey of Young Women, 13

National Longitudinal Survey of Youth, 13
National origin, basis of discrimination. See Civil Rights
Acts of 1964 and 1991; Federal contractors.
National Task Force on Women and Depression, 185
National Traumatic Occupational Fatality surveillance
project, 172
National Union of Hospital and Health Care Employees,
188
Nationai Women’s Business Council, 68
Native American women. See American Indian,
Bskimo, and Aleut women.
Natural Resources Defense Council, 177
NDHN. See National Displaced Homemakers Network,
Inc.
Never-married women
children living with, 83
employment status, 7
labor force participation, 5, 11, 12
labor force status, 75
maintaining {amilies, 80
mothers, 5, 11-12, 82, 83
part-time workers, 8, 9, 134, 142
in population, 4-5
recipients of child support payments, 11, 81, 82
NEW. See Nontraditional Employment for Women Act.
Newport News Shipbuilding and Dry Dock Co. v.
EEOC, 210
Newspaper Guild, The, 177, 180
NHIS. See National Health Interview Survey.
91t0 5,179, 180
NIOSH. See Nationa!l Institute for Occupational Safety
and Health.
NLRA. See National Labor Relations Act.
Nondurable goods industries
employment, 233
See also Industrics; specific industry.
Nonfarm industries
employment, 112, 121, 233
See also Industries; specific industry.
Nongoods-producing industries
pension plans, 162-163
See also Industries; specific industry.
Nontraditional Employment for Women Act, 104, 246
Nontraditional jobs for women
cmployment, 19, 20, 21, 234, 235
fields of study, higher education, 102
military occupations, 23-24
training programs, 104-105, 106, 220-221, 236
See also Glass ceiling; Occupations; Training;
specific occupation.
Northwestern Life, older worker program, 158
NTOF. See National Traumatic Occupational Fatality
surveillance project.
Nurses
licensed practical, 17
registered, 17, 18, 235
women-mcen camings ratio, 34
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Nursing aides
employment, 18, 235
women-men carnings ratio, 34
Nursing homes, 156-157

0
OASDI. See Old Age, Survivors, and Disability
Insurance program.
Occupational safety and health
air quality issues, 184-185, 189
bloodborne pathogens, 187-188
chemicals/toxic substances, 174-176, 184, 189, 190,
191
cumulative trauma disorders, 177-178, 180-182
data gources, 171
deaths, workplace, 172
developments, summary, 247
empleyer policies, 176-177
ergonomic problems, 177, 182-183
flight attendants, 189
government initiatives on women'’s health, 192-194
health care workers, 189-190
injuries, job-related, 171-172
injury fatalities, 172
illnesses, job-reiated, 171-172
legal proiection against health hazards, 173
lifting, 182, 191-192
microelectronics work, 190-191
muscular problems, 177-178
personal protective equipment, 183
repetitive motion injuries, 177-178, 180-183
reproductive hazards, 173-177, 178, 189, 190, 191
seat requirements, 191-192
stress, 178-179, 185-187
traumatic occupational fatalities, 172
video display terminal operators’ complaints, 177-
180
Occupational Safety and Health Act, 171, 173
Occupational Safety and Health Administration
enforcement of Occupational Safety and Health
Act, 173
initiatives on reproductive hazards, 175-176
Office of Ergonomic Support, 182
See also National Institute of Occupational Safety
and Health; Occupational safety and health.
Occupations
administrative support, 19, 20, 234, 235
Asian and Pacific Islander women, employment in,
54
black women, employment in, 50-51
clerical, 19, 20, 234, 235
depressive disorder incidence in, 186
differences for women and men, 17-18, 96
carnings and, 17, 34, 35
educational attainment and, 96
cducational requirements, 236
clectronic monitoring, 178-179
employment in, 17-21, 233-236

