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[PuBLic-N o. 259-66TH CoNGRESs] l. ~ :. , . 
[H. R. 13229] 

. . ' ' 
An Act To establish in the Department of Labor a bureau to be known as the 

Women's Bureau 

Be it enacted by tlie Senate and House of Representatives of't"Ae 
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 o-f 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 , duty of said bureau to formulate standards 
and policies which shall prbmote the welfare of wage-earning women, 
1mprove their working conditions, increase their efficiency, and ad
vance their opportunities for profitable employment. The said · 
bureau shall have authority to investigate and report to the said de
partment upon all matters pertaining to the welfare of women in 
industry. The director of said bureau may 'from time to time pub
lish the results of these investigations in such a manner and to such 
extent as the Secretary of Labor may prescribe. 

SEc. 3. That there shall be in said bureau an assistant director, to 
be appointed by the Secretary of Labor, who shall receive an annual 
compensation of $3,500 and shall perform such duties as shall be 
prescribed by the director and approved by the Secretary of Labor. 

· SEo. 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 ra.tes of compensation and in such numbers 
as Congress may from time to time provide by appropriations. 

SEO. 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. ·' 
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LETTER OF TRANSMITTAL 

UNITED STATES DEPARTMENT OF LABOR, 

WOMEN'S BUREAU, 

Washington, May 29, 1928. 
Sm: There is submitted herewith a report on the effects of labor 

legislation on the employment opportunities of women. This study 
was made in response to a request for such information from the. 
second 'VVomen's Industrial Conference, held under the auspices of 
the Women's Bureau in Washington in January, 1926. The dat& 
upon which the report is based were collected during the period 
from March to December1 1926. 

In planning and carrymg on the study the Women's Bureau was 
fortunate in securing the services of several experts in the field of 
industrial investigating, who acted as a technical advisory committee 
and whose judgment and experience were of the greatest value as 
guides to the best method of collecting and presenting the material. 

The chairman of this committee was Miss Mary van Kleeck, 
director of the department of industrial studies of the Russell Sage 
Foundation. Miss van Kloock has had many years of experience m 
making industrial investigations and has published a number of 
reports of great social significance. · She served as a member of the 
President's Conference on Unemployment,, in 1921; she was a mem
ber of the Committee on Unemployment and Business Cycles,. 
1922-23; and she was the first director of the Women's Bureau 
( then the Woman in Industry Service) and therefore was especially 
equipped to understand the policies and functions of the work in 
hand. 

Another member of the committee was Dr. Charles P. Neill,. 
manager of the bureau of information of the Southeastern Railways. 
Doctor Neill was United States Commissioner of Labor from 1905 to 
1913 and conducted the monumental investigation of the conq.ition 
of woman and child wage earners in the United States which was 
made during that period. He has served as president of the Ameri
can Statistical Association, was a member of the United States 
Immigration Commission in 1907-1910, and a member of the United 
States Coal Commission in 1922 and 1923. 

The third member of the committee was Dr. Lillian M. Gilbreth,. 
who, as psychologist and as consulting engineer in management,. has 
made practical studies of industrial fatigue. She is a member 0:f 
the Taylor Society and an honorary member of the Society of Indus
trial Engineers, and is the author of several books on time and motion 
studies in industry. 

This committee was most generous in devoting time and attenti0n 
to the problems which arose during the course of the investigmtion 
and its counsel is gratefully acknowledged. 
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Similar acknowledgment is made of the services of many persons 
whose cooperation made it possible to get the information desired. 
Especially gratifying was the generous attitude of the employers, 
without whose help it would have been impossible to make the study 
and who cooperated freely in giving information and in opening 
their records for such inspection as was necessary. The State de
partments of labor in Massachusetts, New York, Ohio, Wisconsin, 
Illinois, Indiana, and California also were of the greatest assistance, 
advising as to local problems for investigation, securing information, 
in some cases providing office accommodations and checking the 
accuracy of certain of the information compiled, and in two cases 
making special studies which have been incorporated in the report. 
These two studies are of the employment of women as proof readers, 
linotypists, and monotypists in newspaper offices in New York State, 
made under the direction of Miss Nelle Swartz, director of the bureau 
of women in industry of the New York State Department of Labor, 
and the personnel policies of Pennsylvania department stores, made 
under the direction of Miss Charlotte Carr, head of the bureau of 
women and children of the Pennsylvania Department of Labor. 

Trade-union organizations, social and civic groups, and women's 
organizations, in all the States included in the study, gave valuable 
assistance. 

The investigation was conducted and the report prepared under the 
direction of Mary N. Winslow. The field work was in charge of 
Ethel L. Best, Caroline Manning, and Agnes L. Peterson. 

Respectfully submitted. 

Hon. JAMES J. DAVIS, 
Secretary of Labor. 

MARY ANDERSON, Director. 
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FOREWORD 

How labor legislation which applies to women only affects the 
opportunities of women in induf;,try is the question which the in
vestigation here reported upon was designed to answer. Because 
of the controversial character of the question it was especially im
portant to employ such methods of investigation as would insure 
beyond the shadow of a doubt the sifting of facts from opinions and 
lead to a statement of conditions characterized by objective validity 
uninfluenced by prejudice. 

The ·women's Bureau is not charged with the administration of 
any · 1abor legislation, that function being reserved for the States, 
leaving to a Federal agency like the bureau the task of investigation 
for the purpose of enlisting public support for raising standards. 
Therefore the Women's Bureau does not have a vested interest in 
labor laws. Its purposes can be achieved through the voluntary 
action of employers, through action by trade unions, and through 
labor legislation, and it should be able to view all methods ob- \ 
jectively. Its purpose, as stated in the bill establishing it, is 
" to formulate standards and policies which shall promote the wel
fare of wage-earning women, improve their working conditions, 
increase their efficiency, and advance their opportunities for 
profitable employment." In the fulfillment of this last purpose, 
a study of the effects of labor laws upon women's opportunities 
is highly important. Defense of labor laws, if indeed they inter
fere with women's opportunities, would place the Women's Bureau 
in an anomalous position. The bureau therefore, while nonpartisan 
in relation to labor legislation, is distinctly obligated to learn the 
truth without prejudgment. · 

The investigation grew out of controversy. This was revealed at 
the Women's Industrial Conference called by the bureau, J amiary 
18-21, 1926. One group participating reiterated the position taken 
by their organization against labor legislation applicable to women 
only, the ground of their opposition being that it handicapped 
women in securing and retaining employment. They urged that the 
Women's Bureau undertake a study. All members of the confer
ence, those opposed and those in favor of such legislation, were in 
accord with this recommendation, believing that the facts should be 
secured. The controversy concerning the subject has, however, made 
it profoundly important that the procedure of investigation should 
be planned in order to insure objective conclusions. 

One means of insuring this objectivity in procedure was to ap
point two committees, one an advisory committee to give technical 
advice, composed of persons having experience in carrying forward 
industrial investigations. The second was composed of representa
tives of organizations advocating special legislation for women and 
representatives of a national organization opposing it. This was an 
idea taken over from the-recommendations of the United States Com-
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mission on Industrial Relations, particularly the minority report 
presented by Prof. John R. Commons, urging that in the adminis
tration of labor legislation controversial issues should be met by 
having both sides represented in advisory committees. These com
mittees could be kept informed constantly of the progress of in
vestigations and administration of labor laws and would be free 
to express their assent or dissent when reports were published. 

Unfortunately, this idea of an advisory committee proved impos
sible to carry out in this study by the vV omen's Bureau. Those 
opposed to special labor laws for women urged that the investigation 
be conducted from the beginning mainly through public hearings. 
The advocates of special labor legislation, the majority of whom 
were themselves women in industry, representing organizations of 
women in industry, were opposed to public hearings on the ground 
that testimony given on such occasions by working -women might 
jeopardize their positions and could not be relied upon to bring out 
all the facts. When their opponents on the committ€e, in their efforts 
to secure the adoption of their recommendation on procedure in 
making the study, induced their members in the States to write letters 
to Congressmen designed to discredit the investigation before it was 
begun and to bring charges of prejudice and unfair dealing against 
the Women's Bureau, the representatives of industrial organizations 
and those favoring special labor legislation withdrew from the advis
ory committee, holding that it was not fulfilling its proper functions, 
that they could not agree with the recommendations for public hear
ings, and · that no useful purpose could be served by the agitation 
resulting from this disagreement in the preliminary planning of the 
study. The advisory committee, therefore, lacking representation of 
advocates of special legislation for women, was automatically 
dissolved. 

In the working out of the plan seve.ral smTo unding circumstances, 
as will be outlined in Chapter II of the report, had to be taken into • 
consideration. These were (1) the· large numbers of women em
ployed in industry; (2) variety in the occupations in which they 
were engaged; (3) varying conditions not only in different industries 
but in different localities and in different establishments in the same 
industry and the same community; ( 4) changes in industrial equip
ment, in machinery, and in the development of the country from 
agricultural to industrial pursuits, which have been coincident with 
labor legislation and with many other changing factors influencing 
the employment of women; ( 5) different backgrounds in public 
opinion in the different States, as shown in the history of labor laws 
in Massachusetts, New York, and California;- (6) the controversial 
character of the problem as already described; and (7) the range of 
possible effects of labor laws which could be set down as hypotheses 
in the beginning and would require examination. 

In approaching the subject, it was granted at once that one result 
of labor legislation was the establishment of certain standards of 
employment, socially beneficial. This was not the point at issue, and 
it was not made the center of investigation, since, broadly speaking, 
the social effects of labor legislation would be a different subject. 

Moreover, the effect on industry itself, whether labor laws cause 
_movement from one State to another, restrict or enlarge production, 
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and in general how labor laws affect industrial efficiency, was not 
included ~n the ~nquiry. This, again, is another su~ject. . . . 

The pomt of mterest upon wluch to focus attent10n was evidently 
the possible curtailment of opportunities for women through the sub
stitution of men, due to labor laws applying to women only. This 
became the real subj ect of the inquiry. 

The first step was an experimental investigation lasting one month, 
with four investig~tors working in two States-Ohio and Illinois. 
The economy of an experimental approach is obvious. This plan was 
adopted through the advice of the technical committee, particularly 
Dr. Charles P. Neill, whose work as Commissioner of Labor in the 
United States had revealed the saving of time and money resulti_ng 
from the testing out of plans in the field before their final adoption. 
It proved to be an economy in this instance. 

When the investigators were sent out, the question which they 
sought to answer was this: What have been the actual changes in the 
proportion of men and women as measurable statistically from plant 
records over a series of years during which labor legislation was 
being enacted, as compared with changes in the same industry in a 
State not having similar legislation~ The technique planned was 
to review the pay-roll records to get from them the dates and the 
measure of change in the proportion of men and women employed 
and then to interview employers and workers to learn what have been 
the factors in these changes. · 

This technique had to be radically altered because plant records 
were lacking in precision, in that they did not give the information 
-for specified occupations and often did not give it separately for 
men and women. It would have been possible to secure these records 
for a few plants; but these were likely to be the better managed and 
not typical of general conditions. In order to get a more inclusive 
picture of many occupations in different States it was necessary to 
change the technique. Instead of a statistical study supplemented 
by interviews the inquiry had to be made by means of interviews 
supplemented by statistics. 

The problem, as_ set after full knowledge of the kinds of records 
available, was to find out what actually happened in a selected num
ber of industries in different States before and after the enactment 
of laws in those States which had them, compared with what actu
ally happened in the same industries in States not having the same 
laws. In addition, because of the controversial character of the sub
ject, certain occupations which had been the subject of conflicting 
opinions were included, though in some instances the small numbers 
involved and the absence of any general significance would not other
wise have warranted their inclusion. A sample is the reading of 
gas meters, which is prohibited for women in Ohio and Pennsylvania 
and is practically nonexistent anywhere. As this had been cited, 
however, by opponents of special labor legislation for v;omen as 
illustrating handicaps upon their work, it was desirable to include it. 

Certain situations did not seem susceptible of inquiry, such as the 
prohibition of employment of women in mines and in quarries and 
in saloons (which continue to be named in· legislation). No one has 
seriously suggested that employment in mines should be open to 
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women, and hence it has not emerged as a subject for investigation in 
thjs study, it being assumed that the changed practice of the mining 
industry with respect to the employment of women which is now 
universal in the United States is generally acceptable. · 

The technique of studying prohibited occupations resolved itself 
into a study of these occupations in those places where they are not 
prohibited, in order to discover whether their prohibition deprives 
women of an advantageous opportunity for employment. It should 
be pointed out at once that labor legislation divides broadly into two 
parts-(1) laws definitely prohibiting employment of women; (2) 
laws regulating their employment. The laws which regulate their 
employment may become prohibitory in their actual effects. There 
are two different problems of investigation involved in studying these 
two types of legislation. 

In planning the interviews, objective rn.aterial was sought, rather 
than opinions, unless these opinions could be substantiated by show
ing their basis in actual experience. For instance, in interviewing 
women regarding the effects of labor- laws upon their employment, 
only those women were included who had actually worked at the 
time of the passage of the law unclei: inquiry, and the facts sought 
from them were what actually happened to them. 

Many of the women were interviewed in their work places ; but as 
the subject of inquiry related to past ·happenings rather than pres
ent conditions, their statements were not subject to distortion 
through the atmosphere of the factory and the fear of losing their 
jobs, as might have been the danger had they been questioned about 
present conditions. The questionnair'e method was used only spar
ingly and chiefly for the pharmacists, who were too few in any one 
State for adequate information and who therefore were circularized 
in 3 States, while figures showing the extent of their employment 
were secured through questionnaires sent to some 38 States. 

As a background for the study, ever'y effort was made to secure 
the participation of representatives of all organizations having any 
direct relation to the given situation, including the local representa
tives of organizations of women. 

Closely connected with the efforts to secure objectivity through 
the techniques of procedure in the field work is the method of pre
senting the material. Certain source material regarding the five 
inq.ustries stressed in the investigation is published in full in an 
appendix, thus enabling the readers and students to get the facts for 
themselves and to draw their own conclusions. The publication of 
these original data puts the reader in a position to appraise the 
conclusions drawn by the investigators. -

In the industries and occupations studied, establishments employ
ing in all more than 650,000 men and women were covered. The 
base for the facts was the ref ore broad. 

As to conclusions, the report itself must be read for them. The 
total number of women in the United States whose working hours 
are regulated by labor legislation amounts to about two and three
quarter millions, only one-third of the eight and one-half million 
gainfully employed. Business and professional women, those in 
supervisory positions and in general in the higher ranks of oppor
tunity are not generally covered by labor laws. These laws have 
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been directed toward the control of conditions in industrial, mer
cantile, and factory occupations. When applied to certain occupa
tions which differ froµi those for which they were drawn, such as 
street cars, labor laws have · proved to be a handicap in a few 
instances. But the findings seem to show that the instances of 
handicap, whi.ch have been diligently sought by the investigators, 
are only instances and should be dealt with as such, without allow
ing them to interfere with the development of the main body of 
legislation. 

The first caution in the reading of the report, which is demon
strated again and again in the material, is the impossibility of 
generalization, the necessity for recognizing differences in different 
occupations, different industries, and different localities. As to 
night work, laws prohibiting it were found to be "chiefly a reflection 
of the usual attitude of employers regarding such practice, but 
occasionally they result in a limitation of women's employment. 
When applied indiscriminately to special occupations that are pro
fessional or semiprofessional in type, night-work prohibition or regu
lation has resulted in restrictions of women's employment." 

In general, however, the report concludes that regulatory hour 
laws as applied to women engaged in manufacturing processes do 
not handicap them, but" serve to regulate employment and to estab
lish the accepted standards of modern efficient industrial manage
ment. 

Very important in any consideration of enlargement of women's 
opportunities is the conclusion of the report, that " In almost every 
kind of employment the real forces that influence women's oppor
tunity are far removed from legislative restriction of their hours 
or conditions of work. In manufacturing, the type of product, the 
division and simplification of manufacturing processes, the de
velopment of machinery and mechanical aids to production, the 
labor supply and its costs, and the general psychology of the 
times, all have played important parts in determining the position 
of women. * * *· 

"In other occupations other influences have been dominant in deter
mining the extent of women's employment. In stores a more liberal 
attitude and successful experimentat10n with women on new jobs; in 
restaurants the development of public opinion as to the type of serv
ice most suitable for women; in pharmacy a gradually increasing con
fiden{!e in women's ability on the part of the public; in the metal 
t rades a breaking down of the prejudices against women's employ
ment on the part of employers and of male employees, and demon
stration of women's ability along certain lines-these are the sig
nificant forces that have influenced and will continue to determine 
women's place among wage earners. Such forces have not been 
deflected by the enforcement of legislative standards and they will 
play the dominant part in assuring to women an equal chance in 
those occupations for which their abilities and aptitudes fit them." 

The value of this study, however, lies not in its conclusions so 
much as in its portrayal of conditions in such detail that the reader 
may see and judge for himself. The setting up of the problem, 
which is the essence of method, and the technique of procedure, seem 
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to the advisory committee to have been designed to safeguard the 
objective character of the results. It is unnecessary for the com
mittee to prove this point, since again the r'eader can judge for him
self by studying the report itself. All that the committee seeks to 
do is to bring together in brief compass what seem to its members to 
be the outstanding characteristics of ·the method adopted. It is with 
satisfaction that we have participated in the carrying forward of 
this investigation, because it represents an effort to approach a con-. 
troversial issue by the objective method and spirit of science and 
as such it should be a safe guide for action in the public interest. 

MARY VAN KLEEcK, Ohai'l"TTl,(J/fl,. 
LILLIAN M. GILBRETH. 
CHARLES P. NEILL. 
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THE EFFECTS OF LABOR LEGISLATION 
ON THE EMPLOYMENT OPPORTUNI

TIES OF WOMEN 

CHAPTER 1.-INTRODUCTION 
Women's employment in the United States-Occupational distribution-Extent 

of employment in the different States-Trend of employment-Application of 
legislation to women in gainful occupations-Hours-Relation between legis
lative standards and scheduled hours-Wages 

The validity and effectiveness of the legislative method of regu
lating and standardizing conditions is being challenged in more than 
one field of the social and economic life of the United States. Does 
legislation set up an arbitrary standard at the expense of individual 
liberties~ Where it applies only to limited groups of localities or 
persons, by curtailing individual freedom does it handicap such com
petitive efforts as are essential to continued progress~ Or does it, by 
establishing a minimum standard for some groups, raise the level for 
the whole so that competition may proceed on a fairer and higher 

· plane~ 
These questions are assuming a steadily increasing prominence in 

economic, industrial, and social fields, and perhaps in no instance has 
the issue been more clear-cut than in the case of legislation designed 
and enacted for the regulation of conditions of women's employment. 

Since the days when women first moved from the farmhouse SJ?in
ning wheel to the factory spindles it has been an accepted principle 
that women and their work offer problems that differ from those of 
men. For a number of reasons it has seemed that women deserve 
special guaranties that their work should be kept within the bounds 
of successful and healthful performance and that the surest and most 
immutable guaranty was the enactment of legislation to :provide such 
conditions as seemed essential. 