farming, forestry, fishing group, 19, 20, 234, 236
fastest growing, 234, 235
Hispanic women, employment in, 53
injury/illness hazards in, 171, 172, 179, 181, 185,
186, 187, 189-192
largest growth, projected, 235
leading, for women, 17-18
managerial, 18, 19-20, 234
major groups, 19-21, 234236
of military women, 22-25
nontraditional for women, 19, 20, 21, 23-24, 104,
105, 106, 220-221, 234-235, 236
operators, fabricators, laborers group, 19, 20, 234,
236
pension coverage, 156, 166, 167
precision production, craft, and repair group, 19,
20-21, 234, 236
professional, 19-20, 234-235
progress for women, summary, 245-246
projections, 233-236
prospects for women, summary, 250
public administration, 21, 221-222
sales, 19, 20, 234, 235
service, 19, 20, 234, 235
slowest growing, 234
technical, 19, 20, 234, 235
OECD. See Organization for Economic Cooperation
and Development.
OFCCP. See Office of Federal Contract Compliance
Programs.
Office clerks, general
employment, 18, 235
women-men carnings ratio, 34
Office of Federal Contract Compliance Programs
Americans with Disabilitics Act enforcement, 225
apprenticeship program, affirmative action, 218
Federal contractors, antidiscrimination program
enforcement, 217-218
Glass Ceiling Corporate Initiative, 218-220
Women in the Skilled Trades, 105, 220-221
Office of Management and Budget, poverty definition,
37
Office of Personnel Management
Federal employment of women, 21
Federal equal opportunity program, 221
sick leave regulations, 216-217
Office of Research on Women’s Health, 193-194
Office of Technology Assessment .
reproductive health hazards report, 174, 176
shift work and stress, 186, 190
Office of Women's Business Ownership, 67, 68-69
Office on Women'’s Health, 192
Office workers
air quality problems, 184
electronic monitoring, 179
See also specific occupation.
Old Age, Survivors, and Disability Insurance program,
85, 151-152, 156

Indox
) (4

~ 266 ~ ;‘} (: :‘3 199 3 Handbook on Women Workers: Trends & Tssuos




Q

ERIC

Aruitoxt provided by Eic:

Older population. See Aging population; Eiderly
women.
Older *Yorker Job Fair, 157-158
Older workers. See Age Discrimination in Employment
Act; Aging population; Labor force, age of
participants.
Omnibus Budget Reconciliation Act, 223
Operations research analysts, 235
Operators and fabricaters
educational attainment, 96
employment, 19, 20, 234, 236
part time workers, 143
work-related injuries, 171
See also specific occupation.
OPM. See Office of Personnel Management.
Orderlies
employment, 18, 235
women-men earnings ratis, 34
Organization for Echnomic Cooperation and
Development, women's business ownership programs,
69
Organized labor. See Labor unions.
ORWH. See Office of Research on Women’s Health.
OSHA. See Occupational Safety and Health
Administration.
O’Shaughnessy, Carol, 156
Out-of-wedlock childbearing. See Children, in single-
parent families; Families, changing structures and
lifestyles; Mothers, never-married.
Outlook
educational attainment, 236-237
industry, 232-233
labor force, 231-232
occupational, 233-236
women workers, summary 250-251
Overseas assignments, glass ceiling inquiry, 220
Overseas companies, U.S.-owned, coverage under civil
rights laws, 205
Overtime work, provisions under law, 201-202, 207
OWBO. See Office of Women’s Busincss Ownership.

P
Pacific Islander women. See Asian and Pacific Islander
women.

Paper products industry, employment, 125
Paralcgals, 235
Part-time workers, 8-9, 12, 142-143, 222
Partnerships

business owners, 62

education-industry, training, 104

older worker programs, 157-158

private sector business-community based

organization, training, 105

See also Job Training Partnership Act.
PASS. See Procurcment Automated Source System.
Pay discrimination, 202-204, 205
Pell Grants, 103