Only within the past few years has this philosophy been challenged. 
For more than 50 years in the United States, and even longer in 
England, special legislation for women .has been an accepted pro
cedure, and almost the initial procedure, in attempts to improve in
dustrial conditions for them. Other methods have been used to 
achieve the same goal, but where large groups of women were con
cerned legislation has been the most usual expedient. 

The past 10 years, however, has seen the beginnings of skepticism 
regarding the ultimate result of t~is method of regulation. With 
the entrance of women into many new occupations, and greatly in
creased numbers in their original fields of work, it has occurred to 
some to question the results of legislation that seemingly puts them 
on a different plane from the men with whom there is a competition 
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2 EFFECTS OF LABOR LEGISLATION 

for jobs that would have been inconceivable when women first en
tered industry. To a more self-conscious feminism the so-called 
chivalry and protection of former days has come to seem unimpor
tant, while equality_in competitive association with men has become a 
fundamental necessity. 

There is no doubt that men and women are not on an equal footing 
in most wage-earning activities. Occasionally, for certain types of 
work, women are more valued than men, but on the whole the pre
mium in the labor market still goes to the man, while the woman is 
of decidedly secondary importance. Any student of economic or 
social conditions knows that such sex inequalities are due to many 
different forces that have been operating for centuries and not all of 
which have tended to bring about the same results. In spite of con
flicting influences, however, the general trend has been toward a more 
liberal attitude and a broader opportunity for women in wage-earn
ing pursuits. To a considerable degree this development has been 
accompanied by increasing efforts to regulate by law the conditions 
under which women may be employed. 

The majority of persons interested both in establishing better 
industrial standards and in allowing women the fullest scope for their 
abilities have found no conflict between these situations, and the two 
programs have for many years gone hand in hand. To others, how
ever, it has seemed that the existence and enactment of special legisla
tion was a negation of all principles of freedom of opportunity for 
women and constituted a serious and fundamental limitation of any 
possible equality between the sexes. This reasoning naturally has led 
those who followed it to condemn completely the theory and practice 
of special legislation for women. 

Of course, technically, special legislation applying to one group and 
not to another places the two groups in unequal positions as far as the 
,law is concerned . . But inequality in the eye -of the law may have a 
very different name in practical experience, and it is the objective test 
of actual conditions that must be the final measure. It is quite vos
sible that legislative restrictions unequally applied might achieve 
an actual equality between two groups that are unlike in potential 
value and bargaining power. 

As far as men and women are concerned, no one claims that legis
lation is at the root of the inequalities that exist in the present-day 
attitude toward the two sexes. The question is only whether special 
legislation for women, by crystallizing certain attitudes, may be 
one of the forces that are keeping alive outdated and outworn 
theories and precedents and thus needlessly restricting women's 
opportunities. · 

Whether or not legislation for women is limiting their oppor
tunity for free competition with men, there is no doubt that it has 
played its part in establishing constantly better conditions of em
ployment for women. The standards of the modern industrial code 
of hours, wages, and working conditions for women are not under 
dispute. The question that has arisen pertains solely to the possible 
effect on· opportunities for women that may have resulted from the 
fact that minimum standards of employment are required by law 
for them where the same standards are not legally obligatory f_o;r 
men. 
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INTRODUCTION 3 

This is the question that the investigation reported on in the follow
ing pages has sought to answer. The premise is that the laws under 
discussion have accomplished their ends. They have established or 
have helped to establish the desired minimum standards for women's 
employment. But has the requirement of these standards for women 
so restricted their employment that their opportunities are limited 
and they are placed at a disadvantage in competing with men for a 
chance to work~ 

It will not be possible to answer this in a few unqualified statements. 
The subject is too vast and complicated to permit of generalizations. 
Instead, it must be split up into many parts and analyzed in detail 
if the truth is to emerge. Before attempting such an isolation and 
analysis, a short account of the scope of the subject-the vast field 
and the many different conditions covered by the term " women's 
employment "-will serve to illustrate the variety and importance 
of the different phases that must be considered before any findings 
may be drawn. For the term" wage-earning women" does not cover 
a few thousands of women, in a few fairly similar kinds of work, 
but millions of women, engaged in almost every known type of occu
pation; the term "employment in wage-earning pursuits" does not 
mean a static condition with occupations unchanging and opportuni
ties at a standstill, but a constantly varying and developing field of 
opportunity for women; the term " special labor legislation for 
women" does not mean one law applying to all women, but hundreds 
of laws applying in different ways to hundreds of different groups 
of women; and the term "the United States" does not mean one 
place nor one condition, but 48 different places with 48 different 
standards. of legislative control and many more than 48 different 
local problems to be solved. 

WOMEN'S EMPLOYMENT IN THE UNITED STATES 

OCCUPATIONAL DISTRIBUTION 

According to the figures of the 1920 census, over eight and a half 
million women in this country at that time were gainfully occupied. 
These women were working under a great variety of conditions, for 
this number included the independent worker, the worker who was 
the only employee, and the worker who was one of many in a large 
business or industrial establishment. To some of these occupations 
legal regulations of hours and other conditions of employment for 
women apply; to others they do not; so that according to the most 
reliable estimates available only about a third of the eight and a half 
million women come under such legal regulations. 

The largest single group of the gainfully-occupied women wa~ in 
the main occupational division of domestic and personal service that 
included one-fourth of all the women who reported on occupation. 
Almost as large a proportion (22.6 per cent) were working in manu
facturing and mechanical industries. One-sixth of the women who 
worked were engaged in clerical occupations, while agricultural pur
suits and professional service each claimed approximately one-eighth 
of all the women who reported that they were working. Trade and 
transportation together included onlv one-tenth of the women who 
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4 EFFECTS OF LABOR LEGISLATION 

worked, while small numbers were employed in public service and 
in the extraction of minerals.1 

Though essential for a general outline of the fields of work covered 
by those engaged in wage-earning pursuits, the broad general di
visions of the census give little specific idea of the great variety 
of oc~upations included. The more detailed classifications show 
a total of 572 occupations, in all but 35 of which women are em
ployed. These occupations cover the widest scope and to appreciate 
the full variety of women's employment recourse must be had to a 
more detailed description of the inclusions in the main classifications. 

Taking first the domestic-and-personal-service group, it is appar
ent that the occupations included are considerably more diversified 
than the name might indicate. Not only are all domestic workers, 
waitresses, and laundresses contained in this classification but all 
other persons who cater directly to personal needs, with the exception 
of professional and semiprofessional workers. For example, barbers, 
hairdressers, and manicurists, bootblacks, elevator tenders, janitors 
and sextons, laundry operatives, nurses (not trained), porters, bath
house keepers and attendants, and cleaners and renovators are in this 
group. Certain people in proprietary occupations likewise fall in 
this class, such as laundry owners, officials, and managers; restau
rant, cafe, and lunchroom keepers; hotel keepers and managers, as 
well as boarding and lodging house keepers. Thus the designation 
" domestic and personal service " includes a much larger group than 
"servants" only, though the latter comprised nearly one-half of 
the total number of women engaged in this general division of 
occupations at the time of the census of 1920. 2 In most States the 
labor laws applying only to women cover but a very small proportion 
of the women in the domestic-and-personal-service occupations. 

Under manufacturing and mechanical occupations are grouped 
not only all factory laborers and operatives but all persons engaged 
in the skilled building and hand trades, together with their appren
tices and persons working in manufacturing industries in proprie
tary, official, and supervisory capacities, though clerks in factories 
are classified under clerical occupations. As the great majority of 
women employed in manufacturing and mechanical occupations come 
within the classification of factory laborers and operatives, and as 
it is chiefly for this group of workers that labor legislation for women 
has been devised, it is within this classification that the most signifi
cant effects of labor le~:slation probably will be found. 

The division of clerical occupations presumably embraces all cleri
cal workers, regardless of the industry in which they are employed. 
Here the effects of legislation probably will be less widespread than 
in the manufacturing and mechanical occupations, as clerical occupa
tions per se usually are not covered by legislation, and the great 
majority of women clerical workers are not employed in the type of 
establishments to which the laws apply. 

The heading of agriculture, forestry, and animal husbandry in
cludes a large number of independent workers. In 1920 over half 

1 U. S. Bureau of the Census. Fourteenth census : 1920, v. 4, Population, Occupatiol.lfl, 
p. 55. 

1 Ibid., p. 43. 
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the women in this group were farm laborers -on the home : farm.!, 
Here again the effects of labor legislation for_ women will not be 
very significant, as it never applies to the woman on the home farm 
and only occasionally to women employed in other agricultural 
occupations. 

Professional service may be said to have three main subdivisi'ons: 
Professional and semi professional pursuits and the occupations of 
attendants and helpers. The majority of the women (62.9 per cent) 
in the professional group in 1920. were · teachers. Labor legislation 
does not play a large part in regulating conditions of work for the 
women in this group. It has been applied, however, to certain small 
groups of women in semiprof~ssional work, and its effects on thestt 
women are of great significance to women's opportunity, as will be 
shown in further pages of this report. 

Under " trade" are listed wholesale and retail dealers and most 
of their employees; bankers, brokers, and money lenders; real
estate and insurance agents; undertakers; and workers in coal and 
lumber yards, grain elevators, stockyards, and warehouses. At the 
time of the last census the majority (78.9 per cent) of the women in 
trade were employed as saleswomen or clerks in stores. Labor 
legislation very generally applies to these occupations. 

The occupational classification "transportation " includes water 
transportation; road and street transportation; railroad transporta
tion; and express, post, telegraph, and telephone. Over nine-tenths 
of the women in this general occupational classification in 1920 
were telephone or telegraph operators, which occupations are in
cluded in the legislation of many States. 

Those classed under the heading of "public service (not elsewhere 
specified)" f,orm for the most part a residuary public-service group, 
as many persons who work for the Government are classed according 
to the actual work they are doinO". For instance, all Government 
clerks, stenographers, etc., are classed with clerical occupations, 
navy-yard machinists are grouped with other machinists in the 
manufacturing and mechanical industries, operatives in the Bureau 
of Engraving and Printing and in the Government Printing Office 
are classified as printing-office operatives rather than as Government 
employees, and physicians and trained nurses in the Government 
service, are classified under professional service. Over one-half of 
the women in this main census group were postmasters.4 Labor 
legislation does not apply to any especially significant group in this 
classification. 

EXTENT OF EMPLOYMENT IN THE DIFFERENT STATES 

General .figures for the entire United States are valuable as show
jng the scope and trend of women's employment, but they do not 
illustrate the great variety in the occupational status and propor
tional employment of women in the different States. The United 
States is far from presenting a uniform · picture of economic and 
social development. Some regions have had a much longer history 

8 U. S. Bureau of the Census. Fourteenth census: 1920, v. 4, Population, Occupations, 
p. 35. 

' Ibid., pp. 41-42. 
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6 EFFECTS OF LABOR LEGISLATION 

than have others and have passed through different phases in their 
growth. One section has one kind of natural wealth while other 
sections have very different types of resources, and these differences 
have led to a certain localization of productive activity. The direc
tion in which a State develops economically affects the proportion 
of the population at work, as well as the distribution among the 
various occupations, and for this reason the position and opportunity 
of women wage earners vary greatly in· different parts of the United 
States. As a result, a law that might be of the greatest importance 
to the women in one State if enacted in identical form in another 
State might -apply to so few women as to be of no significance 
whatsoever. 

The table that follows shows the total number of women gainfully 
occupied in each State, as well as the proportion which that number 
forms of all the women in the State. It is based on figures taken 
from the Census of Occupations for 1920. 

TABLE 1.-Proportion of women gari.n,fully occupied, 1920, by State 1 

Females 10 years or age and over Females 10 years of age and over 

State Engaged in gainful State Engaged in gainful 

Total 
occupations . Total 

occupations 

number number 
Number Per cent Number Per cent 

Alabama __________ 869,077 223,868 25. 8 Nebraska _________ 484,262 71,789 14.8 Arizona ___________ 111,810 18,386 16.4 Nevada ___________ 24,500 4,334 17. 7 Arkansas __________ 634,933 115, 810 18. 2 New Hampshire __ 180, fl44 49,302 27.3 California _________ 1,339,057 286,647 21.4 New Jersey- - ----- 1,237,914 295,990 23. 9 
Colorado __________ 351,853 62,587 17. 8 New Mexico ______ 123, 769 14,941 12.1 
Connecticut. ______ 540,073 146,252 27.1 New York ________ 4, 215,968 1,135,295 26. 9 
Delaware _________ 87,128 18, 102 20.8 North Carolina ___ 926,790 202,697 21. 9 Florida ____________ 365,637 85,262 23.3 North Dakota ____ _ 218,221 28,328 13.0 Georgia ______ __ ___ 1,080,976 288,745 26. 7 Ohio ______________ 2,242,416 409,970 18. 3 Idaho _____________ 146,103 17,509 12. 0 Oklahoma ______ ___ 716, 198 94, 594 13. 2 Illinois ____________ 2,537,438 540,938 21.3 Oregon ____________ 295,928 54,492 18.4 Indiana ___________ 1,157, 492 185,385 16. 0 Penn:=:ylvania _____ 3,321,983 686,232 20. 7 Iowa ___ ___________ 932,795 141,321 15. 2 Rhode Island ___ ___ 246,672 RO, 562 32. 7 
Kansas _______ _____ 676,228 92,510 13. 7 South Carolina ____ 615,092 205,656 33.4 
Kentucky _________ 904,259 131,493 14. 5 South Dakota _____ 223,512 29,686 13. 3 
Louisiana _____ __ __ 681,108 152,726 22.4 Tennessee _________ 884,810 152, 108 17. 2 Maine _____ __ _____ 306,658 64,845 21.1 Texas ______ ______ _ 1,708,209 303,843 17. 8 
Maryland __ _______ 576,020 137,221 23.8 Utah ______ ___ ___ __ 159,235 21, 783 13. 7 
Massachusetts ____ 1,591,865 503, 155 31.6 Vermont_ _______ __ 139,947 26,899 IP. 2 
Michigan ____ __ __ _ 1,358,977 245,383 18.1 Virginia ___________ 862,375 156. 210 18.1 
Minnesota __ _____ _ 890,255 lfl4, 066 18.4 Washington _______ 496,641 92,900 18. 7 
Mississippi__ ______ 670,099 194,964 29. 1 West Virginia _____ 512,778 57,439 11. 2 
Missouri_ _____ ____ 1,352,024 244,615 18. 1 Wi~consin _________ 997,362 182, 36fi 18.3 Montana __________ 185,857 28,278 15. 2 Wyoming ___ ______ 62,677 9,402 15. 0 

1 U. S. Bureau of the Census. Fourteenth census : 1920, v. 4, Population, Occupations, 
p. 47, Table 8. 

It is apparent from this table that the women in gainful occupa
tions are of minor importance in some States, while in others they 
:are numerous enough to assume very great signifi,cance. 

New York State reported 1,135,295 women gainfully employed, a 
larger number than in any other State. Pennsylvania came next in 
-order, with 686,232 women engaged in gainful occupations, and 
Illinois and Massachusetts followed, each with over half a milliqn 
women gainfully employed. 

Though these States had the greatest numbers of women gainfully 
.employed, they did not lead in the proportions these women formed 
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of the total female population of the States. In South Carolina 
:slightly over one-third of all the women in the State were gainfully 
•employed and Rhode Island fell short of that proportion by only a 
small margin. Massachusetts, Mississippi, New Hampshire, Con
necticut, New York, Georgia, and Alabama follow in order, all these 
with more than one-fourth o:f the women in the State gainfully em
ployed. The proportion that this group formed of all the women in 
the State was smaller in West Virginia than anywhere else, but even 
there over one-tenth of the women reported that they were engaged 
in gainful occupations. 

These differences in the occupational status of women in the various 
States are evidences of very profound differences in economi.c de
velopment. The figures do not represent a fixed condition, but one 
that is constantly changing and has been changing since first there 
was a State or a wage-earning occupation for women. 

TREND OF EMPLOYMENT 

During the past 50 or 60 years the whole United States has under
g one tremendous changes. Development began on a much broader 
scale with the recovery of the country after the Civil War than had 
been known before. New sources of mineral wealth have been dis
covered, large additional areas have been opened up to agriculture, 
extension of transportation facilities has taken place on a large 
scale, and manufacturing activities have been advanced by leaps and 
bounds. With all these changes have come new developments in the 
form o:f business activities, the displacement of small individually 
owned concerns by large corporations, and a considerable shifting in 
the methods of manufacture, resulting in the transfer of many activi
,t ies :from the home to large-scale prqduction outside./ 

The growing population and the economic changes could not fail to 
work together to increase the number of men and women who work 
for gain. The real significance of the increases in women's employ
ment during this period can be evaluated, therefore, only when taken 
in conjunction with the growth in the population during those same 
years and with the changes in men's employment as well. No re
search is necessary to show that as the population increases the num
ber of wage earners, male or female, also increases. That fact alone 
is of no special significance. What is of importance is whether the 
number of gainfully employed has increased more or less than has 
the population, and whether the employment of women has increased 
at a greater or less rate than that of men. Such facts as these will 
make it possible to get a perspe,ctive view of the developments in 
women's employment, so that the effects of legislation on this devel
opment, as shown by the findings of the present investigation, may 
be more accurately estimated . 
. There are available from the records o:f the Census of the United 

States figures on population and employment of men and women for 
every 10 years since, and including, 1870. From these figures, com
piled by State, it is possible to present in summary form an outline 
of the general trends of population and extent of employment for 
these five decades. To facilitate the presentation of this material it 
has been prepared in chart form, as it was felt that a separate 
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analysis iii words of the changes from 1870 to 1920 in the individual 
States and the District of Columbia would lose itself in detail. 

To_ bring out a comparison of ~he rat~ of increase in the populati~~ 
and m the number of workers, the ratio ·chart has been chosen and 
the figures have been plotted on a logarithmic background. The 
actual figures· were · not used in any case, but 1870 was taken as the 
base, and the values for the other years were computed in relation 
to that. Thus the subjects to be compared were brought within the 
same field, · and the arrangement for printing was facilitated. The 
charts, therefore, can not be read to give any numerical comparisons, 
but they show accurately the rates of increase for each group. The 
figures for the charts were taken 'from the volumes of the United 
States Census for the various census dates from 1870 to 1920, and 
this material is presented in detail in the appendix tables of this 
report ( Appendix A, pp. 355 to 362), together with an explanation. of 
the method used in obtaining them from the census. Chiefly because 
of great fluctuations in the number of women reported in agricul
tural pursuits in 1910 and 1920, largely due to methods of census 
enumeration and not in themselves significant of changes in occupa
tional status, the figures showing the development of gainful em: 
ployment for men and women have been compiled so that person 
engaged in agricultural pursuits are omitted. By this omission it is 
hoped that a clearer and more accurate picture may be shown oft.he 
significant development of wage-earning opportunities for women. 

In general, the outstanding facts apparent from these charts are 
that during the past · 50 years there has been a steadily increasing 
tendency among men and women to engage in wage-earning acti vi
ties, and that in many localities women workers have increased at 
a greater rate than have men. 

The number of persons engaged in nonagricultural pursuits has 
increased more rapidly over the 50-year period from 1870 to 1920 
than has the population, and this is true for both men and women. 
In the majority of the States lying east of the Mississippi the adult 
male population increased somewhat more rapidly than did the 
adult female population, though in some States the two groups 
progressed practically together. In spite of this, the number of 
women gainfully occupied shows a higher rate of increase for the 
period as a whole than does the corresponding group of the men in 
all but one of the States lying north of the Ohio or of the Potomac. 
In _all the States south of this line except Florida and Tennessee: 
however, the number of men gainfully employed outside agricul
ture increased more rapidly than did the number of women. These 
statements apply only to the period as a whole ; the relationship 
between the two rates of increase was not uniform in each of the 
five decades. 

In the majority of the States west of the Mississippi both the total 
number of women in the population and the number of women gain
fully occupied increased more rapidly than did the corresponding 
groups of men. In many of these States the number of women gain
fully occupied as well as the number in the population was small 
m 1870, the initial year of the comparison, and in a number of them. 
women formed an unusually small proportion of the total population 
at that time. 
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It is apparent, therefore, that only in the Southern St~tes-those 
east of the Mississippi and south of the Ohio or of the· Pot,omac-has 
there been a general tendency toward a greater increase of men than 
of women in gainful occupations during the 50 years from 1870 to _ 
1920. In almost all the other States the rate of increase for women 
gainfully employed has been grea'ter than that for men . . In the 
older States in the East, the greater increase among women : wage 
earners did not accompany a correspondingly greater increase of 
women in the population, for in those States the increases in the 
population were very similar for both sexes. This fact, and the fact 
that it is the Eastern States-those east of the Mississippi and north 
of the Ohio and the Potomac- that have been the outstanding in
dustrial communities during the years under consideration, are par
ticularly significant as far as women's opportunity in wage-earning. 
p_ursuits is concerned. In the States west of the Mississippi it is 
not surprising that since 1870, the rate of, increase of women tn the 
population and in gainful occupations :11a~ gre~tly exc_eeded t~at of 
men. In 1870 the States west of the M1ss1ss1pp1 were m the p10neer 
stage. Their population was preponderantly male. Wage-earning 
occupations for women were practically nonexistent in comparison 
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INTRODUCTION 15 

with the opportunities of the East. The following 50 years naturally 
saw a development in th~se States that boome9- opportunity for 
women's presence and th~ir participation in wage-earning pursuits. 

In the East these pioneer conditions were over by 1870, and from 
then on the increases of men and women in the population .and in 
gainful occupations may be considered representative of mo~e nor
mal conditions. It is ~speci~lly important, thyre.forn, 

1
to observe th~t 

in these Eastern States, though the population of men and women 
increased at about the sallJ.e rat~, the m,mber of .women in g.ain;ful 
employment increa$ed at a greater rate than. ctid that of men. 

In most States the increase in persqns gainfully occupied in non
agricultural activities that. took place in , the 50 years between 1870 
and 1920 was not uniformly divi.ded among those decades, nor was 
the rate of increase uniform. In the country as a whole the women 
in this group showed the greatest incr~ase between 1880 and · 1890, 
during which decade their numbers were augmented by 64.4 per 
cent. For the men the highest percentage. of increase came in tlie 
decade before this, the number working in 1880 being 47.9 per cent 
higher than the number in 1870. This was the decade in which 
the number of men and women in the population showed the ·greatest 
increase. 

Though in about one-half of the States the period between 1870 
and 1880 saw the highest percentage of increase in the number of 
men gainfully occupied in nonagricultural activities, in 14 States 
and the District of Columbia the highest percentage of increase came 
between 1880 and 1890, while the other 9 States had their highest 
per cent of increase either between 1890 and 1900 or between 1900 
and 1910. In no State did the greatest per cent of increase in the 
number of occupied men come between 1910 and 1920, the last dec
ade for which figures are available. The period of greatest increase 
for men was not dependent upon geographical factors, for in each 
decade the greatest rate of growth or the largest increase appeared 
for some Eastern and some Western States, some States newly 
settled and some States of lon?er standing. 

The development in women s work was somewhat slower in start
ing than was the development of men's work. However, the figures 
do not indicate any startling inrush of women into gainful occupa
tions with the period of the Great War and the time that fol
lowed. There may have been a shifting in the kinds of work that 
claimed women, but apparently the need for them to earn a living 
was not new. In 29 States the highest rate of increase among women 
employed in nonagricultural pursuits ca.me between 1880 and 1890. 
In 11 States the highest per cent of increase for them was between 
1870 and 1880: In only two States, however, did the occupied 
women increase most rapidly between 1890 and 1900; in six, between 
1900 and 1910. The District of Columbia was the only place in the 
country in which the highest per cent of increase in the number of 
occupied women came in the decade between 1910 and 1920. This 
probably was due to the influx of Government clerks during the war. 
The largest actual numbers of working women were added, however, 
between 1900 and 1910 in 39 of the States. This was the same decade 
that saw the greatest numerical increase in workingmen. 

The tremendous increases between 1870 and 1920 in actual numbers 
of people, both men and women, who were gainfully occupied in 
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16 EFFECTS OF LABOR LEGISLATION 

nonagricultural activity, need not necessarily indicate any great 
change in the proportion of the total population working for gain, 
for the adult population of the country was increasing tremendously 
during this same 50-year period. There were three and a half times 
as many women ( 16 years of age and over) in the country in 1920 
as there were in 1870, while the number of men in the population ·had 
increased slightly more than threefold. Nevertheless, examination 
of the figures in Table 2 in the appendix (p. 358), showing the num
ber of men and women who were at work at different periods, shows 
a progressive proportional increase in this number throughout the 
five decades. Of the male population 16 years of age and over in 
1870, 43.8 per cent were gainfully occupied outside agriculture, 
while by 1920 this group had increased until it formed 63.7 per cent 
of the adult male population. Though the proportion of women 
who were gainfully occupied outside agriculture was much smaller 
than the corresponding proportion of men, the rate of increase in 
this proportion had been even higher during the 50 years between 
1870 and 1920. At the earlier date only 11.8 per cent of the women 
were working, while by the end of the period 21.3 per cent were 
gainfully occupied. F or both men and women the per cen't thus 
employed increased with each successive decade. 

There were only four States in which the proportion of men en
gaged in nonagricultural pursuits was less in 1920 than in 1870 
and only one State in which the proportion of women so occupied 
was less at the later date than at the ,earlier. These were all pioneer 
regions, none of which had even achieved statehood by 1870, and 
the proportion gainfully occupied outside agriculture was unusually 
high in 1870, higher than in most of the States in more settled 
localities. · 

During the 50-year period women were assuming a somewhat more 
important place in the general activity, :for they formed a slightly 
larger percentage of the total number of people gainfully occupied 
outside agriculture in the country as a whole in 1920 than they had 
done in 1870, the proportion women formed at each decade being as 
follows: 

Per cent 
1870 _____________ · ________________________________________ 20.9 

1880------------------------------------------------------ 20.4 189() ______________________________________________________ 22.5 
1900 ________ __ ____________________________________________ 22.7 
1910 ____ . _________________________________________________ 24.2 
1920 ______________________________________________________ 24.2 

The slight increase since 1870 in the proportion of women em
ployed is not, however, the really significant fact in connection with 
the development of women's opportunity. Of far more immediate 
importance is the shifting of women's occupations from one field to 
another that has been conspicuous during the decade from 1910 to 
1920. Considered in connection with the legislative regulations that 
apply to the different types of women's employment, these shifts are 
most significant. In 1910 there were 203 occupations in which 1,000 
or more women were employed; in 1920 the occupations in this group 
had increased in number to 232, and a very large part of this increase 
was in occupations in manufacturing and mechanical industries and 
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INTRODUCTION 17 

professional service. Increases of 50,000 or more occurred among 
women who were clerks in offices, stenographers and typists, book
keepers and cashiers, teachers, saleswomen, telephone operators, 
trained nurses, and clerks in stores. Decreases of 50,000 or more 
occurred among farm laborers at home, farm laborers working out, 
cook~, general servants, laundresses, dressmakers, seamstresses not in 
factory, and milliners and millinery dealers. 

On the whole, the great change seems to have been a decrease 
among women working in or for the home and in personal-service 
occupations, and a corresponding increase in clerical and allied occu
pations, in teaching , and in nursing, all of which had been 'Yoman
employing occupa.tions for many decades but had not before reached 
such numerical importance. 

In manufacturing and mechanical industries, which are the really 
important group as far as labor legislation for women is concerned, 
it is necessary to search more closely for the significant changes. 
Increases since 1910 of more than 10,000 women were found among 
semiskilled operatives in food, iron and steel, and clothing in
dustries, in silk and knitting mills, and in electrical..,supply, shoe, 
and cigar-and-tobacco factories ; among laborers in cotton mills; 
and among forewomen and overseers in manufacturing. The most 
striking ,increase shown for women in any industrial group is that 
for operatives in automobile factories, among whom there was an 
increase of 1,408 per cent. In the entire iron-and-steel industry 
women increased 145.4 per cent as semiskilled operatives. A 
slightly larger increase (148.1 per cent) occurred among women 
operatives in electrical-supply factories. Many of the changes that 
took place ,in manufacturing and mechanical industries were indi
cative of changes within the industries themselves and showed in
creases for men also. It is interesting to find that while women 
operatives in automobile factories increased 1,408 per cent · ( from 
848 in 1910 to 12,788 in 1920), the largest percentage increase for 
women in any one ,industry, men operatives in automobile factories 
increa,sed 435.4 per cent ( from 20,243 in 1910 to 108,376 in 1920), 
the second largest percentage increase for men. In this one rapidly 
developing industry the employment of women was increasing at a 
greater rate than that of men, though the actual number of new 
employees was enormously greater for men than for women. . 

In studying all occupations employing an appreciable number 
(1,000 or more) of both men and women in 1910 and 1920 an in
teresting situation was found to exist. The changes in rate o:f 
increase or decrease for the two sexes were entirely disproportionate; 
and in by far the greater nu~ber of cases the women took the lead 
in the rate of increase. Of course, in most of the occupations con
sidered men still were numerically far above women, and the con
spicuously large percentage increases shown for women in certain 
occupations-for example, automobiles-are the direct result of 
small basic figures in 1910; but these huge increases none the less 
indicate that more and more industrial opportunities are being 
offered to women. · 
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18 EFFECTS OF 'LABOR LEGISLATION 

. APPLICATION OF LEGISLATION TO WOMEN IN GAINFUL 
OCCUPATIONS 

The ~ame decade that saw in many industr ial processes numerical 
and proportional increases in the number of women employed also 
saw the enactment of important and inclusive legal regulation.s for 
this employment. A simple correlation between these two facts, 
however, would not be reliable nor significant because of several 
qualifications that must be allowed for first. Most ·essential of all 
qual,ifications of legal matters is the exact application of the laws, 
~nd th,is qualification is an especially important one in connection 
with the labor legislation in question . In no case do these laws 
cover all women's occupations, and one of the most import ant limita
tions oi the indust rial code set up for women is the variations in 
the wording and interpretation of each ,individual enactment and 
in the policies and practices of the enforcing officials. 

M;ost of the women who are gainfully occupied are not affected 
by any ·of the labor laws relating to the employment of women. I n 
the first 'place, not all those working for gain are in the employ 
of another person, and, in the second place, not all employed women 
are engaged in occupations ordinarily covered by such laws. The 
census furnishes the only figures that can be used to determine how 
many women are covered by hour laws or night -work laws, though 
frequently it is impossible to make the census classification of occu
pations fit the occupations or industr ies that are specified by the 
State laws. Then again, in certa,i.n St ates the laws are broad in 
their application, covering many different type~ of employment, but 
in other States the law applies only to very circumscribed groups of 
wome,n, who form but ,a small part of the wage-earning population. 
However, using the census material as a basis, and noting the neces
sary qualifications of the scope of each .spec,ific State law, an estimate 
has been made for each State of the number of women whose hours 
qr t ime of work were regulated. . 

The particular groups of employees covered by hour laws or night
work laws vary from State to State, but such legislation is most 
likely to apply to workers in factories, stores, and laundries, to tele
phone operators, and to the employees of hotels and restaurants. 
Occasionally clerical workers are included, and in a few States 
the . laws are so worded that they might apply to any woman work
ing in the employ of another person. The main census divisions 
under which these workers are classed are manufacturing and me
-chanical industries, which include all those employed in factories 
and workshops; trade, which covers the mercantile workers; do
mestic service, under which are found laundry operatives and the 
employees of hotels and restaurants; and transportation for the 
telephone operators. 

In making the estimate of the numbers of women in the various 
groups covered by the law of a State .it was necessary to allow for 
the fact that even when the law covers all workers in factories and 
workshops not all the occupations in such groups are· included. 
Owners, managers, and other officials obviously are not covered by 
the hour law. Dressmakers and seamstresses, outside factories, like 
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INTRODUCTION 19 

shoemakers and cobblers so situated, comprise a large group listed 
by the census in an occasional classification never covered by labor 
legislation. Frequently the laborers and operatives in fruit, vege
table, and fish canneries also are excluded from the operation of 
hour laws. The working hours of professional workers, except for 
the one group of attendants and helpers, rarely are regulated. Even 
when the scope of the law is broad only a small proportion of those 
reported in the domestic-and-personal-service group are included. 
Boarding-house keepers, laundresses outside laundries, midwives and 
practical nurses, and all servants except bellboys and chambermaids, 
ordinarily form a large group of workers in any State. These and 
qther occupations under domestic and personal service remain out
side the sphere of any hour laws. Where laws cover transportation, 
agriculture, and the extraction of minerals, none of the occupations 
are included as being affected by the law that are managerial in 
character or in which the individual works for herself only, the 
latter being an especially important group in agriculture. 

Because of the impossibility of exactly fitting census classifica
tions to the occupations listed in the various laws, the results ob
tained are only approximately correct, but it is felt that the figures 
are sufficiently accurate to be taken as a background for a discussion 
of the operation of such laws. 

Four· States-Alabama, Florida, Iowa, and West Virginia-have 
no laws that limit the number of hours a day or the hours between 
which a woman may work. The hour law of Georgia- and the daily 
hour law of North Carolina apply to both sexes, so they can not 
be said to create any special problem for women as a class. These 
six States, therefore, are omitted from this discussion. In South 
Carolina the law limiting the hours of work in the mills applies to 
men and women, while that which affects mercantile hours applies 
to women only. The latter group alone is included in this section. 

In comparing the numbers and proportions of women covered 
by legislation in the various States, the only thing that has been 
taken into consideration is the. existence of legislation limiting the 
hours of women's work, without giving any attention to the standard 
set by that law. A law that says no woman may work more than 
10 hours or · one that forbids her employment more than 12 hours a 
day sets limits that very few employers in this age would overstep, 
and its effects might be very different from those of another law 
with different standards. Such differentiations, however, will be 
dealt with in the body of this report, and for the present it will 
suffice to indicate merely the general scope of the laws' application. 
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20 EFFECTS OF LABOR LEGISLATION 

TABLE 2.-Estimated n,umber of women covered by special laws Ziimit ing hours of 
labor or regu.latmg n iJght work, by State 

[E stimate based on figures from U. S. Census of Occupations, 1920, for occupations and industries specified 
by the laws] 

States having special hour and night
work laws for women 

' 
Total ____ __________ ____ _____ _ _ 

Arizona _____ ____ __ ___ _____ _______ __ _ 
California __ ___ ___ __ _____ __ __ .: ___ __ _ _ 
Colorado _____ ______ ____ ______ ____ __ _ 
District of Columbia __ _______ ____ __ _ 
Montana ______ ____ ____ __ ______ ____ _ 
Nevada ________ ____ ___ ____ _ - - ---- -- _ 
New Mexico __ ___ ______ __ ____ __ __ __ _ 
Utah __________ _______ ________ _____ _ 

Washington ______ ---- -'-- - --------- -

North Dakota ___ ______ _____ __ ___ __ _ 
Wyoming ______ _____ _____ _______ ___ _ 