Pennsylvania Welfarc Reform Demonstration Project,
106
Pension fund contributions, discrimination case, 207-208
Pensions
contingent workers, 142
coverage differences for women and men, 152-156,
162-168
gap in coverage for women and men, summary,
246-247
government programs, 152
industry, coverage by, 153, 156, 162-168
job tenure and, 156, 167-168
occupations, coverage by, 156, 166-167
private programs, 152
protection, 151-152
retirement issues, 150-151
rights, 156
Perkins, Carl D. See Carl D. Perkins Act; Carl D:
Perkins Vocational and Applied Technology Act.
Perkins, Frances. See Frances Perkins-Elizabeth
Hanford Dole National Award for Diversity and
Excellence in American Executive Management.
Perkins Loans, 103
Permissible exposure limits, 175, 184
Personal and home care aides, 235
Personal protective equipment, 183, 187
Petroleum industry, employment, 127
PHS. See Public Health Service.
Physical sciences, field of, degrees awarded, 102
Physical therapists, 235
Physicians
stress study, 190
wonen-men eamings ratio, 35
See also Health care workers.
Plans for Progress, 218
Polaroid Corporation, retirement program, 158
Police officers
personal protective equipment, 183
women-men carnings ratio, 34
Policy Guidance on Current Issues of Sexual
Harassment, 213
Population
aging, 73, 149-160
Asian and Pacific Islander women, 54
baby boom generation, 3, 149
black women, 49, 50
Hispanic women, 52
life expectancy, 149, 237-238
marital status of women, 4-5
older, projections, 151, 237-238
women’s representation, 3
See also specific group.
Postal workers
clerks, women-men carnings ratio, 34
health and safety problems, 181-182, 187
Postsecondary schools
degrees, 101-102
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enrollment, 99-101
fields of study, 102
financial assistance, 103
Poverty
areas classified, 43, 44
black familics, 37, 40, 41
children in, 42, 84
comparison of status of women and men, 37
definition, 37
cffects of educational attainment, 44-45
effects of work experience, 45
elderly women, 42, 44
families in, 38-42, 84 .
female heads of households, 38-42, 43, 44, 4.
feminization of, defined, 37
Hispanic families, 40, 41
men in, 37, 41, 42, 43
as problem for women, summary, 247-248
status of population, 37
unrelated individuals, 41, 42, 43, 45
white families, 40, 41
women in, 37-45
Poverty programs, government, 85
PPE. See Personal protective equipment.
Precision production, craft, and repair workers
educational attainment, 96
employment, 19, 20-21, 234, 236
part timers, 143
women-men earnings ratio, 34, 35
work-related injuries, 171
See also Skilled trades workers; specific occupation.
Pregnancy
Effects of Fregnancy on Work Performance, 173-174
Guidelines on Pregnancy and Work, 173
job-related problems, 173-177, 178
leave, 216-217, 220
See also Fetal protection policies; Pregnancy
Discrimination Act; Reproductive health hazards.
Pregnancy Discrimination Act, 201, 209-211
Prego v. New York City Health and Hospitals Corp., 188
Price, Richard J., 156
Price Waterhouse v. Hopkins, 206
Printing industry, employment, 126
Private household workers
employment, 17, 19, 20
protection under FLSA, 201, 202
Problems affecting women workers, summary, 247-250
Procurement Automated Source System, 69
Procurement opportunities, women business owners, 67-
68, 69
Professional specialty workers
educational attainment, 96
cmploymeit, 19-20, 234-235
part timers, 143
See also specific occupation.
Progress of women workers, summary, 244-247
Proprictorships. See Busincsses, women-owned.

Prospects for women workers, summary, 250-251
Protection Against Occupational Exposure to Hepatitis B
Virus and Human Immunodeficiency Virvs, Advisory
Notice, 128
Protective equipment, 183, 187
Protective service workers
employment, 19, 20
women-men earnings ratio, 34
Psychological disorders, 178, 185-186
Psychology, field of, degrees awarded, 102
Public administration. See Federal Government; State
and local government.
Public Citizen Health Research Group, 185
Public Health Service
Action Plan for Women's Health, 193
Coordinating Committee on Women's Health
Issues, 192-193
Task Force on Women’s Health Issues, 192, 193
Public relations workers, women-men earnings ratio, 34,
35
Public utilities and transportation industry, women-
owned firms, 62, 63
Puerto Rican-origin women
labor force status, 52
occupations, 53
population, 52
See also Hispanic women; Minority women.

Q .
Question of Equity, A, 250
Quid pro quo sexual harassment, 212, 213

R
Race
educational attainment by, 93, 94
employment by, 6
labor force participation by, 4, 94, 231
pay gaps, by race, 36
See also specific racial group.
Racial discrimination. See Civil Rights Acts of 1964 and
1991.
Racial harassment, 204, 205, 211-212
Radiation exposure, flight attendants, 189
Radiologic technologists/technicians, 235
Rape prosecutions, experience related to sexual
harassment suits, 213
REA. See Retirement Bquity Act.
Real estate industry
employment, 233
women-owned firms, 62, 63
Receptionists, 17, 18
Recessions in economy
cffect on female employment, 3, 6, 7
impact on part-time cmployment, 142
implications for young workers, 158-160
Records clerks, women-men earnings ratio, 34
Registry of Toxic Effects of Chemical Substances, 175
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Rehabilitation Act, 222
Religious discrimination. See Civil Rights Acts of 1964
and 1991.
Religious educational institutions, 205
Relocation assignments, glass ceiling inquiry, 220
Remedies, sex discrimination, 215-216, 217
Repair workers. See Precision production, craft, and
repair workers.
Repetitive motion injuries, 177-178, 180-183
Report on the Glass Ceiling laitiative, 219
Representatives. See House of Representatives;
Congress, U.S.
Reproductive health hazards
congressional testimony, 174-175
employer policies, 176-177
flight attendants, 189
NIOSH studies, 174
OSHA initiatives, 175-176
reports, 173-174
semiconductor industry, 190-191
VDT operators, 178
Research Agenda on Women's Health, 193, 194
Resignations, 215
Restoration Act, 222
Retail trade industry
employment, 113, 114, 135, 233
women-owned firms, 61, 62, 63
Retail, Wholesale, and Department Store Union Local
1199, 188
Retiree Job Bank, 158
Retirement
benefit programs, 85
benefits, discrmination cases, 207-208
economic security and, 150-151
initiatives, 157-158
issues, 150, 157-158
pensions, 151-156
trends for men, 160
See also Aging population.
Retirement Equity Act, 152, 156
Robinson v. Jacksonville Shipyards, 211, 213
Rubber/plastics industry, employment, 127
Rural women, training project, 105
RWD. See Restricted work days.

S
Safety and health. See Occupational safety and health.
Salaries. See Eamings.
Sales workers
educational attainment, 96
cmployment, 18, 19, 20, 234, 235
part timers, 143
women-men carings ratio, 35
SBA. See Small Busincss Administration.
SCANS. See Sccretary’s Commission on Achicving
Necessary Skills.
Scheduling clerks, womcen-mcen carnings ratio, 34

School dropouts
American Indian, Eskimo, and Aleut women, 56
black women, 50, 51, 93, 99
by gender, 92, 99
Hispanic women, 52, 93, 99
labor force participation, 91, 92, 93
poverty status, 44, 45
unemployment rates, 98
white women, 93, 99
See also Educational attainment.
School enroilment
higher educational institutions, 99-101
projected, 236-237
secondary, 99
Schooling completed. See Educational attainment.
Science and math demonstration projects, 106
Science careers
demonstration project, 106
training funds, 194
Science technicians, women-men eamings ratio, 34
Sciences, field of, degrees awarded, 102
SCORE/ACE. See Service Corps of Retired Executives
and Active Corps of Executives.
SDA’s. See Service Delivery Areas.
Seating standards, 191-192
Secondary school enroliment, 99
Secretaries
employment, 17, 18, 235
women-men eamings ratio, 34
See also Administrative support workers; Clerical
workers.
Secretary’s Commission on Achieving Necessary Skills,
249
Segregation. See Legal rights of women; specific
antidiscrimination law.
Selected Reserve, 22
Self-employment
independent contractors, 144-145
training project, 106
See also Businesses, women-owned.
Semiconductor industry, health hazards, 190-191
Senate
women members, 21
See also Congress, U.S.
Scparated women
children living with, 83
displaced homemakers, 79, 104, 106-107
employment status, 7
labor force participation, S, 11, 12
labor force status, 75
part-time workers, 8, 9, 142, 143
in population, 5
recipients of child support payments, 81, 82
Service Corps of Retired Executives and Active Corps of
Executives, 69
Scrvice Delivery Areas, 103, 104
Scrvice Employees International Union, 179
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Service-producing industries

employment, 112-117, 134-137, 232-233

pension coverage, 153, 156

projections, 232-233

women-owned firms, 61, 62, 63

work-related injuries, 171

See also Industries; specific industry.
Service workers

educational attainment, 96

employment, 19, 20, 234, 235

part timers, 8, 143

women-men earnings ratio, 34

work-related injuries, 171

See also specific occupation.
Services sector

impact on design and distribution of jobs, 141

See also Service-producing industries.
Sewing machine operators

employment, 17, 18

repetitive motion study, 181
Sex discrimination. See Legal rights of women; specific

antidiscrimination law.