Arkansas ______ __ ____ ___ ___ ___ _____ _ 
Idaho __ __ __ _____ _______ - _ - ____ _____ _ 
Kansas _____________ ______ -- - - - - -- - -
Maine _______________ _______ _____ __ _ 
Massachusetts ______ ____ ___ ___ __ ___ _ 

~~~o~~f ~= == = = = = = = = = = = = = = = = = == = = = = = Nebraska ____ ____ __ ___ __ ___ ______ __ _ 
New York ____ ____ ___ ___ ___ ____ ____ _ 
Ohio ____________ ____ _____ _______ ___ _ 
Oklahoma ________ _____ __ ____ _____ _ _ 
Oregon ___ ____ ______ ____ __ _____ __ __ _ 

~i!~~nsin __ ____ __ ______ ____ ______ _ _ 

Connecticut ___ _____ ______ ________ _ _ 

R1~~isare~ - - ------- -- ------ - -- - - - ---

~~t~!t~========================= Maryland ___ ____ ____ _______ ______ _ _ 
Minnesota ___ -- - -- _ -_ -- ___ _ - __ ___ __ _ 
Mississippi. _____ __ ____ __ ____ __ ____ _ 
New Jersey ___ _____ ______ __ __ ___ ___ _ 
Pennsylvania __ ________ _____ ____ ___ _ 
Rhode Island _____ _____ ___ ___ ____ __ _ 

t~Jf:i~~~-o_t~--_-_-_ ~ = = = == = = = = = = = = = = = = = 
New Hampshire ______ ___ ___ ___ ____ _ 
Tennessee ____ ____ _____ __ ___ __ ____ _ _ 
Vermont ___ -- -- ---- - - - - -- -- - __ _ - - - --

South Carolina ___ __ : ____ ___ ____ ___ _ 

Indiana ___ ____ ____ __ ___ - - - _____ __ - - _ 

1 See details. 

Number 
of females 
10 years of 

age and 
over 

gainfully 
occupied 

7,550, 179 

18,386 
286,647 
62,587 
92,626 
28,278 
4,334 

14,941 
21, 783 
92,900 

28,328 
9,402 

115,810 
17,509 
92,510 
64,845 

503,155 
245,383 
244,615 
71,789 

1,135,295 
409,970 
94,594 
54,492 

303,843 
182,365 

146,252 
18,102 

540,938 
131,493 
152, 726 
137,221 
164,066 
194,964 
295,990 
686,232 
80,562 
29,686 

156,210 

49,302 
152,108 
26,899 

205,656 

'185,385 

Daily 
hour 

limit set 
bylaw 
in ma

jority of 
occupa

tions 
covered 

(1) 

8 
8 
8 
8 
8 
8 
8 
8 
8 

8½ 
8½ 

9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 
9 

10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 

10¼ 
10½ 
10½ 

12 

--- ----- --

Females 10 years of age and over covered by-

Hour law 

Num ber 

2,753,422 

2,938 
87,508 
15,260 
13,889 
7,202 

897 
3,816 

11,519 
26,713 

9, 418 
2,405 

9,369 
4,801 

22,717 
26,531 

276,937 
137,657 
72,139 
33,199 

408,305 
144,683 
34,082 
30,377 
50,275 
69,686 

67, 179 
9,292 

202,209 
36, 408 
52,762 
41,527 
42,029 
38,272 

124,807 
446, 219 
64,209 
10, 674 
32,903 

26,294 
47,654 
5,373 

3, 288 

--- ---- --- --

Per cent 
of gain

fully 
occupied 

36.5 

16. 0 
30. 5 
24.4 
15. 0 
25. 5 
20. 7 
25. 5 
52. 9 
28.8 

33. 2 
25. 6 

8.1 
27.4 
24. 6 
40.9 
55. 0 
56.1 
29. 5 
46. 2 
36.0 
35. 3 
36. 0 
55. 7 
16. 5 
38. 2 

.45. 9 
51. 3 
37. 4 
27. 7 
34. 5 
30. 3 
25. 6 
19. 6 
42. 2 
65. 0 
79. 7 
36. 0 
21.1 

53.3 
31.3 
20.0 

1. 6 

- -- -- --- --

Night-work law 

Number 

1,174,553 

33,202 

260 

4,783 

21,354 

207,759 

30, 401 
408,305 

88 

11,347 

69,561 

67, 179 
9,292 

41,527 

(3) 
201,285 

26,294 

3,288 

38,628 

Per cent 
of gain

fully 
occupied 

15.6 

11.6 

. 3 

16.9 

23.1 

41.3 

42.3 
36.0 

(2) 

20.8 

38. 1. 

45.9 
51. 3 

30. 3 

29. 3 

53. 3 

1. 6 

20.8 

2 Less than 0.05 per cent. 
a New Jersey has a night-work prohibition that covers the same women regulated by the hour law. 

The night-work law, however, contains no provision for enforcement and therefore is not effective. 

In 42 States and the District of Columbia the daily or weekly 
hours of women workers specifically are regulated by law in one or 
more industries. The figures in the foregoing table show that these 
regulations, varying from State to State, apply to well over two and 
a half million women. Seventeen States either prohibit or regulate 
women's work at night in certain occupations, and the total number 
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of women employed in these States in . the industries to which these 
laws relate amounts to over a million. As night-work limitation and 
hour laws usually apply to the same groups of women, with a few 
exceptions the number reported as affected by night-work legislation 
is part of the larger number regulated by the hour laws. 

The State having the largest number of women covered by an hour 
law is Pennsylvania. In New York hours of work are limited by 
law for over 400,000 women. Massachusetts, Illinois, Ohio, Michi
gan, and New Jersey follow in the order named with respect to the 
number of women workers whose hours are limited by law. 

From the standpoint of the gainfully employed women, however, 
the proportion of the group that is covered by the law is even more 
significant than the actual numbers. This proportion is affected not 
only by the fact that the laws -of the different States vary greatly in 
scope, :from those that cover only factories and laundries to those that 
cover practically all employment of women outside domestic serv
ice, but by the relative importance in each State of the occupations 
included under the law. The group "factories, stores, and laun
dries," for example, would include a larger proportion of the gain
fully employed in an industrial State than it would in a -State pri
marily agricultural or otherwise economically dependent upon the 
furnishing of raw materials. 

The five States in which the highest proportions of the gainfully 
employed women come under the hour laws are listed below, together 
with statements of the occupations covered by the law. 

Per cent 
of gain

fully 
State occupjed 

women 
covered 
bylaw 

Rhode Island . . 79. 7 
Pennsylvania__ 65. 0 

Michigan______ 56.1 

Oregon .•... . . _ 55. 7 
Massachusetts . 55. 0 

Occupation or industry covered by law 

Factory, manufacturing, mechanical, business, or mercantile establishment. 
Any establishment-"the term establishment when used in this act shall 

mean any place within this Commonwealth where work is done for compen
sation of any sort to whomever payable." Exceptions: Nurses in hospitals, 
work in private homes, farming, canning of fruit and vegetable products . 

Factory, mill, warehouse, workshop, quarry, clothing, dressmaking or mil
linery establishment, or any place where the manufacture of any kind of goods 
is carried on, or where any goods are prepared for manufacturing, or any 
laundry, store, shop, or other mercantile establishment, or any office or 
restaurant, theater, concert hall, music ball, hotel, or operating an elevator, 
or on street car or electric railways. Exceptions: Preserving and shipping 
perishable goods in fruit and vegetable canning or fruit-packing establish
ments. 

Any occupation may be regulated by the Industrial Welfare Commission . 
Factory or workshop, or any manufacturing, mercantile, or mechanical estab

lishment, telegraph office, or telephone exchange, or any express or transpor
tation company, or any laundry, hotel, manicuring or hairdressing estab
lishment, motion-picture theater, or any elevator operator or a switchboard 
operator in a private exchange. 

In all these States the laws, either by definite enumeration or by 
broad statement, include most of the nonprofessional occupations, 
outside domestic service, in which women workers are found. Rhode 
Island's percentage undoubtedly is brought up by the fact that manu
facturing and mechanical industries assume relatively more impor- · 
tance in that ·-State than in most of the others. 

The States in which the smallest proportions of women come under 
the hour laws are South Carolina and Arkansas. In South Carolina 
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22 EFFECTS OF LABOR LEGISLATION 

this is accounted for by the fact that the hours of women specifically 
are regulated only in mercantile establishments. Arkansas stands 
next to South Carolina, with less than one-tenth_ of the gainfully 
occupied women coming under the law, in spite of the fact that 
hours are regulated in all manufacturing and mechanical establish
ments except cotton mills and canneries, in mercantile establishments, 
laundries, and transportation companies. Except for its .cotton mills 
Arkansas has few important industries, and a large proportion of 
the workers of the State are engaged in agricul~ural pursuits. 

In only one of the 8-hour States-Utah-were more than one
half of the gainfully employed women covered by the law. On 
the whole, larger proportions of women· were included_ in the la\ys 
of the 9-hour States. Three of the five States with the highest 
proportions of their gainfully occupied women covered by. hour 
legislation had 9-hour laws. · · · · ·· · . · 

In 17 States there are effective laws that prohibit the employment 
of women at night. 11 In all these but Indiana there are hour laws 
as well, and in seven the scope of the· night-work law is identical 
with or practically as broad as that of the hour law. · OIl' the other 
hand, in a few States the night-work law covers only a . very limited 
group, as in Ohio, where the prohibition applies only to ticket sellers, 
and in Washington, where it applies only to elevator operators. 

HOURS 

With this great mass of women in gainful occupations whose _wm;k 
is regulated to a greater or less extent by the· various State laws, 
the question naturally arises regarding their actual · standards of 
hours and wages. The answer to this question, as to those about types 
of occupation is that there is no one standard of hours or wages 
for women. These vary greatly with locality .and occupation and 
there are few figures that give any adequate idea of the extent of 
the variations. However, there have been collecte_d data. on hours 
and earnings sufficient to illustratB briefly the general status of this 
group in such respects. : 

Since the Women's Bureau was organized Un HHS) it has been 
collecting material concerning the working conditions of employed 
women. These studies have concerned themselves with the wages 
and working hours of women in industry as well as with the physical 
surroundings of their work. In order to pre·sent a .general picture 
of the prevailing working hours for women in industry. the data 
secured in the course of the Women's Bureau surveys · have been 
assembled in the tables following, showing daily and weekly sched
uled hours for more than 200,000 women in more thah 2,500 es
tablishments. This information was secured through comprehensive 
studies of women in all branches of industry in 18 States and through 
more limited studies of women in the candy industry in Chicago, 
St. Louis, and Philadelphia . . Though the data originally were secured 
over a period of several years, many of the figures were brought up 

• to date in 1922 and the rest were collected subsequently. The 

~ New Jersey also has a night-work prohibition that covers the women regulated by the 
hour law. The night-work law, however, contains no provision for enforcement and 
therefore is not eff'ective. 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



INTRODUCTION 23 

women included in these tables do not constitute the entire group 
of women employed in the industries of the States studied. They are 
representative, however, of the general conditions throughout their 
respective localities and the States that hFe been surveyed by the 
bureau are representative of different degrees o:f industrialization 
and of different sections of the country. The East, the Middle vVest, 
and the South have been sampled in these studies, and their scope 
is sufficient to give a picture of women's working hours as they 
exist in this country. 
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TABLE 3.-Scheduled daily hours for women workers, by locality (from Women's Bureau surveys) 

Number of establishments and number of women whose scheduled daily hours were-

Number reported 
8 and under Over 8 and under 9 9 Over 9 and under 10 10 

Locality 
Women Women Women Women Women Women 

Estab- Estab- Estab- Estab- E stab- Estab-
lish- lish- lish- lish- lish- lish-

ments Num- Per ments Num- Per ments Num- Per men ts Num- Per ments Num- P er ments Num- Per 
ber cent ber cent ber cent ber cent ber cent ber cent 

---~,~ --- - - ----- - - ------- - - --
All localities ____ ___ 12,599 233,316 48, 70Q 20.9 525 56,443 24. 2 953 70,638 30. 3 253 20,256 8. 7 339 31, 798 13. 6 

Total of 1922 fig-ures ___ ___ ___ ____ 11,707 162, 662 100 360 32,338 19.9 363 36,990 22. 7 634 55, 571 34. 2 145 12,062 7. 4 222 22,906 14. 1 

Alabama, 1922 ____ _______ 85 4, 220 100 12 327 7. 7 18 771 18. 3 22 477 11. 3 5 531 12. 6 21 1,705 40. 4 
Arkansas, 1922 __ ____ ___ __ 79 1,773 100 10 72 4.1 14 776 43. 8 50 838 47. 3 1 10 . 6 2 15 . 8 
Georgia, 1922 ___ _____ ____ 75 7,433 100 4 244 3. 3 12 770 10.4 13 336 4. 5 14 1,334 17. 9 13 2,535 34. 1 
Indiana, 1922 _____ ____ ___ 79 8, 785 100 8 556 6. 3 5 833 9. 5 36 5,327 60. 6 12 721 8. 2 17 1,238 14. 1 
Iowa, 1922 _____________ __ 150 7, 878 100 36 2,903 36. 8 26 949 12. 0 65 2,899 36. 8 12 600 7. 6 11 527 6. 7 
Kentucky, 1922 ____ __ ____ 107 8, 399 100 17 1, 32_4 15. 8 17 908 10.8 32 2,590 30. 8 10 1, 067 12. 7 31 2,510 29. 9 
Maryland, 1922 ___ __ ___ __ 118 11,148 100 33 3,738 33.5 26 2,292 20. 6 40 4, 002 35. 9 12 731 6.6 7 385 3. 5 
Missouri, 1922 _____ __ __ __ I 138 18, 834 100 21 5,124 27. 2 37 4,174 22. 2 79 9,450 50. 2 2 86 .5 ---- --- ------- --- ---New Jersey, 1922 ____ ___ _ I 300 34,629 100 85 6,593 19.0 105 14, 257 41. 2 69 7, 487 21. 6 38 4,438 12. 8 19 1,854 5. 4 
Ohio, 1922 _____ __ ______ ': _ I 300 30, 464 100 104 9,121 29. 9 47 4,520 14. 8 174 16,582 54.4 4 241 . 8 --- -- - - - - --- -- --- ---Rhode Island, 1922 ____ ___ 52 6,537 100 13 915 14. 0 15 3,672 56. 2 16 1,297 19. 8 6 632 9. 7 2 21 . 3 
South Carolina, 1922. __ __ 98 8,453 100 2 433 5. 1 13 313 3. 7 12 285 3.4 8 297 3. 5 63 7,125 84.3 
Virginia, 1922 _______ _____ 87' · 11,001 100 6 269 2. 4 14 2,026 18. 4 17 2,650 24. 1 14 1,065 9. 7 36 4,991 45. 4 

Chicago, 1922 __ _____ ____ _ 23 2,431 100 7 617 25. 4 8 479 19. 7 8 1,335 54. 9 --- -- -- ------- -- - --- ---- --- - -- ---- --- ---Philadelphia, 1922 __ _____ 16 677 100 2 102 15. 1 6 250 36. 9 1 16 2.4 7 309 45. 6 ------- -- ----- -- ------- - - - - - ------------ --- ----------- -
Delaware, 1924 ____ ___ ___ _ 188 2, 970 100 21 455 15. 3 12 214 7. 2 23 579 19. 5 21 1,439 48. 5 11 281 9. 5 
Illinois, 1924 _________ ___ _ I 388 46,070 100 112 14,293 31.0 96 17,014 36. 9 136 10, 754 23.3 22 1,499 3.3 35 2,510 5. 4 
Mississippi, 1925 __ __ ___ __ 79 2,613 100 4 81 3.1 3 52 2. 0 39 777 29. 7 3 203 7.8 18 564 21. 6 
Oklahoma, 1924 ______ ____ I 121 2,762 100 19 570 20. 6 18 413 15. 0 85 1,779 64.4 -- -- --- -- ---- - ------ ------ - -- -- --- -- --- -Tennessee, 1925 ________ __ I 216 16,239 100 17 963 5. 9 33 1,760 10.8 36 1,178 7.3 62 5,053 31. 1 53 5,537 34. 1 

1 D etails aggregate more than total, because some establishments appear in more than one hour group. 

Over 10 

Women 
Estab-
lish-

ments Num- Per 
ber cent 

------
59 5,481 2. 3 

29 2,795 1. 7 

7 409 9. 7 
2 62 3. 5 

19 2, 214 29. 8 
1 110 1. 3 

-- - ---- - ------ -- - ---
--- ---- -- ----- ---- --
----- -- --- -- -- ------
------- ------- ---- --
------- ------- ------
-- --- -- ------- ---- --
---- --- --- -- -- ------
------- -- ---- - -- ----
------- ---- --- ------
------- ------- -- -- --
-- ----- --- ---- --- ---- - - -----

2 2 . 1 

12 936 35.8 
-- -- --- ------- ----- -

16 1,748 10.8 
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TABLE 4.-Scheduled weekly hours for women workers, by locality (from Women's Bureau wrveys) 

Number of establishments and number of women whose scheduled weekly hours were-
-

Number reported 

Under 48 48 Over 48 and under 50 50 Over 50 and includ- Over 54 ing 54 

Locality 

Women Women Women Women Women Women Women 
Estab- Estab- Estab- Estab- Estab- Estab- Estab-
lish- lish- lish- lish- lish- lish- lish-

ments Num- Per ments Num- Per ments Num- Per ments Num- 1 Pe, ments Num- Per ments Num- Per ments Num- Per 
ber cent ber cent ber cent ber cent ber cent ber cent ber cent 

--------------- ------- -------- - -
All localities _______ 12,608 233,288 100 5'1:l 45,549 19. 5 266 40,933 17. 5 323 30, 870 J 13. 2 454 43,364 18. 6 628 33,189 14. 2 512 39,383 16. 9 

Total of 1922 fig-
12. 8 291 126, 221 ures _____________ 11,707 162,648 100 371 31,743 19. 5 179 23,350 14.4 242 25,544 15. 7 340 34,919 21. 5 338 20, 871 16.1 

------------------- --,-------
Alabama, 1922 ___________ 85 4,220 100 14 443 10. 5 4 83 2. 0 2 8 .2 ------- -- ----- ------ 22 1,018 24. 1 43 2,668 63. 2 
Arkansas, 1922 ___ _____ ___ 79 1,773 100 6 26 1.5 8 354 20.0 6 116 6.5 4 50 2. 8 49 1, 139 64. 2 6 88 5.0 
Georgia, 1922 _________ ___ 75 7,433 100 4 110 1. 5 ----- -· -------- ------ 7 579 7. 8 2 72 LO 18 1,589 21. 4 44 5,083 68.4 
Indiana, 1922 ________ __ __ 79 8,785 100 9 1,038 11.8 1 130 1. 5 12 1,844 21.0 24 3,579 40. 7 14 835 9. 5 19 1,359 15. 5 Iowa, 1922 _____ ___ ____ ___ 150 7,878 100 28 1,195 15. 2 11 982 12. 5 25 2,292 29.1 29 1,279 16. 2 42 1,499 19.0 15 631 8.0 
Kentucky, 1922 __________ 107 8,399 100 10 562 6. 7 10 834 9. 9 13 791 9.4 22 2,355 28. 0 20 1,215 14. 5 32 2,642 31. 5 
Maryland, 1922 ___ ____ ___ 118 11,148 100 39 4,570 41.0 13 1,226 11. 0 13 1,460 13.1 25 2,567 23.0 18 781 7. 0 10 544 4. 9 
Missouri; 1922 ___ _____ ___ 1 138 18,834 100 28 3,210 17.0 15 2,180 11. 6 18 4,847 25. 7 20 4,006 21.3 59 4,591 24.4 -- - ---- -- -- - -- ------New Jersey, 1922 _________ 1 300 34,615 100 113 10,601 30.6 60 8,521 24. 6 43 5,166 14. 9 40 3,908 11. 3 50 5,643 16. 3 12 776 2. 2 
Ohio, 1922 __ __________ ___ 1 300 30,464 100 82 6,948 22.8 26 3,624 11. 9 77 6,751 22. 2 147 12,997 42. 7 2 144 .5 ------- --- ---- ------Rhode Island, 1922 ______ 52 6,537 100 12 420 6.4 12 4,038 61.8 13 540 8.3 8 987 15.1 7 552 8.4 - ------ ------- ------
South Carolina, 1922 _____ 98 8,453 100 3 458 5.4 2 33 .4 2 31 .4 ------- ------ - ------ 17 534 6. 3 74 7,397 87. 5 
Virginia, 1922 __ __________ 87 11,001 100 9 1,314 11. 9 10 950 8. 6 5 560 5.1 14 2, 122 19. 3 13 1,022 9. 3 36 5,033 45.8 

Chicago, 1922 ___________ _ 23 2,431 100 9 722 29. 7 6 374 15. 4 3 338 13. 9 5 997 41.0 ---309- ------- ------- -- - -- -Philadelphia, 1922 __ ___ __ 16 677 100 5 126 18.6 1 21 3.1 3 221 32.6 ------- ------- ----- - 7 45. 6 --- -- -- ------- -- ----
Delaware, 1924 ___________ 197 2,995 100 18 507 16. 9 2 138 4.6 9 256 8. 5 11 324 10.8 41 1,459 48. 7 31 311 10.4 
Illinois, 1924 __________ __ _ 1 388 46,031 100 99 12,033 26.1 57 16,504 35. 9 53 3, 910 8. 5 76 7,362 16. 0 67 3,594 7. 8 47 2,628 5. 7 
Mississippi, 1925 _______ __ 1 79 2,613 100 8 123 4. 7 1 4 .2 1 36 1.4 3 33 1. 3 15 414 15. 8 56 2,003 76. 7 
Oklahoma, 1924 ________ __ 1121 2,762 100 12 164 5.9 14 346 12. 5 7 171 6. 2 5 133 4.8 95 1,948 70. 5 ------- ------- ------Tennessee, 1925 __ ______ __ 1 216 16,239 100 19 979 6.0 13 591 3. 6 11 953 5. 9 19 593 3. 7 72 4,903 30. 2 87 8,220 50. 6 

1 D~tails aggregate more than total, because some establishments appear in more than one hour group. 
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26 EFFECTS OF LABOR LEGISLATION 

These records of the scheduled hours of the women in 18 States 
cover altogether 233,288 women employed in 2,608 plants--: fa?tori~s, 
stores, and laundries. They show, on the whole, great variations m 
standards of hours. Of all the women for whom scheduled hours 
were reported,- only slightly more than one-fifth were on a daily 
schedule of 8 hours or less, but more than a third had weekly sched
ules of 48 hours or less. At the other end of the scale were about one
sixth of the women with scheduled hours of 10 or more daily and 
more than 54 weekly. 

The prevailing standards in the different States varied greatly. 
Eight hours or less was the daily schedule for more than a third of 
the women in Iowa and Maryland and for nearly a third of those in 
Illinois. A weekly schedule of 48 hours or less prevailed for large 
proportions of women in a greater number of States, more than half 
of the women in Maryland, New Jersey, Rhode Island, and Illinois 
having such schedules, and more than a fourth of those in Iowa, Mis
souri, and Ohio. 

At the other end of the scale were the States with considerable 
numbers and proportions of women having long scheduled hours. 
T€n hours a day or longer was the schedule for more than half the 
women in Alabama, Georgia, South Carolina, and Mississippi, and 
for more than a third of those in Virginia and Tennessee; while a 
week of more than 54 hours was scheduled for more than three-fifths 
of the women in Alabama, more than two-thirds of those in Georgia, 
more than three-fourths of those in Mississippi, and nearly nine
tenths of those in South Carolina. 

In six States the length of day reported for the largest number 
of women was 10 hours or more. - '. These States are listed here, 
together with _the proportion of their women surveyed who had a 
schedule of 10 hours a day or longer and· of those who had a weekly 
schedule !onger than 54 hours. 

State ..:; 

Alabama ______________ ____ ______ • ________________________________ _ 
Georgia ______ _____ _________________________________________________ _ 

~f~~~?:;ta ::::::: . · ::::::::::::::::::::::::::::::::::::::::::: Tennessee _________________________________________________________ _ 

Per cent of women whose scheduled 
hours were-

Daily Weekly 

10 . Over 10 Over 54 

40. 4 9. 7 
34.1 2!l. 8 
84. 3 ------------
45. 4 ------------
21. 6 35. 8 
34.1 10. 8 

63.2 
68.4 
87.5 
45.8 
76. 7 
50. 0 

Various factors undoubtedly entered into the situation in deter
mining prevailing hours in different States. State laws limiting 
hours of work in all or part of the industries surveyed have had 
their effect. Furthermore, there seems to be a tendency toward 
uniformity of hour standards in certain industries and the pre
pqnderance of one industry group over others in a State may have 
an important effect in determining the figures for the State as a 
whole. Quoting, on this aspect of the situation from the 1922 study 
of hours made by the Women's Bureau:-
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It is often true that within the State the prevalence of a working day of 
a certain length is due to the fact that one important industry having the 
same policy as to hours for practically all the workers employed therein may 
dominate the situation. The Alabama :figures represent such a condition more 
conspicuously than do those of any other State. The great majority of the 
women in the Alabama survey were on a 10-hour day, working for the most 
part in cotton mills, nearly all of which operated on such a schedule. The 
major ity of the garment workers surveyed in the State had an 8-hour day, while 
the store employees formed a consider able part of the over-8-and-less-than-9-hour 
gr oup. I n Georgia and South Carolina also the textile industry had an over
balancing effect on the hours of women workers. In some States the presence 
of a large group of mercantile workers has heavily weighted one of the shorter
hour groups.0 

Of the States surveyed since that report was written, Tennessee 
also shows similar contrasts among its own industries. Over half 
of all the women surveyed were employed in textile mills, none of 
which reported a daily schedule of less than 9 hours, and practi
cally all the women in the State who were reported to have had a 
working day in excess of 10 hours were working in textile mills. On 
the other hand, almost four-fifths of the women working on a schedule 
shorter than 9 hours were employed either in clothing factories 
or in stores, and none of the stores had regular Monday to Friday 
hours longer than 9 a day. In Mississippi almost half the women 
included in the survey were employed in the manufacture of wooden 
boxes and veneer or of textiles, and these two industries had par
ticularly long hours, four-fifths of the women with a day of 10 
hours or more being employed in such establishments. All the mer
cantile establishments had a 9-hour day. 

From these figures it is apparent that prevailing standards of 
hours for women, depending upon the locality and industry in which 
they are employed; may be reasonable or may be excessive. Taking 
the entire group of women as typifying conditions over a very broad 
field, the essential thing illustrated by their working schedules is th.at 
the hours are not excessive for the majority. In certain industries 
and localities, however, th_e standard observed is far longer than that 
accepted as advisable from the standpoint both of the worker and of 
efficient production. . 

The factors. that have acted to bring about the different standards 
recorded in the various States and industries will be examined in 
greater detail elsewhere in this investigation. Before making such 
an examination, however, it is possible to draw certain general cor
relations between the standards in force in the different localities 
and the legal stap.dards that apply to them. 

RELATION BETWEEN LEGISLATIVE STANDARDS AND SCHEDULED 
HOURS 

The information on hours that has just been presented covers 
States with many different standards regarding the length of the 
working day permitted by law for women. The shortest daily 
limitation is in Missouri, Ohio, and Oklahoma, each of which has 
a comprehensive 9-hour law applying to the majority of women 
working outside the home. In Arkansas a 9-hour law applies to 
most 0£ the industries in the State, excepting ·cotton mills and the 

8 U. S. Department of Labor. Women's Bureau. Standard and scheduled hours of work 
fo r women in industry. Bul. 43, 1925, p. 23. 
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28 EFFECTS OF LABOR LEGISLATION 

handling of fruit and farm products, in which no restrictions are 
placed on the length of the working day or week. 

Ten-hour laws cover the women for whom hour information was 
obtained in Delaware, Illinois, Maryland, Mississippi, New Jersey, 
Rhode I sland, Virginia, and Philadelphia (Pa.). In South Carolina 
the 10-hour rule applies only to the cotton mills. In Georgia, though 
the terms of the law aini to establish a 10-hour standard in textile 
mills, the provision that permits an employer to run his plant more 
than 10 hours a day as long as his total number of· hours for the 
week does not exceed 60 might readily destroy the effect of the daily 
limitation. The industries of Tennessee are covered by a 10½
hour law. 

The only women in this study to whom a 12-hour limit applies are 
those in mercantile establishments in South Carolina. In Alabama, 
Indiana, and Iowa there is no restriction of the length of the work
ing day, while in the cotton mills of Arkansas and in all industries 
except cotton manufacturing and stores in South Carolina an employer 
may require women workers to put in as long a day as he desires. 

TABLE 5.-Legal s'twndara and schedule.a daily hou,rs for women workers ( from 
W ornen' s Bureau, surveys) 

I 

Number of women whose scheduled daily hours were-
Per Per Num- I 
cent cent ber of with 

Legal standard worn- Over Over Over hours with 
Un- 8 9 10 hours en re- der 8 and 9 and 10 and 11 Over shorter of8 ported 8 under under under 11 than or less 

9 JO 11 law 

- - ------- - --
Total_-------------- 233,316 8,723 39,977 56,444 70,638 20,136 31,917 3,537 1,835 109 ------- ------

9 hours ____________________ 
53,768 1,266 13,618 9,883 28,649 337 15 ------ ------ ----- 46.1 'J:l. 7 

10 hours ___________________ 138,105 7,028 21,359 41,165 31,518 11,491 22,468 1,647 1,361 68 81, 5 · 20.6 
10½ hours _____ : _________ __ 16,239 312 651 1,760 1,178 4, 933 5, 6JJ7 1, 748 ------ ----- 8.9.2 5.9 12 hoprs ________ . _____ ______ 449 ------ ------ 255 194 ------- ------ ------ ------ ----- 100.0 ------
No limitation of dally hours ___________________ 24,755 117 4,349 3,381 9,099 3,375 3,777 142 474 41 ------- 18.0 

Comparison of the legal hours and the daily hours actually found 
in industry shows that employers in general were considerably in 
advance of the standards set by law. For instan,ce, almost one-half 
( 46.1 per cent) of the women working under the limitation of a 
9-hour law had an actual scheduled day shorter than 9 hours. Of 
those who were working in States .with a 10-hour law, somewhat 
more than four-fifths actually were employed in plants where the 
regular working day was less than 10 hours. Practically all the 
women working under a 10½-hour law had a scheduled working 
day shorter than that. The only women to whom a 12-hour law 
applied were the mercantile workers in South Carolina, and none of 
those reported in the State had a daily schedule longer than 19 hours, 
though the Saturday schedule was in some instances as long as 12 
hours. In this State it is possible that the existence of a 10-hour law 
applying to the leading industry of the State (textiles) has had an 
effect upon standards, throughout the other industries. 

For a little over 10 per cen~ of the women for whom reports were 
returned there was no legal limitation of working hours. In spite 
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of this fact, 18 per cent had a scheduled day of - 8 hours or less 
and 68.5 per cent worked regularly 9 hours or less in a day. But 
where no legal limitation existed some plants were run excessively 
long hours. Of the women working under these conditions, 15.3 per 
cent had a 10-hour day and 2.7 per cent were expected to remain on 
the job longer than this. 

WAGES 

Even more significant of the status of women in industry are the 
wage standards that prevail for them. It is an undisputed fact that 
women, on the whole, are in the low-wage groups in industry, but the 
real implications of this situation a.re not evident until the actual 
amount of the wage is known. 

In 14 of the State surveys made by the Women's Bureau figures 
on women's wages have been collected and the returns from these 
surveys have been assembled in the accompanying table, showing 
median earnings for a week's work for over 145,000 women. In each 
case half _the women reported earned less than the amount given 
and half· earned more. 

TABLE 6.-MedAa,n, of the week's earnings of women reported in Wo1nen's Bureau 
surveys, by State 

State 

Georgia _______________________________________________ _ 
Kansas _____ ___ _______________ __ ___ _______ ___ ____ .- ____ _ 
Rhode Island ___________ ________ ___ ____ ____ ____ _______ _ 
Kentucky __ ___ _________ _____ ______ ___ ____ ___ _________ _ 
South Carolina _____________ -" ________ __ ___ __ ____ ____ _ _ 
Alabama. ________ __ ___ __ ___ _____ ______________ _____ __ _ 

M~:~~::::: = = = == = = = = = = = == == = = = = = = = = = = =- -= = = = = = = = = == = New Jersey _________ _____ __ __ ___ _____ ______ ____ ____ ___ _ 
Ohio __ __ ___ ___________________________________________ _ 
Dela ware _____ ______ _______________ ______ _______ ____ __ _ 