Sex equity programs, 104
Sex segregation

occupations, 17-18

temporary employment, 144

See also Legal rights of women; specific

antidiscrimination law.

Sexual harassment

constructive discharges due to, 214

defined, 211

EEOC policy, 201, 211, 212, 214

military women, 24

by nonemployees, 214

physical, 205, 211, 212, 214

quid pro quo harassment, 212, 213

stress, source of, 186

verbal, 208§, 211, 212, 213, 214

visual, 213
Sexual Harassment of Working Women, 211
Shank, Susan E., 152-153
Shelley, Kristina J., 160
Shift work, source of stress, 186, 190
Shipping/receiving clerks, women-men carnings ratio, 34
Sick leave, 216-217
Single parents )

children living with, 83, 84

labor force participation, 5, 11-12

training, 104

See also Children; Families, changing structures

and lifestyles; Never-married women.
Single pregnant women, assistance program, 104
Single women. See Divorced women; Never-married
women; Separated wemen; Widowed women.
SIPP. See Survey of Income and Program Participation.
Skilled trades initiative. See Women in the Skilled
Trades.

Skilled trades workers
black women, 51
employment, 20, 234, 236
personal protective equipment, 183
training, 104-105, 220-221
See also Apprenticeship programs; Precision
production, craft, and repair workers.
Skills, needs, 35-36, 103, 243, 248-249
Small Business Administration, assistance to women
business owners, 67, 68, 69
Small Business Development Centers, 69
Small businesses. See Businesses, women-owned.
Smith, Michael J., 178
Smoke, tobacco, air pollution, 184-185, 189
Social contracts, contingent workers’ lack of, 8, 141-142
Social sciences, field of, degrees awarded, 102
Social Security. See Old Age, Survivors, and Disability
Insurnnce program.
Social workers, women-men earnings ratio, 34
Society of Automotive Engineers, 189
Sole proprietorships. See Businesses, women-owned.
Solvent exposure and neurologic symptoms, 191
Sprains, work-related, 171, 189
Stafford Loans, 103
STATE. See State Technical Assistance and Training
Effort Project.
State and local government
D.C. government employees, air quality survey, 184
employment, 21, 113, 114, 115, 116-117, 137, 222,
233
legal rights of cmployees, 205, 222
See also American Federation of State, County,
and Municipal Employees.
State Farm Insurance Company, settlement, 205-206
State programs. See Training programs.
State Technical Assistance and Training Effort Project,
106-107
Stenographers
employment, 17
See also Administrative support workers; Clerical
workers.
Stock handlers/baggers, women-men earnings ratio, 34
Stock/inventory clerks, women-mer: earings ratio, 34
Stock options, glass ceiling inquiry, 220
Stone, clay, and glass industry, employment, 130
Strains
work-related, 171, 189
See also Muscular problems; Repetitive motion
injuries.
Stress
effects on health care workers, 189-190
effects on postal workers, 187
electronic monitoring and, 178-179
hazard to working women'’s health, 185-187
sexual harassment effect, 186
shift work cffect, 186, 190
VDT operators’ complaints, 177-179
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Supplemental Educational Opportunity Grants, 103
Survey of Income and Program Participation, 152