~~~!~~;~i- ---------------------- ---- -- ---------------Tennessee ____ ___ ._. ___ _____ _ . ______ . ______ _______ ___ _ _ 

Date 
of 

survey 

1020 
1920 
1920 
1921 

.. 1921 
1922 , 
19~ 
1922 
1922 
1922 
1924 
1924 
1925 
1925 

Number of women Median of the week's 
reported earnings 

White Negro White Negro 

6,666 1,554 
4,138 ---- - -----
7, 780 ----------
7, 426 1,253 
8,595 611 
4,~ 757 
1,793 296 

15,364 1,536 
34,655 ----------
30, 568 ----------

2, 995 ----- -- - --
3, 452 63 
2,136 535 

14,642 1,401 

$12. 95 $6. 65 
11. 95 ----- -- ---
16. 85 ----------
10. 75 8.35 
9.50 5.80 

. 8.~. ~-P5 
11.60 , 8.8,5 . 
12. 65 6.00 
14. 95 ----------
13. 80 ----- - ----
11. 05 ----------
13. 00 8. 20 
8.60 5. 75 

11.10 6.95 

The basic figures are the actual week's earnings for a sample 
week of women employed in factories, stores, and laundries, and in 
some cases workers in telephone exchanges as well. The material 
has been gathered at different. dates in_ the years from 1920 to 1925. 
Obviously, the changes in prices and wage levels that have taken 

• place within that time make it unsound to attempt to compare the 
wage standards of women workers between localities on the basis 
of the figures in this table. The figures show accurately enough, 
however, .prevailing wage standards for women in a number of differ
ent localities for comparatively recent dates. Nine, ten, and eleven 
dollar median earnings for the women in a State illustrate graphi
cally the low wages that prevail for many thousands of women in all 
sections of the country. 

The wage rates and earnings of women become even more signifi
cant when they are compared with similar figures for men. There 

110179-28--4 
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30 EFFECTS OF LABOR LEGISLATION 

is probably no clearer illustration of the difference in status of men 
and women in industry than that afforded by figures comparing 
what the two sexes get out of their work in terms of dollars and cents. 
Unfortunately, the amount of comparable information along these 
lines is not great. The reports of the Women's Bureau have con
cerned themselves only with the earnings of women and it is not 
possible to obtain from its studies any comparisons of the earnings 
of men and women. In New York State, however, the department 
of · labor • has been gathering reports from representative industries 
showing the earnings of men and women each month since June, 
1923. These figures are published in monthly bulletins issued by 
that -department and a special bulletin comparing the earnings of 
the two groups through June, 1925, gives comparisons that may be 
accepted as typical of a large proportion of wage-earning men and 
women. · 

The table following presents a summary of the average weekly 
earnings of men and women for four years, as reported in the bulle. 
tins of the New York State Department of Labor. · 

TABLE 7.-.Average week'lly earnings of men alnd women in represoota.t<ive indus
tries of New York State, 1923 to 1926 1 

Average weekly earnings in industry specified in June-

' 
Industry 1923 1924 1925 1926 

•:• 

Men Women Men Women Men Women Men Women 
----- - ---- - - - -, 

TotaL· _________________________ $31.32 $17. 20 $30. 51 $16. 70 $31. 28 .$17. 23 $32. 47 $17. 41 

Stone, clay, and glass ________________ 31. 62 14. 54 32.45 14.16 31.89 12. 65 33. 54 15. 68 
Metals and machinery 2 ______________ 31. 43 16. 05 29.89 16. 31 30.84 16. 57 82. 27 17.17 Wood manufactures __________________ 28. 29 14. 20 28. 39 14. 56 . 28. 59 14. 92 30.19 15. 81 
Furs, leather, and rubber goods ______ 28. 98 16. 69 27. 58 15. 27 29.04 16. 99 29. 68 17. 22 
Chemicals, oils, .paints, etc ___________ 30.68 16. 41 30. 97 16. 28 31. 32 16. 59 32. 06 17.10 Pulp and paper ______________________ 28. 61 14.14 26. 92 13. 73 27. 66 13. 99 28. 69 14. 92 
Printing and paper goods ____ .. - _____ 36. 82 17. 20 38.02 17. 81 38.05 18. 26 40. 67 18. 45 Textiles. _____________________________ 26. 70 15. 58 24. 82 14.40 26. 16 15.19 26. 20 15.00 
Clo.thing and millinery a ________ _____ 33. 71 18. 65 31. 64 18.08 32. 81 18. 46 33.42 18. 72 
Food and tobacco'------------------- 29. 70 15.16 30. 31 15. 34 31.04 15. 60 31. 78 15. 61 
Water, light, and power ______________ 33.46 (6) 33. 25 (6) 34.00 (5) 34.54 (5) 

NOTE.-In the Industrial Bulletin it is stated that figures for 1926 include 33 per cent of the men and 27 
per cent of the women factory workers of the State. 

1 Figures taken from Special Bulletin No. 143 of New York State Department or Labor, Employment 
and earnings of men and women in New York State factories, 1923-1925, pp. 169-171, and from the Industrial 
Bulletin of New York State Industrial Commission, July, 1926, vol. 5, No. 10, p. 284. 

2 The 1926 figures include conveyances. 
• The 1926 figures include laundering, etc. 
' The 1926 figures include beverages. 
a Not computed, because too few firms report material separately for men and women. 

Considering either the figures for all industries or those for each 
industry separately there is a marked difference between the average 
weekly earnings of the women and those of the men. In June of 
each year the average weekly earnings of the men for all industries 
were more than 80 per cent higher than the average weekly earnings 
of the women. In some industries the earnings of the men were 
more than double those of the women. 

• 
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In commenting on this difference in the earnings of men and 
women factory workers, the special bulletin on the subject says : 7 

The reasons for this difference are most important and subject to much 
controversy and little evidence. One thing can be disposed of early. In almost 
every industry women are engaged in different occupations from those per
formed by men. The question is not, however, whether women are doing as 
heavy or as skillful work as men but whether difference in skill alone justifies 
a return only about half as great a s that paid the men. 

There is little evidence for deciding what are the reasons for the lower earn
ings of women. A few facts, however, stand out. Women receive the highest 
earnings in industries where they ai·e organized, like clothing and publishing. 
They receive the lowes t wages: in industries located in small towns or in one
industry centers where the cost of living is lower and the possible alternative 
jobs are fewer. 

There are no women in the highest paid industries for men, again excluding 
the clothing manufacturers. This might be explained on the ground that women 
can not do the work requiring the greatest strength and skill, or tha t they 
are not admitted to the highest paid jobs, or that their limited bargaining power 
tends to pull down the earnings of men in the occupations where women are 
concentrated. In partial support of this last theory is the fact that men's 
earnings tend to be lower in the textiles where. the largest number of women 
are found. Here again, however , it might be urged that the occupations of 
men in these industries are th~ explanation. All these reasons are partly t rue. 
The essential thing to point out is that no single explanation is enough. 

The same study 8 makes a comparison of the effect of seasonal 
employment on men and women workers and some of these conclu
sions are pertinent in discussing the wage status of the two sexes. 

This study shows that women are much more likely to feel the effects of 
seasonal employment than men. In the type of seasonal industry where the 
whole force is subject to irregular employment, as in the clothing trades, women 
tend to get more of it than do the men. In the other type of seasonal work, 
like the candy factories, where a steady force is maintained throughout the 
year and extra workers hired for the peak of the busy season, these extrtt 
workers are almost entirely women. The chief exception is surprisingly enough 
in the canneries where the temporary forces include a large number of men 
and boys. 

Pay rolls show, even more than employment, the irregularity to which women 
workers are subject. The difference in earnings from dull to busy season is 
much greater for women than for men. Studies of overtime and part-time work 
made by the State department of labor indicate that overtime work among 
women is slight.0 The range of! variation, therefore, must be due to lost time 
and can not be accounted for as extra earnings for overtime work. 

In addition is the fact that so large a pai·t of the total employment for 
women in factories is in the highly seasonal industries. Clothing, textiles, ancl 
food are all seasonal and all employers of women's labor. Metals, chemicals, 
and wood are man-employing industries and are not subject to seasonal influ
ences. The large assortment of miscellaneous industries making ·small article3 
like hair goods, wooden novelties, sample cards, etc., all employ large numbers 
of women and all are subject not only to sharp seasonal movements but also to 
violent changes in fashion. 

Though similar information is not available for other States, 
there is no reason to suppose that the differences in the wage basis 
for men and for women in industries are peculiar to New York. 
That women can be hired more cheaply than men is almost a truism 
in practically every occupation where the two sexes are in competi
tion, and since the first entry of women into industry their willing
ness to workr for a wage lower than men's has been an important 

7 New York. Department of Labor. Special Bulletin No. 143, p. 21. 
s Ibid. , pp. 18-19. 
0 New York. Department of L abor. Industrial Bulletin, October, 1924, p. 14. 
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32 EFFECTS OF LABOR LEGISLATION 

determining £actor in their opportunity and in the attitude toward 
them of men workers and of employers. 

The fundamental importance of this different standard of wages 
for men and for women can not be overestimated. Many attempts 
have been made to equalize this standard through l~gislation, through 
organization, .and through education, but these efforts have not had 
great success. That women are cheaper than men and that they 
should be cheaper is the prevailing attitude to-day as it has been for 
generations. The effect this has had . on women's opportunity is dis
cussed in greater detail in the body of this report. It can not, how
ever, be relegated to one section, as one distinct effect. Instead, it 
must be carried as a motif through the entire study. It is the one 
universal influence that plays its part in every phase of women's 
opportunity. 
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CHAPTER 11.-THE INVESTIGATION 

The problem outlined-Method and scope of the investigation-Conclusions 

THE PROBLEM OUTLINED 

Laws limiting hours of work apply to about one-third of the eight 
and a half million women who are gainfully occupied in the United 
States, and laws limiting or prohibiting night work are an additional 
regulation applying to slightly more than two-fifths of those whose 
hours are restricted. Laws prohibiting certain occupations are in 
force for very small numbers of women, while laws requiring cer
tain working conditions and sanitary facilities for women are more 
general in their application. The women to whom these laws apply 
are engaged in many forms of activity throughout the United States, 
and it has been the object of this study to discover what effects such 
legislative regulations ha.ve had on their opportunities and con
ditions of employment. 

0n the face of it this subject gives no evidence of the countless 
qualifications and limitations that must be made before any con
clusjons can be reached. Women's position in wage-earning pursuits 
to-day is the result of generations of necessities, prejudices, and 
experiences. An adequate study of the effects of any one thing on 
this position must cover a very broad field and include a great variety 
of · other factors that also, in one way or another, may have been 
influential. The subjects for study and measurement are both in
tangible and inconstant, and they must be considered for historical, 

. actual, and potential values. 
The vast number of women who are employed; the great variety 

-of their occupations; the conditions under which they work, vary
ing with locality, with industry, and even with individual establish
ment; the changes and developments in their opportunities that have 
been coincident with the enactment of legislation and with many 
other occurrences as well ; legislative enactments of all kinds and 
descriptions, applying here to one group of women and there to 
another; the almost infinite range of the possible results of such 
legislation, which results may be similar to those due to other in
fluences-these are only some of the qualifications inherent in the 
subject reported upon in the following pages of this volume. 

With such complications, the difficulties of outlining and carrying 
out a satisfactory investigation were enormous. Perhaps the chief 
problem grew out of the subject itself-the legislation that was 
under discussion. . 

Legislation regulating employment of women in industry has been 
-enacted in every State of the Union except Florida. The laws differ 
widely in extent, in requirements, and in application. Their pos
sible effects are almost countless and can not be measured completely 
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34 EFFECTS OF LABOR LEGISL ATION 

at any one time nor in any one aspect. In some cases the results 
may be progressive, becoming more important and more t angible 
as the years go by. In other cases certain results may immediately 
follow the enactment of ~ law but may be modified or offset by 
subsequent developments. 

The first delimitation of the subject was, therefore, the type of 
effect that was to be looked for. The most obvious result of legisla
tion, and the one permitting of the most exact measurement, prob
ably is the establishment of the standard stipulated by the law, with 
the social benefits resulting from such improved standard. For 
example, so far as a law limiting women's hours to 48 a week estab
lishes this standard in the industries of -a State, its effects are not 
kept within the confines of these industries. Instead, they will be 
reflected in community and social standards. Better health, larger 
opportunities for education and recreation, a keener civic responsi
bility may be part of the law's result. These would have a definite 
and pronounced effect on women, but because so much material 
already had been gathered along these lines, and also because this 
aspect of the situat10n was not under dispute, they were not included 
within the plan of study. 

Another result that might follow legislative enactment is a slack
ening or a stimulation of industry. Some opponents of legislation 
hold that one of its effects is so to hamper industry as to cause shut
downs, underemployment, and general " hard times "; on the other 
hand, its advocates hold that the enforcement of fair standards 
through legislation · eliminates the competition of establishments 
having low standards and stimulates more efficient methods of man
agement. Either of these two situations is sure to have an almost 
immediate effect on women's employment. An adequate examina
tion of such factors, however, would involve business and commercial 
studies for which the ,v omen's Bureau is not equipped. It was 
decided, therefore, that the immediate relationship between legis
lation and industrial prosperity should not be included in the • 
investigation. 
· A third possible result of legislation applying to women only 

might be a curtailment of · their opportunity through substitution of 
men when it was desired to have conditions of employment other 
than those required by la,w for women. This was the subject to 
which the investigat ion finally was limited. In other words, the 
study undertaken was the effects of legislation on women as reflected 
in terms of their immediate opportunities for employment in 
industry. 

METHODS OF MEASUREMENT 

Any adequate measurement of the effects of special legislation for 
women would have to show first what changes in working conditions 
and opportunities for employment accompanied or followed the 
enactment of such legislation. These changes then must be thor
oughly examined to make sure that they are not a result of other 
industrial developments that were coincident with or that followed 
the legislation in question. The method of measurement adopted 
for the main sections of the investigation was to study the conditions 
of women 's employment before and after certain laws went into 
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effect and to compare present conditions in States that were regulated 
by law with conditions in States that were not so regulated, In 
accordance with this plan, for each industry or occupation studied 
detailed information was secured from a number of establishments 
in at least two States; one State having considerable legislation for 
women and the other ·State having little or none. The information 
secured included a detailed description of the conditions in each 
establishment, showing production methods, employment policies, 
labor supply, and vocational training. Any of these factors -might 
influence women's employment and be as responsible as labor legisla
tion for a difference in women's status. 

METHOD OF INVESTIGATION 

It was necessary, of course, to adopt the sampling process in order 
to secure material that would illustrate the subject adequately. In 
selecting these samples the policy followed was to take certain indus
tries that, in regard to numbers and proportions of women employed" 
increases or decreases in such numben:; and proportions, extent ot 
organization, type of work done, amount of skill required, and oppor
tunity for competition with men, were typical of different conditions 
of women's employment. 

Five manufacturing industries-boots and shoes, hosiery, paper 
boxes, electrical products (including apparatus and · supplies), and · 
clothing-were selected as typifying representative conditions of 
women's employment in industry. It was felt that detailed study'of 
the employment policies for women in these five industries would 
furnish adequate samples of the general influences that have played 
.a part in determining women's position in in~ustrial pursuits. To 
get a more general view of the specific limitations that might be 
imposed on women's work in industry by the operation of laws limit
ing their daily and weekly hours of work or limiting or prohibiting 
their employment at night, there was planned also a survey · of pos
sible opportunities for women in industries operating longer than 
the hours permitted by law for women or operating at night. In 
States where there was no legal limitation of women's hours, the 
extent of women's employment under the conditions prohibited _ in 
other States was studied; ·and in States where such limit.ations 
existed, employers were interviewed to discover what would be the 
possibilities for the increased employment of women if the legal 
restrictions were not in effect. 

In addition to the information concerning women employed in 
general manufacturing processes, . data were collected regarding 

· women's employment in stores and as waitresses in restaurants, as 
such occupations represent important fields of work for women. 
Other .special lines of employment studied as illustrating problems 
more concrete and individual than those of the larger industrial 
groups were the work of women as core makers, street-car conductors 
and ticket agents, elevator operators, and pharmacists, in printing 
establishments, and in the metal trades. For these groups the effects 
of any legislation regulating the employment of women were sought,. 
as it was not possible to foresee which laws might have been most 
significant in each case; but the focus was on the legal regulation of 
hours-daily, weekly, _and at night. 
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For the laws that prohibit women's employment in specific occu
pations a different method of investigation was planned. The 
occupations selected for examination in connection with these laws 
were buffing, polishing, and grinding, electr,ic and acetylene welding, 
gas and electric meter reading, and taxicab driving, each of which 
was prohibited for women in one or more States. The method fol
lowed was to seek women employed in these occupations where no 
·prohibition e~isted, and, through personal interviews with them and 
with their employers, to get a record o:f conditions of employment 
:ant:L personal experience that would constitute a basis of judgment 
as to whether or not prohibition· of such ,employment in othe,r places 
bad been a real handicap to women. 

Preliminary to the entire ,investigation, in order to have complete 
information regarding the . dates upon which the various laws be
-came effectiv-e:, there was prepared a chrono-logical account of labor 
legislation for women in the various States. To throw further 
light on the developments and changes in the laws, a special study 
was made of the history of labor legislat,ion for women in three 
·States-California,. MaSisachusetts, and New York. This history 
:shows the different :forces that reacted to bring about or to prevent 
the enactment of labor legislation for women, and it is of the great
,est importance in understanding and interpreting the effects of the 
legislation under ,investigation. It appears in a succeeding volume 

.:of this report, as· does the chronological account of the laws in each 
:State that was used as the background for the entire study. 

This was an extensive program, and, as the staff and appropria
·tion of the Women's Bureau were limited, it was essential that the 
waste motion in carrying out the ,study should be as little as possible. 
Because the find,ings of the investigation were awaited eagerly by 
:many groups of persons interested in legislative policies, it was 
important to gather the material and publish the report with as 
little delay as possible, but for the same reason it was even more 
important that the metho~ followed should not be open to challe:r;ige. 
'To establish a satisfactory method in as short a time as poss,ible, it 
was decided to conduct for one month an experimental study in two 
States, to compile and analyze the results, and from this experience 
to make such changes as seemed advisable for the remainder of the 
·survey. This experimental study proved to be of the greatest value. 
·n demonstrated within a few weeks that the focus of the investi
gation . as or,iginally outlined was not practical, and the consequent 
,changes made, in the type of information required and in schedule 
·forms, saved months of what would have been useless effort if the 
•original method had been continued. 

The experimental study set up as the unit of measurement of 
,differences in status and opportunity for women in industry the 
·numerical and proportjonal distribution of men and women· in the 
-various occupations in individual establishments. As a unit of meas
urement of the changes that had taken place in women's employment 
,over a period of years, this numerical and proportional distribution 
was required for certain significant years. In addition to this infor
·ination, in each establishment an interview with the employer was 
to furnish information as to the prevailing conditions of employment 
.and methods of manufacture and any changes that had taken place 
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that might explain employment fluctuations at various times or the 
current conditions indicated by the occupational figures. 

A month's effort on the part of four investigators in two States 
showed that it was not possible to get adequate detailed occupational 
figures, either for current conditions or for past years. During this 
experimental study records were made for 56 establishments. In 
only 36 of these plants could any records be secured concerning the 
occupations of the men and women employed, and in all but 1 or 2 
of the 36 the employment figures supposed to indicate occupations 
gave merely the departments in which the men or women were 
working. In a few large plants these departments were so subdivided 
that it was possible to get a general idea of the occupations carried 
on. In other plants, however, there were listed only a few depart
ments, each of them including a great number of occupations. It 
would be possible for investigators, through the cooperation of the 
managers, who in most cases were very helpful in making informa
tion available, to go through a number of plants and to list the actual 
job of each man and each woman, or to get such information from 
the foremen of the various sections. Such a method, however, would 
be most time-consuming and could not have been adopted for the 
type of survey that was being undertaken. 

When it came to securing occupational records for other years it 
was found that this was practically out of the question. In only 
19 of the 56 plants was it possible to get back records that seemed 
significant in any way. In one or two cases records of employment 
in former years, by department, were available, but these cases were 
so rare as to be of almost no value. In not one plant did the records 
of employment in past years give any adequate idea of fluctuations 
in actual occupational opportunj_ty for women. In a few cases it 
could be ascertained, in a general way, what changes in the propor
tion of women employed had taken place during certain years, but 
it was not possible from any employment records secured to learn 
the details of these changes nor to verify the statements made by 
managers and superintendents. 

For these reasons it was decided to abandon the attempt to .secure 
statistical data showing changes in the status of women's occupa
tional opportunity, and instead to use statements of managers and 
superintendents as to the/ast developments of women's employment,. 
the current situation, an the factors that had influenced them. If 
an unusual employment situation was found to exist in any estab
lishment, or if a significant change in employment had taken place 
at some time past, attempt was to be made to get occupational data . 
in illustration; but, with this exception, the focus of attention was: 
changed, after the preliminary investigation, from statistical data 
supplemented by the interview to the interview supplemented by 
statistical data. 

In line with this change in focus came a corresponding change in 
type of schedule used to collect the information. The original 
schedule was a mimeographed set of forms, asking specific questions· 
and giving specific places for the answers. This type of schedule
had been used for many Women's Bureau surveys. The preliminary 
investigation disclosed, however, that a ·more flexible form was neces
sary, as no schedule could be devised that would provide for all the 
possible significant features to be recorded, a.nd no two plants would 
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off er exactly the same type of information as affecting any one aspect 
of women's employment. New schedules were evolved; therefore, to 
meet the need for greater fl.exibility and easier emphasis of the 
various data, while at the same time prese_nt ing an outline by the 
use of which the data secured would be sufficiently objective to be 
permissible of compilation and mass treatment. The mimeographed 
forms were abandoned, and instead a detailed outline of the subjects 
about which information was to be gathered was given to each 
agent, with ,careful instructions as to the scope of the information 
desired ·under each heading. In reporting the interview · each sub
ject was to be treated on a separate page and as fully as the cir
cumstances required. The type and amount of information secured 
varied greatly, of course, with each establishment, but the general 
framework was the same, not only for the establishments within an 
jndustry but for the various industries. 

This form of schedule was used for the detailed comparative study 
of women's employment in five industries. For other sections of 
the investigation, more limited in scope, a less elastic schedule was 
used. For example, to get inform~tion as to the effects of the pro
hibition of night work for women in industry, a short s,chedule was 
provided on which to record figures of the employment of men and 
women by day and of men by night, the occupations performed by 
women .in the . daytime and carried on at night by men, the posi
tions that would be open to women if it were not for the night-work 
prohibition, and the general attitude of the employer toward night 
work for women. A similar schedule was used for plants in which 
men's hours were longer than the legal hours for women. 

Another part of the investigation, fully as important as the de
tailed examination of the industrial- employment of women, was the 
securing, thr'ough interviews with working women themselves, of 

, accounts of how legislation had affected them personally. With the 
exception of a group of women who were employed in occupations 
or under conditions prohibited in other States by law, interviews 
have not been used unless the women were em ployed when some 
legislation went into effect. In this section of the investigation an 
especially determined attempt was made to keep the material objec
tive and to record no general opinions as to approval or disapproval 
of the laws in question. This policy materially limited the group 
of ,women who could be interviewed, as in many States the only 
important laws had been passed so long ago that few women could 
be located whose work history went back so far. Nevertheless, a 

· considerable number of women were found who could give direct 
testimony of the effects on their opportunities of specific labor laws, 
and this testimony has thrown much light on certain aspects of 
legislation. 

The foregoing account gives only a part of the outstanding illus
trations of method in the conduct of this investigation. For a sub
ject as many-sided as the one under discussion no one method can 
be used consistently for all aspects of the problem; instead, different 
means must be devised to meet different conditions. Most of the 
material collected was secured through personal interviews, but when 
distance and time and expense, prevented any other method, ques
tionnaires were resorted to; when figures •could not be secured, state
ments were recorded. Whichever method was used, however, objec-
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tive information was required so that it would be possible to draw 
deductions from the data obtained. To make, the requirements 
flexible enough to get the essential facts and yet not so flexible that 
the facts could not be handled was the chief problem. The next most 
serious problem was that of getting frank interviews with workers 
when many of these interviews had to be held in the factory, some
times in the presence of the employer or the employer's representa
tive. Often it was necessary to hold the interview in this' way because 
of the difficulty in locating the worker after working hours, though 
enough interviews were made in the homes to serve as a check upon 
those made under less favorable conditions in the place of employ
ment. Most of these interviews, however, ,,·ere held for the purpose 
of discovering what had happened 6 or 8 or 10 years before. and the 
information did not apply, except in cases of employment in occupa
tions prohibited in other States, to the occupation in which the 
woman interviewed was then engaged. It is felt, therefore, that the 
data secured may be considered reliable. 

The schedules used in the investigation, together ·with the instruc
tions to the investigat-Ors, are given in Appendix D of this report 
(pp. 483 to 495). A more detailed description of the method fol
lowed is given in connection with each section of the study. 

As the information gathered for an industry was completed, com
pilation of the material was started immediately, so that certain 
checks might be made on method and ambiguous returns might be 
corrected. In compiling this material, which was not so extensive a 
to fall easily into statistical tabulation and yet was too voluminous 
to be handled individually, the chief effort has been to guard against 
the influence of individual sympathies and points of view. It can 
not be denied that in any study conducted through the means of 
personal interviews there is a strong possibility of the individual 
opinion of the person interviewed or of the interviewer influencing 
what may eventually come to be regarded as facts. This was recog
nized from the beginning as a possible danger and was guarded 
against, as has been pointed out. by making outlines and schedules 
as objective as possible. In the compilation of he material a fur
ther check was given by having the data co'ded and compiled by 
trained statistical clerks, who handled each schedule on its merits as 
a presentation of certain facts. These compilations then were turned 
hack to the agents who had made the investigation, for detailed and 
critical examination. Where there was a difference of opinion be
tween agent and statistician, all material again was thoroughly 
examined and additional il_lformation was sought so that a decision 
satisfactory to both might be reached. 

SCOPE OF INVESTIGATION 

The investigation was started in March, 1926, and the field work 
was completed early in the following December. During those nine 
months schedules upon which this report is based were secured from 
more than 1,600 establishments, employing more than 660,000 men and 
women, and personal interviews were held with more than 1,200 
working women who had experienced a change in the law or who 
were employed under conditions or in occupations prohibited for 
women in some other State. The tabulation following shows the 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



) 

40 EFFECTS OF LABOR LEGISLATION 

scope of the information secured for the various sections of the 
investigation. 

TABLE 1.-Scope of the in,ves'tiga,tvon, by subject 

Subject of investigation States included 

Grand totaL_ .................... See details ..................... . 

Five industries ... _ ........................... do .......... ·--·· ····· .. . ... . 