T
Taeuber, Cynthia, 151
Task Force on Women in the Military, 24
Task Force on Women's Health Issues, 192, 193
Tax legislation, child and dependent care, 223-224
Tax Reduction Act, 223
Tax Reform Act, 152, 156
Teachers
college and university, 19
clementary and secondary school, 17, 18, 19
women-men earnings ratio, 34
Technical Academic Career Program, 158
Technical workers
educational attainment, 96
employment, 19, 20,
part timers, 143
women-men earnings ratio, 34
See also specific occupation.
Technological change
developments, 241, 248-249
effect on design and distribution of jobs, 141
effect on disparity in earnings between women and
men, 35-36
Technology occupations training, 104
Teenage women .
black, unemployment rates, 49
employment, 7
labor force participation, 4
population, 3, 49
poverty problems, 45
See also Age.
Tellers, 17
Temporary services industry, 144
Temporary workers, 8, 9, 143-144
Terminations
glass ceiling inquiry, 220
sex discrimination complaints, 215
unlawful practices, 205, 217, 218
Textile products industry, employment, 124
Therapists, women-men earnings ratio, 34
TNG. See Newspaper Guild, The.
Tobacco products industry, employment, 124
Tobacco smoke, air pollution, 184-185, 189
Towers and Perrin, job candidates’ skills survey, 103
Toxic substances. See Chemicals/toxic substances.
TRA. See Tax Reform Act.
Trade. See Retail trade industry; Wholesale trade
industry.
Training
apprenticeship, 104-105, 205, 218, 221
Carl D. Perkins Act of 1984, 104
Carl D. Perkins Vocational and ‘spplied
Technology Act of 1990, 104
displaced homemakers assistance, 104, 106-107

Federal programs, 85, 103-107
high tech, 104
Higher Opportunities for Partnerships in
Employ ment, 105-106
homema'cers, assistance program, 104
Individual Development and Entreprencurial
Activiies, 105
industry~education partnerst.’p, 104
issues for women, 103
Job Training Partnership Act, 103-104
Math and science demonstration projects, 106
Nontraditional Employment for Women Act, 104
on-the-job, 104-105
OSHA grants, 176
Pennsylvania Welfare Reform Demonstration
Project, 106
science careers, funds for, 194
sex discrimination in, 205, 222-223
sex equity programs, 104
single parents, assistance program, 104
skills, need to acquire, 241, 248-249
State Technical Assistance and Training Effort
Project, 106-107
union sponsored, 10
vocational education, 104, 105
welfare recipients, 105, 106
women business owners, 67, 69
Women in Highway Construction Project, 106
Women’s Burcau demonstration projects, 105-107
Transportation and material moving occupations
cmployment, 19, 20
women-men earnings ratio, 34
Transportation and utilities industry
employment, 134, 233
women-owned firms, 62, 63
Transportation equipment industry, employment, 132
Trauma disorders, cumulative, 177-178, 180-183
Travelers, The
Retiree Job Bank, 158
survey on clder care services, 157
Trends, implications for women, 241-244
Truck drivers, 18, 235
Typists
employment, 17
women-men earnings ratio, 34
See also Administrative support workers.

U
Underwriters, women-men earnings ratio, 35
Unemployment
discouraged workers, 149
educational attainment and, 98
rates by gender, 7-8, 98
Unemployment insurance program, 85
Uniform Guidelines in Employee Selection Procedures,
208
Unions. See Labor unions.
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United Auto Workers v. Johnson Controls, Inc, 176-177
University of Pennsylvania v. Equal Employment
Opportunity Commission, 2066
Unwed mothers, 5, 11-12, 82
US West Communications, 177
Utilities and transportation industry

employment, 134, 233

women-owned firms, 62, 63

\} .
VDT User's Guide to Better Vision, 177
VDT'’s. See Video display terminal operators.
Ventilation standards, 184
Vested workers, 152
Veterans
Federal employment, 221-222
service connections, 22
Veterans Preference Act, 221-222
Video display terminal operators
actions to deal with complaints, 179-180
adverse pregnancy outcomes, 178
electronic monitoring, 178-179
health issues, Public Health Scrvice focus, 192-193
muscular problems, 177-178
stress, 178-179
visual disturbances, 177
Vocational education. See Training.
Voluntary abatement of hazards programs, 183