Boots and shoes .................. . _ 
Clothing ....... ·-· . ..... ·-··-· .... . 
Electrical products ................ . 

Hosiery ........................... . 

Paper boxes ..... . ................ . 

Stores •.. . ......................... .. ... 

Restaurants (waitresses) ..•.......•.... 
Long•hour industries ............. .. ... _ 

The evening shift. .................... . 
The effect of night•work laws on 

women in industry. 

Special occupations: 
· Elevator operators ••..... .... . ..... 

P.harmaeists ............. . ......... 
Street•car conductors and ticket 

agents. 
Core makers ....................... 
Women in the metal trades .... . ... 
Women in printing and publishing. 

Prohibited occupations: 
Grinding, polishing, and buffing ... 

Welding ... ·· · -··············· · · · · · 

Meter reading ......... . . . ...... . .. 

Taxi driving ..... . .......... . . . . _ .. 

Illinois, Ohio .. ·- · ············-·· 
California, Illinois ....... -•...... 
Indiana, Massachusetts, New 

York, Ohio. 
Illinois, Massachusetts, New 

Hampshire, Rhode Island, 
Wisconsin. 

California, Illinois .......... _._ .. 

California, Indiana, Massachu• 
setts. 

California, Illinois, New York .. 
California, Indiana, Massachu• 

setts, New York, Wisconsin. 
Massachusetts ...... ·······-···· 
California, Illinois, Indiana, 

Massachusetts, New York, 
Ohio, Wisconsin. 

Illinois, New York, Ohio . . .....• 
38 States 1 ••••••• • •• • •••••••••••• 
Illinois, Massachusetts, New 

York, Wisconsin. 
Massachusetts ............ . ..... 
Michigan ............... . .. . _. _. 
Illinois, New York, Ohio, Wis• 

consin. 

California, Illinois, Indiana, 
Massachusetts, New York, 
Wisconsin. 

California, Illinois, Indiana, 
Massachusetts, New York, 
Wisconsin. 

California, Illinois, New York, 
Wisconsin. 

Illinois (Chicago), Massachu• 
setts (Boston) , New York, 
Ohio, Pennsylvania 
delphia). 

(Phila· 

Number 
of estab• 

lishments 

1,661 

312 

37 
81 

106 

42 

46 

54 

198 
233 

7 
301 

335 
(1) 

7 

12 
15 
89 

43 

19 

616 

6 20 

Number Number 
of men of women 

employed employed 
--- - - ----

500,223 165,244 

75,947 44,894 

8,142 7,238 
7,164 8,942 

55,907 17,055 

3,801 9,581 

933 2,078 

5,193 13,374 

2,537 2,361 
90,748 24,453 

3,616 2,114 
217,421 71,141 

1,608 691 
(1) f) 
(2) 2) 

3198 3121 
101,797 5,146 

1, 158 257 

(4) 4 526 

(4) fI26 

(6) 1None. 

(6) 6 40 

1 The pharmacy study was made chiefly by questionnaire to individual women pharmacists. Hospitals 
that employed or might employ women pharmacists were communicated with through questionnaire, 
and personal interviews were held with a few drug•store managers. The information secured in this way 
can not be classified statistically in the form required by this table. The details are given in the pharmacy 
report, ch. XIII, pp. 287 to 307. 

2 The report on women street•car conductors and ticket agents was compiled from three sources: A 
study made in 1919 by the Women's Bureau of the U.S. Department of Labor, a study made in 1919 by the 
Bureau of Women in Industry of the New York State Department of Labor, and information gathered 
in 1926 by the Women's Bureau of the U. S. Department of Labor. Information giving total numbers of 
men and women employed therefore would not be indicative of the situation at any one time and has been 
omitted for that reason. 

3 The study of women core makers was concerned only with the effect of one specific regulation in Massa• 
chusetts. For that reason total numbers of men and women employed in the establishments studied were 
not significant and the only employment figures recorded were those of the core makers. 

4 In studying the occupations of grinding, buffing, polishing, and welding no attempt was made to record 
the total numbers employed nor the number of men employed on the specific occupations. The only 
numbers recorded were the totals for the women on each occupation. 

1 Information regarding gas and electric meter reading as an occupation for women was secured from 16-
establisbments, not one of which employed any women. Some of these companies at one time bad a few 
women on this work; others had never employed them. As the investigation was concerned only with 
the possibilities of such work for women it was not considered necessary to include figures showing men's 
employment. 

6 Though 20 establishments were visited to secure figures regarding the employment of women as taxi 
chauffeurs, only one of them (in Philadelphia) employed any women. The number of men employed 
was not recorded, as it seemed to have no special bearing on women's employment. 

In addition to the definite schedules secured from the establish
ments listed in this table, the investigation included a large amount 
of general information gathered during the course of many inter
views with individuals and representatives of organizations in the 
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various States studied. There is no way of estimating the general 
significance and value of the informational background secured in 
this way. Many of such interviews served only to establish contacts 
and to suggest means of securing information. Others served to 
illuminate puzzling situations and to indicate important subjects for 
examination. Something over 350 such interviews were recorded in 
Ohio, Wisconsin, California, Illinois, Indiana, Massachusetts, and 
New York. The persons interviewed included employers; representa
tives of organizations of employers, of social and civic groups, and of 
workers; State labor officials; members of women's organizations ; 
and individuals known to be in touch with some phase of the subject 
under investigation. 

In an attempt to secure information regarding women's employ
ment as affected by legislation from the standpoint of the placement 
official, the Women's Bureau was fortunate in securing the coopera
tion of the State employment offices cooperating with the United 
States Employment Service. In a number of States the officials 
of local employment offices filled out questionnaires reporting on 
demands and placements for men and women in certain occupations 
and the effects of legislative regulation of women's employment on 
their opportunities. A total of 44 employment offices returned ques
tionnaires containing significant information that has been used in 
connection with several different sections of this report. 

Questionnaires .were sent also to a group of women workers attend
ing the summer school at Bryn Mawr College. These question
naires sought information regarding the effects of legislation on 
woinen's employment opportunities as reported by a group of women 
:from many different States. Unfortunately, the information elicited 
proved to be not especially pertinent and it has played no part in 
the findings of the investigation. ( See p. 136.) 

To get exact information regarding the relative employment of 
men and women as pharmacists it was necessary to communicate by 
letter with all the State boards of pharmacy; and to discover the 
exact application of the law to women in th.is work, questionnaires 
were sent to the departments of labor in 32 States where there was 
need for interpretation of this matter. 

Information was secured also from the Industrial Survey Com• 
mission of the State of New York. This commission, appointed to 
investigate the need of labor legislation in that State, conducted jts 
investigation largely by means of public hearings, at which inter
ested persons reported their experiences and recommendations con
cerning the various laws under consideration. A considerable part 
of the test.imony presented to the commission was in regard to a pro
posed 48-hour law for women. After the hearings were over and 
the recommendations of the commission had been made to the legis
lature, the Women's Bureau was given access to the transcript of 
the testimony presented to the commission and secured copies of 
those sections that were pertinent to this investigation of the effects 
of special legislation. 

In two jnstances the information secured by the Women's Bureau 
has been supplemented by investigations made by State labor offi.. 
cials. In New ,... c~rk State the bureau of women in industry of the 
department of labor made a survey of the number of women em
ployed at night ·n n wspa er offices that has been used in this report 
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in the section on night-work legislation; and in Pennsylvania the 
bureau of women and children of the department of labor .and indus
try made a study .of the mercantile establishments of -that State a:p.d 
,fumished an abstract' of the study for inclusion in this report. 

, The number of States in which the study was carried on, includ
ing those from which questionnaires were secured, was very great. 
Omitting . those States in which aotual investigation was not made 
by the bureau's. agents, the territory covered still is wide and r~pre
sentative of conditions in many sections of the country. In each 
State in . which actual investigation was carried on, very complete 
information was secured from all localities. The States, cities, and -
towns in which was collected by the Women's Bureau .agents the 
information presented in this report are the following : 

Oalifornia,.-Inglewood, Long Beach, Los Angeles, Oakland, Pasadena , San 
Diego, San Francisco•, and San Mateo. 

Illinois.-Aurora, Charleston, Chester, Chicago, Danville, East St. Louis, 
Elgin, IDvanston, Joliet, Kankakee, · Mount Vernon, Pontiac, Quincy, Rockford, 
Springfield, and Waukegan. 

Jn.diana.-Anderson, East Chicago, Elkhart, Evansville, Fort Wayne, Gary, 
Hammond, Hartford City, Indianapolis, Indiana H arbor, Kokomo, La F 'ayette, 
MariGn, Mishawaka, Muncie, Newcastle, Richmond, South Bend, and Terre 
Haute. 

Ma.ssaohusetts.-Amesbury, Andover, Ashland, Athol, Beverly, Boston, Brock
ton, Cambridge, Canton, Chelsea , Chicopee Falls, Clinton, Danvers, Dedham, 
East Brookfield, Easthampton, East Walpole, Fall River, Florence, Framingham, 
Franklin, Gloucester, Greenfield, Haverhill, Haydenville, H olden, Holyoke, 
Housatonic, Hudson, Huntington, Hyde Park, Indian · Orchard, Ipswich, 
Lawrence, Lee, Lowell, Ludlow, Lynn , Malden , Medway, Methuen, Mittineague, 
Monson, Needham Heights, New Bedford, Newton, North Adams, North And9ver, 
North ,Attleboro, North Billerica, North Chelmsford, Northampton, North 
Wilbraham, Norwood, Palmer, Peabody, Pitt:-:;field , Plymouth, Readville, Russell, 
Salem, South Ashburnham, South Hadley Falls, South Walpole, Springfield, 
Stoughton, Taunton, Turners Falls, Uxbridge, Waltham, Warren, Westfield, 
West Springfield, Whitinsville, Winchendon, Worcester, and Woronoco. 

MicMgarn..-Dearborn, Detroit, Flint, Hamtramck, Jackson, and Saginaw. 
New Hampshire.-Belmont, Franklin, Laconia, and Lakeport. 
New York.-Binghamton, Brooklyn, Buffalo, Corning, Elmira, Garden City, 

Jamaica, Johnson City, Little Falls, Long Island City, Mount Vernon, New York, 
Niagara Falls, Oswego, Rochester, Rome, Schenectady, Syracuse, Utica, Water
town, and Yonkers. 

OMo.-Akron, Canton, Cincinnati, Cleveland, Columbus, Dayton, Fostoria, 
Fremont, Lancaster, Lockland, Mansfield, Portsmouth, Reading, Springfield, 
Toledo, Warren, and Youngstown. 

Pennsy7Jva,n;i,a,.-Philadelphia. 
Rh,ode Jsland.-Providence. 
Wisconsin.-Appleton, Beloit, Fort Atkinson, Kenosha, Manitowoc, Milwaukee, 

Neenah, Racine, and Sheboygan. · 

In planning the investigation a carefully considered choice was 
made between a detailed statistical study of conditions in a few 
establishments in a limited area and the collection of information 
through individual interviews covering large groups in many States 
and occupations. It was felt that the latter method would yield 
the most significant results, because, provided the findings were ac
ceptable from a scientific point of view, the field :from which they 
were drawn would be broad enough and sufficiently varied to be 
conclusive. 

The data secured have evolved into an outline of the many factors 
tha~ ~nfluence the positi?n. of women in various occupations. The 
vahd1ty of the method 1s illustrated somewhat by the findings for 
different types of work. 
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CONCLUSIONS 

With each decade women have formed an increasing proport~on 
of the persons gainfully employed in the main branches of occupa
tions to which labor leg1slation applies. Except in some States,-most 
of which are in the South, the increases among women have been . 
more rapid than those among men. With the passage of years and 
a more settled industrial development such greater increases among 
women probably will not continue, but in the great majority of the 
States they still are occurring. 

Even more significant than the numerical and proportional in
creases among gainfully occupied women is the great development 
in the kinds of work open to them. In all fields women's occupa
tions constantly are becoming more numerous and their opportuni
ties broaden with each year. Such developments as have 'taken place, 
however, necessarily have not been the same in all localities nor in 
all types of work. Different economic conditions and different 
industrial needs naturally have resulted in varying demands for 
women's employment, and women's status as wage earners is not the 
same in any two occupations. Nor have occupational developments 
for women anywhere been responsive to exactly the same stimulants 
or the same handicaps. 

On the whole, however, in spite of these differences, women in 
gainful occupations are assuming stead,ily a more important position 
in economic and industrial fields. 

This development of gainful employment for women has been 
accompanied by extensive increases in the labor legislation apply
ing to women; and just as the growth of women's opportunities has 
shown different trends in different places, so has the legislative regu
lation of their work. In some States there is very complete legal 
regulation of most phases of women's employment in industry; in 
other States there is practically no regulation whatsoever. In some 
States the laws in question cover a large proportion of the women who 
are at work; in other States they apply to only a small group. Even 
the most comprehensive of them, however, does not apply to many 
women in business and professional occupations, to women who work 
independently, nor to women in supervisory positions, so the su 
total of women in the United States whose working hours are regu
lated by special labor legislation amounts to only about one-third of 
the eight and a half million women who are gainfully occupied. 

The industrial codes that are now in operation are due to the· 
experiences and efforts of many different groups, some of which have 
been dominant in one locality and some in another. In Massachu
setts, for example, as women became more and more numerous in the· 
textile factories the textile unions became more persistent in their· 
efforts to regulate competition by securing the enactment of legal 
minimum standards for women's employment. In New York as 
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women increased in most manufacturing processes factual investiga
tions disclosed the low standards of their hours and working condi
tions, and State officials, civic organizations, and trade-unions com
bined to improve these standards through legislation. In California 
~he . prog:r;essive spirit of a pioneering. community anticipated its in
dustri~l 'development by the enactment of laws setting up minimum 
standards :for women's employment. These laws were secured some
times with and sometimes without the indorsement and support of 
employers and workers. 

Thus even the psychology underlying the development of legisla
tion has differed in each State. This psychology has affected matters 
of legal interpretation and, later, enforcement, and it is another 
qualifying influence of the effect of legal enactments. 

·with such fundamental differences in the opportunities and extent 
o:f employment for women a~d in the legislation regulating their 
employment, it seems hardly necessary to state that equally important 
differences are apparent ,in the effects of this legislation. 

There are two distinct types of legislation applying to women's 
employment-laws that regulate and laws·that prohibit. Sometimes 
the line between the two is very faint, occasionally it is obliterated; 
but the distinction must be kept in mind, as their immediate purposes 
are very different. 

The effect of a law that prohibits women's employment in a certain 
type of occupation presents a comparatively simple problem. Its 
measurement must show what the actual prohibition amounts to, how 
extensively women might be employed in the( occupation i:f it were 
not for the prohibition, and what would be the hazards and the 
rewards of such employment. 

With the regulatory law, however, it is a different matter. The 
point of interest here is whether the regulation in actual application 
is such as to become prohibition. For if a regulatory law places 
impracticable restrictions or requirements on women's work it may 
result in the elimination o"f women as completBly as if it had been 
designed for that purpose. 

Law makers have met this condition by many qualifications and 
exemptions to the statutes. The chronology of labor legislation for 
women in a succeeding volume of this report and studies of certain 
special occupations in the following pages of this volume show that 
different regulatory laws have been devised to meet different situations 
and that exceptions have been made to these laws, either at the time 
f enactment or subsequently, for certain occupations or industries 

whose requirements were not consistent with the regulatory standard. 
In actual practice, experimentation with the maintenance of a 

proper balance between the two kinds of laws is carried even further, 
and the judgment and practical experience of enforcing officials 
often have permitted compromises with the letter of a law whose 
strict interpretation might defeat its own ends. In estimating the 
effect of any legislation, therefore, it must be remembered that a 
law is not an effective instrument unless it is enforced, and that 
policies and methods of enforcement differ widely. 

This investigation has sampled many different types of wome 's 
employment. Some of the occupations studied may be consid r 
typical of a wider field; others are unique in their requirements 
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and correspondingly individual in the effects of legislative regulation. 
The variety of occupations and industries covered, however, is suffi
ciently wide to indicate the most obvious benefits and pitfalls that 
may result from different kinds of legislation covering the out
standing occupations of women. 

Because of the many variables upon which they are founded, con
clusions regarding the effects of legislation must be drawn with 
great caution. In many cases the findings must be confined to very 
limited numbers of women. In fact, the only generalizations that 
may be permitted are those regarding laws of a similar type .applying 
to a homogeneous group of workers. Only within such limits may 
carefully qualified conclusions be drawn. 

REGULATORY LEGISLATION 

Considering first the women in manufacturing industries, who 
are a fairly homogeneous group in regard to the requirements of their 
employment and the possibilities of adjustment to the standards 
set by legislation, there are three types of legislation applying to 
women only, the .effects of which have been considered: First, daily 
and weekly hour limitations; second, prohibition or regulation of 
night work; and, third, the requirement of special working con
ditions. 
Hour laws in ma~ufacturing industries. 

As regards the application of hour laws to the women in five im
portant woman-employing industries, this investigation has shown 
that such legal limitations of women's hours of work have not 
brought about any degree of substitution of men for women. Two 
minor isolated cases in hosiery plants, where men had been substi
tuted for women because the women could not work more than nine 
hours a day, were the sum total of bona fide instances found of 
decreased employment for women resulting from the enforcement of 
hour legislation in these five industries. From the many interviews 
held with employers it was apparent that they engaged women for 
certain work because they wanted women for that work, and the 
legal limitation of women's hours did not prevent their doing so. 
Nor was it the legal limitation of hours that kept women from being 
promoted to supervisory positions. Very few women supervisors 
were found in the States wher,e legislation restricted their hours. 
but there were equally few in the States where legislative standards 
were so liberal as to be practically nonexistent. 

In another group of manufacturing establishments-those em
ploying men longer hours than were permitted for women-a slight\~ 
different situation had resulted from the legislation limiting women s 
hours of work. Here, also, there was no evidence of any decrease 
in women's employment because they could not work so long as 
could men, but in a comparatively small number of cases there might 
be additional jobs open to women if they could work longer hours. 
These jobs, however, bore no evidence of especially valuable occupa
tional opportunity. . 

Without the limitations of the hour laws some women undoubtedly 
would be employed much longer hours, but in most of the establish-
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ments operating longer hours for men than were legally permitted 
for women the women's work was so adjusted. that it could be per
formed during a shorter period, and there was no need of their 
extended employment. In some cases. it was customary to put men 
on women's work for the overtime hours necessary. This did not 
involve a replacement of women but was merely an adjustment to 
prevent their working longer hours. Most signifi~ant of all is the 
fact that more than half the employers who requi_red of men longer 
hours than were legal for women stated that they would not employ 
women for such hours even did the law permit it. 

On the whole, legislative hour restrictions of women's woFk play 
a very minor part in influencing their position and· opportunities in 
manufacturing industries. Employers have very generally accepted 
the fact that long hours do not make for efficient production. Com
petition between firms often leads to decreased hours so that a better 
type of labor may be attracted, and cases even were reported of a. 
reduction in hours to lessen the competition for labor resutting from 
a legal standard of short hours for women in a neighboring State. 