W
Wage and Hour Division, FLSA enforcement, 202
Wage and hour law, 201-202
Wage and salary employment, 111, 233
Wage diffcrentials. See Earnings; Equal Pay Act.
Wage discrimination, 202-204, 205
' Wages. See Barnings.
Waiters/waitresses, 18, 235
Wards Cove case, 204
Washington Union Women, 10
Weightlifting. See Lifting.
Welfare recipients, training projects, 105, 106
Welfare reform demonstration project, 106
White women
depression risk factors study, 186
educstional attainment, 93, 94, 95, 96
employment status, 6
family houschold composition, 57
Federal Government cmployment, 222
householders in poverty, 40, 41, 45
labor force participation, 4, 49, 56, 94-96, 231, 232
labor force status, 94
life cxpectancy, 238
part-time workers, 142, 143
poverty status, and educational attainment, 44, 45
recipients of child support payments, 82
school dropouts, 93, 99
school enrollment, 99, 101

solvent exposure study, 191
unemployment, 53, 56, 98
working mothers of young children, 12
Wholesale trade industry
employment, 134, 233
women-owned firms, 62, 63
Who's Minding the Kids? Child Care Arrangements, 13
Widowed women
children living with, 83
displaced homemakers, 79, 104, 106-107
employment status, 7
labor force participation, 5, 11, 12, 79-80
labor force status, 75, 79
part-time workers, 8, 9, 142, 143
in population, 5
See also Marital status.
Wimberly v. Labor and Industrial Relations Commission,
201
WIST. See Women in the Skilled Trades.
Wives
contribution to family income, 80
employment status, 7
entry into labor market, 29-30, 74
impact of work experience on family poverty status,
45
labor force participation, 5, 11, 12, 80
lavor force status, 75
part-time workers, 8, 9, 142
pension protections, 151, 156
in population, 4-5
See also Families; Marital status; Married-couple
families; Married women; Mothers.
WLD. See Work loss days.
Women Employed, 218
Women in Highway Construction Project, 106
Women in the Skilled Trades, 105, 220-221, 233
Women-owned businesses. See Businesscs, women-
owned.
Women's Bureau
apprenticeship program assistance, 105
child care cfforts, 85
demonstration projects, 105-107
earnings ratios study, 36
Older Workers' Job Fair, 157-158
protective equipment safety standard, comment,
183
repetitive motion problems reported, 172
Women in the Skilled Trades, support of initiative,
105, 220-221
Work and Family Clearinghouse, 86, 157
Workforce Quality, clearinghousec component, 86
Women's Business Ownership Act, 67-68, 69
Women's Health Equity Act, 185, 193
Women's health issucs, Federal initiatives, 192-194
Women's Personal Protective Equipment Resource
Center, 183
Women's roles, changes in, 73
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Work and family
benefits provided by women-owned businesses, 63
employee benefits, 84, 85
family and medical leave, 216-217
government-sponsored benefiis, 84, 85
support nceded, summary, 248
Work and Family Clearinghouse, 86, 157
Work and Family Patterns of American Women, 13
Work experience
comparison between women and men, 29-30
cffects on poverty, 45
See also Pant-time workers.
Work force. See Employment; Labor force.
Work loss days, 191
Workers® cotnpensation claims
sexual harassment, 186
stress, 185
trauma disorders, 181
Workforce Quality, clearinghouse component, 86
Working conditions. See Legal rights of women;
Occupational safety and health.

Working Mother, survey, 11

Working mothers. See Mothers.

Working Women Education Fund. See 9 to 5.
Workplace literacy, training project, 106
Workstyles. See Contingent employment.
Writers, womeri-men earnings ratio, 34

X

X-ray technologies, workers’ cxposure, 192
Xerox Corporation, clder care assistance, 157

Y

Young Women, National Longitudinal Survey of, 13
Young workers

effects of contraction in economy, 158, 160
impact of aging population, 153-160
work-related injuries, 171

See also Age.

Youth, Nation:1 Longitudinal Survey of, 13
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AN AcT TO ESTABLISH IN THE DEPARTMENT OF LABOR
A BUREAU TO BE KNOWN AS

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 the Senate, who shall receive an annual
compensation of $5,000.! It shall be the study of said bureau
to formulate 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 employment. The said bureau shall
have authority to investigate 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, t0
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 compensation and
in such numbers as Congress may from time to time provide by
appropriations.

SEC. 5. That the Secretary of Labor is hereby directed to furnish
sufficient quarters, office furniture, and equipment for the work of
this bureau.

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).

TAmount increased by Reclassification Act of March 4, 1923, as amended and supplemented.
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