It is not unusual for manufacturing establishments to reduce 
hours, and such reductions, from whatever cause, commonly are not 
looked upon as handicaps to employees. In .States with 48· or 50 
hour laws for women these laws have been the main factors in caus
ing reductions of hours in woman-employing industries; but they 
were not by any means the only factors, and many reductions in 
hours have occurred as part of the normal development of industria] 
standards without producing any serious upheaval in employmen 
policies. 

Not only have there been practically no instances of actual de-
creases in women's employment .as a result of hour legislation, but 
the general status of their opportunity seems not to have been lim
ited by this type 0£ law. W omen were employed as extensively in 
California as in Indiana, in Massachusetts as in New York. In fact ,. 
because in certain States women can not work overtime, the result i:ri 
some cases has been not a restriction of their employment but in
creased opportunity for them. !'his is due to the fact that, in S~ates 
where women's hours are so limited that they can not work overtime,. 
it is not unusual for establishments to .employ additional women 
when there is extra work or else to carry a larger force of women: 
the year around in order to be prepared for the rush seaso:ns. In 
States where there is little or no legal regulation of women's hours 
the establishment may, instead of employing extra women for these 
rush periods, keep the women already on the rolls for· very much 
longer hours. One of the most important effects of hour legislation 
on women's opportunities is, therefore, to increase. the number of 
jobs available for them. 

Further illustration of the fact that hour laws have not limited 
women's opportunities in industry was given by the actual experi
ences of working women who had been employed at the time whelll 
some hour legislation went into effect. Not one woman had found 
that such legislation had handicapped her or limited her opp@dunity· 
in industry. As a result of the laws, hours had been decreas~d for
the majority of women, but this was the only result experienced'. 
generally enough to be significant. 
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Night-work laws in manufacturing industries. 
So much for the daily and weekly hour laws applying to women 

in industry. Night-work laws have a different story. If a plant 
carries on women's occupations during hours when women may not 
be employed, the alternative is to put men on these occupations. 
However, the important fact about this situation is that such substi
tution occurs in less than half the plants that operate at night. It is 
much more usual to find that the plant that operates a night shift 
does not run at night the occupations on which women normally are 
employed. There is an astonishingly strong feeling among employers 
in industry against the employment of women at night, irrespective 
of leg.al regulation. Night work, considered undesirable for men, is 
considered very much more undesirable for women. 

There are, of course, an appreciable number of employers who 
would like to use women when the night shift includes women's 
occupations. In most of such establishments, however, the fact that 
this can not be done does not decrease the day work of women. 
[nstead, women are employed as fully as possible during the day• 
time, and the substitution of men on women's jobs at night is the 
extent of the restriction of women's employment resulting from the 
night-work prohibition. 

Though this is true in by far the greater number of plants running 
women's occupations at night, sometimes the fact that women can not 
be employed at night reduces or eliminates their employment during 
the daytime. However, this occurs not alone under the legal prohibi
tion of night work; one of the most striking examples found of such 
a situation was in a State where there is no night-work law for 
women. In some plants that run on a three-shift system it is cus
tomary for the employees on the different shifts to change from one 
to another at stated intervals, in this way each taking a turn at the 
day, the evening, and the night shifts. Where the law prohibits 
women's work on the night shift their employment in such plants 
may be limited on the day shift also because of the necessity for 
rotating shifts. 

On the whole, in most localities and industries night work for 
either men or women is frowned upon and is decreasing. The major
ity of employers in industry consider night work to be even more 
undesirable for women than for men and they would not employ 
women at night even if the law permitted. But in some establish
ments women would be employed at night if the law permitted, and 
in an even smaller number of cases incre3ised numbers of women 
might be employed in the daytime if they could work at night. To 
thjs extent the night-work laws restrict women's opportunity. 
Laws regulating working conditions in manufacturing industries. 

In addition to the legal limitation of hours and night work for 
women in industry there are regulations that stipulate certain work
ing conditions and sanitary arrangements where women are em
ployed. This type of legislation is almost entirely a reflection of 
the standards of efficient management, and as such its effects in 
terms of women's employment are extremely difficult to measure. 
It is not likely that many establishments will be found that refuse 
to employ women because they must have a separate lavatory or 
service facilities. The provision of chairs is another minor matter 
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so closely allied to efficiency and production that it can not be meas
ured easily in terms' of possible discrimination against women. 
There is one type of working-condition requirement, however, that 
has caused considerable discussion and that it has been possible to 
investigate. This is the legal stipulation that special partitions 
and ventilating devices shall be provided when women are employed 
in core rooms. It has been claimed that the requirement · of such 
devices and the restriction of the weight that women may lift have 
resulted in the elimination of women from this occupation. In the 
State of Massachusetts such regulations went into effect in 1917, but 
there is no evidence that any plant dismissed women or curtailed 
their employment because of the requirement of partitions and 
special ventilation. There were plants that had cut down the number 
of women core makers for other reasons, but the regulation in ques
tion so obviously was the standard accepted by the industry that it 
had little effect on women's employment. The regulation requiring 
that women should not be allowed to carry a core and core box whose 
combined weight was more than 25 pounds perhaps had proved a 
slight handicap in one or two cases, though in the majority of 
establishments women were working on such small cores that this 
regulation had no effect on the work they were doing. In one or 
two establishments the employer stated that he would have tried · 
women on larger cores had it not been for the need to watch weights 
carefully lest they infringe the law. It does not seem likely, how
ever, that this can be a serious handicap to women, as in the very 
large majority of core rooms they were found to be working on 
small cores requiring the delicate touch of light fingers. Such work 
commonly is accepted as the type on which women are most success
fully employed. 
Hour legislation in stores. 

Legislation applying to women in stores is somewhat different in 
its effect from that applying to women in manufacturing industries. 
Undoubtedly it eliminates excessive hours for store employees on 
Saturdays. The effect on general daily hours probably is not so 
marked as in industry, for in custom the prevailing store hours are 
comparatively short. But the most important part played by hour 
legislation in stores is the elimination of competition in the matter 
of hours among individual establishments in a community. The 
hours during which a store remains open are peculiarly subject to 
the standard set by competing establishments, and the enforcement 
of a legal maximum for women has made possible standardized hours 
that are freely indorsed by the store managers. 

The problems of adjusting women's hours in stores to the require
ments of the law are less numerous and difficult than those in indus
try, ch~efly because of the difference in the overtime requirements of 
the two types of work. In stores overtime is only occasional, for . cer
tain definite periods that are known well in advance. At times it is 
possible to handle certain of the overtime requirements by rearrange
ment of schedules, letting off some employees for part of the day so 
that they may remain on duty later. For other emergencies it is 
possible to take on extra workers. A very considerable group of 
stores have so arranged their work that they never need overtime, 
while others operate under hours so well within the law that some 
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overtime for the women employees is legal. For these reasons hour 
legislation has not been a factor in limiting women's opportunity in 
the general run of store positions. 

In buying and supervisory positions, also, the status of women 
generally is not influenced by such legislation, but in a very few cases 
it is possible that legislation has had a part in closing to women cer
tain of such positions. This occurred in a total of 4 of the 54 stores 
studied. Even in these cases, however, it was evident that legislation 
was not the only cause of this condition. 
Hour and night-work legislation for women waitresses. 

The application of hour legislation to women employed as wait
resses in restaurants presents certain problems that are more or less 
peculiar to this type of occupation. The average restaurant must be 
open much longer than the hours permitted for women under most 
legal codes. In fact, many restaurants give 24-hour service. Night 
work often is necessary, and many restaurants are open seven days 
a week. 

With such requirements restaurants must resort to the employ
ment of more than one sh,ift of workers. The principle of adjusting 
employees' hours to certain standards, therefore, has of necessity 
been accepted already in these establishments, and the problem of 
enforcement of hour legislation for women in such employment is to 
see that the adjustments required do not conflict with the needs of 
the work so ,as to handicap the employment of women. 

Daily and weekly hour limitations for waitresses have not placed 
them at a disadvantage in getting employment. The legal standard 
for wa.itresses in restaurants is very largely accepted by employers 
for waiters ,also. 

With the night-work law the situation seems to be somewhat dif
ferent. In States where there is no night-work law waitresses are 
employed at night, though the extent of such employment varies with 
locality and type of restaurant. 

The actual value of the opportunity closed to :waitresses by night
work laws is more open to question than is the f.act that such laws 
shut women out of a ·certain number of jobs. On the whole, women 
usually are not employed ,in the type of restaura1.1t where employ
ment after 10 o'clock at night would be especially desirable. The 
restaurant that gives formal service, where the waiters get high tips, 
that runs special suppers after. the theater, usually is not one that 
employs women for waiting at table. There is a very general feel
ing among managers of what might be called first-class restaurants 
that the public desires men for the type of service expected in such 
places. In the less elaborate type of restaurant, where there is a 
comb,ination of counter and table service, waitresses are likely to 
form a considerable proportion of the persons employed. In such 
restaurants, however, service during the night hours ca~ hardly be 
considered especially desirable. The restaurant where the largest 
group of women are employed, ,and where they are employed almost 
exclusively, is the lunch or tea room type of establishment. Women 
a.re especially desired here because it is felt that they give a homelike 
touch to the service and that they are neater and daintier ,in their 
work and appearance. Such establishments rarely ,are open as late 
as 10 o'clock at night. 
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Occasionally the more expensive and exclusive restaurants employ 
waitresses, and in some of these women might be employed at night 
if it were not prohibited by law. The indications are, however, that 
such opportunities would not be very widespread and that the 
restriction of the night-work law as it applies to waitresses in res
taurants is not the main factor that prevents their being employed 
in the places where "the tips are highest and the work is lightest." 
Le~~slatfon applying to special occupations. 

In addition to the work of women in factories, stores, and res• 
taurants, many special occupations have been affected one way or 
another by legislative restrictions. These occupations can not be 
grouped, as they present very distinct requirements, and the effects 
upon them of the laws are not alike. Individually they illustrate, 
however, some of the most important factors that should be consid
ered in estimating the effects of legislation. 
Elevator operators. 

Elevator operating is an occupation of minor importance in ques
tions of opportunity and advancement of women, and yet it provides 
an interesting illustration of the effect of legislation on women's 
employment in an occupation that only recently has been opened to 
them and in which they are in direct competition with men. 

Daily and weekly hour limitations and night-work prohibitions 
have not handicapped _women's employment as elevator operators. 
The average building superintendent does not want to employ women 
for this work at night, and only in rare cases, even where there is no 
legal standard, do'es he require of women operators daily or weekly 
hours longer than those usually permitted by law. 

Laws prohibiting the employment of women on freight elevators 
and requiring for women operators of passenger elevators one day 
of re..: t in every seven and the provision of seats have in a very few 
cases played a small part in limiting women's employment. 

On the whole, however, in this work there are well-defined lines 
between the types of service required of men and of women operators 
and between the types of service at which the two sexes excel. It is 
this fact that determines opportunity for women elevator operators, 
and not legislative regulations applying to their work. 
Street-car conductors and ticket agents. 

The occupations that perhaps have been most prominently cited as 
examples of the effects of legislation on women's employment are 
those of street-car conductor, guard, and ticket agent. In the various 
States several different types 0f legislative regulation have been ap• 
plied to such work for women. These include the limitation of daily 
and ·weekly hours, the prohibition of work after 10 p. m., and re
quirements that the working hours be consecutive and that certain · 
sanitary and service facilities be furnished. The requirement last 
mentioned may be dismissed as not especially significant; in most 
cases of women's employment such facilities are furnished as a 
matter of course and probably would not influence seriously an em• 
ployer's selection of women for any occupation. 

The effect of the other types of laws is by no means clear. It is 
certain that in some cases their enforcement has been followed by 
wholesale dismissal of women conductors and ticket agents. On the 
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other hand, many other influences were acting to bring about the dis
missal of women street-car conductors, while women ticket agents 
still are being successfully employed in other localities under con
ditions better than those required by the laws that appear to have 
been the cause of women's dismissal. 

I t is true that certain requirements peculiar to the work evidently 
were not allowed for in drawing UJ? some of the legislation applying 
to women employed in transportation. Such employment offers un
usual problems. It must be adjusted to cope with the rush periods 
that come at widely separated hours of the day, for a transportation 
company usually must have its maximum number of employees on 
duty at two peaks of traffic 10 or 12 hours apart. If women's em
ployment is subject to a legal requirement that hours of work must 
be consecutive, it is obvious that it will be difficult, if not impossible, 
to adjust their schedules to meet the law and at the same t ime provide 
for the necessary number at hours of congestion. 

The prohibition of night work for women also offers serious prob
lems of adjustment in transportation work where one of the require
ments is to give continuous service. To meet this requirement em
ployees of transportation companies work on different shifts, some 
of which ar e desirable and others of which are not. To adjust the 
allocation of employees to these shifts it has been necessary to resort 
to a scheme of seniority rights by which the person with the great
est seniority may choose his or her shift. If women are not allowed 
to be employed during the period at night when certain of the shifts 
occur, and if women are the most recent comers and therefore have 
the lowest ·seniority rights, they can not fit into the scheme of sen
iority choice and their employment becomes more complicated. 

On the face of it, therefo~e, it would seem that such legal require
ments effectually would prevent women's employment in trafl:spor
tation. This apparently has been the case in some companies. The 
accuracy of this conclusion is impaired somewhat, however, by the 
knowledge that, while one company was laying off its women con
ductors because it could not meet the requirements of the law, an
other company in the same city, operating over a State line and 
therefore not under the law, stopped employing the women con
ductors who had been taken on during the war simply because this 
had been merely emergency work for women and there was no 
intention of keeping them on after the men returned. The latter 
company also employs women t icket agents for not more than 9 
hours a day, and it employs no women after the hour b f 10 p. m. 
It is apparent, therefore, that a transportation company can make 
a certain amount of adjustment to meet modern standards for 
women's employment, and that, in the instances studied, legislation 
was by no means the sole influence determining the condit ions under 
which women would or would not be employed. 

The entire situation with regard to the effects of legislation on 
women's employment in transportation is so complicated and sub
ject to so many exceptions that it can not be summarized briefly. 
Investigations of the many different phases of the subject have 
shown, however, that the part played by legislation in bringing 
about the dismissal of women street-car conductors and ticket agents 
has been by no means so important ·nor so far-reaching as was indi
cated by the agitations at the time they occurred, a:rid that what-
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ever the part legislation may have played in connection with 
women's employment in transportation it can not possibly be in
terpreted as typical of its effects on any other occupations of women. 
Women in the printing trades. 

The effect of hour limitations and night-work prohibitions on the 
employment of women in printing and publishing is another phase 
of legislative regulation that has aroused much controversy. These 
women are working in a trade that is highly organized and for which 
short daily and weekly hours are customary. Therefore, laws limit
ing the number of daily and weekly hours that women may work 
have had little effect, because their usual hours are shorter than, or 
at least as short as, those stipulated by law. 

On the other hand, for some women in the printing trades night
work prohibition has proved to be a handicap. A large part of the 
publication of morning papers and some of the work on afternoon 
papers necessarily is night work. For many occupations in such 
establishments it is customary to allocate employees to the various 
shifts by their seniority rights, a system similar to that in force in 
transportation companies. If women can not take their turn on the 
night shifts they can not enter the trades nor use their seniority 
rights on an equal basis with men, and their employment is made 
much more difficult. The ·night-work law that was enforced at one 
time for women in newspaper offices in New York State undoubtedly 
proved a handicap to some women. The effect of this law, however~ 
was not extensive, because comparatively few women were employed 
in the occupations and under the conditions regulated. In fact, a 
study made in New York five years after the exemption of these 
women f,rom the_ pro,visions of the law showed that only 40 of 150 
women, employed on 77 newspapers, were working a.t night. Never
theless, among the women employed at night in printing establish
ments there are some who are highly skilled, well paid, and 
thoroughly satisfied with their work, and the prohibition of such 
employment would be a decided handicap to them. 
Pharmacists. 

Employment in pharmacy is one of the few semiprofessional occu
pations to which hour and night-work laws for women have been 
applied. In this case the result has been some handicap to women's 
employment. Though the evidence collected was neither extensive 
nor very definite, it indicated that legislation has been one factor in 
limiting employment opportunities for a few women pharmacists. 
It is important to recognize, however, that as far as concerns the 
actual position of women pharmacists the removal of such legisla
tion would have very little effect. At present, public opinion does 
not place a woman on a par with a man pharmacist. Neither the 
employer nor the public feels the same confidence in the woman as in 
the man. Furthermore, there are certain drawbacks to the employ
ment of women in pharmacy that will serve as a more or less perma
nent handicap. These drawbacks relate to the physical require
ments of the work, such as ·handling heavy carboys _an~ packages of 
drugs. In the future such requirements may be ehmmated, but at 
present they seem to be one of the chief reasons why women are not 
more extensively employed. The small number of women qualified 
for pharmacy, prejudice a,gainst women, lack of confidence in them, 
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and the physical requirements of the work are the . main things that 
at present are holding women back in thjs occupation. Legislation 
has had its effect, but it has been of minor i_mportance. 

PROHIBITORY LEGISLATION 

All the legislation discussed in the foregoing paragraphs is regula
tory in type. Occasionally, as in the case of the women printers and 
some of the women in transportation, this legislation has become pro
hibitory in its result. On the whole, however, its :purpose, and its 
accomplishment, has been to regulate but not to elimmate the women 
employed in various occupations or industries. The effects of the 
laws prohibiting employmen in certain occupations are very dif
ferent from those of the regulatory laws. Prohibitory laws have 
really only one effect-the elimination o:f women from the occupa
tions covered. The importance or significance of this elimination is 
the one necessary qualification in a measurement o:f the effect. 

The occupations prohibited for women by the laws of ono or more 
States are limited in number. Many of these laws are insignificant 
in their possible effect on women, but certain o:f them deserve very 
careful consideration. The prohibited occupations studied in the 
course of this investigation are ,grinding, polishing, and buffing, 
acetylene .and electric welding, taxicab driving, and gas and electric 
meter reading. 
Grinding, polishing, and buffing. 

The prohibition of grinding, polishing, and buffing occurs in Ohio 
and New York.1 In other States women are successfully employed 
on these operations, the employers are satisfied with their work, and 
the women are enthusiastic about both the job and the pay. The laws 
prohibiting work on such operations originated as safety measures at 
a time when modern safeguards and improvements of machinery had 
not been installed. Under present conditions, however, the prohibi
tion of such work-sometimes highly skilled but in many cases purely 
automatic and often done under excellent conditions-seems to be a 
restriction of women's opportunity. Of course there are many types 
of these operations that are not suitable and probably can not be 
made suitable for women. This is not sufficient justification, how
ever, for prohibiting all such employment for women. 
Electric and acetylene welding. 

The same thing seems to be true of electric and acetylene welding. 
Though women acetylene welders are not employed in any great 
numbers they occasionally are employed with very great success. 
while some processes of electric welding employ successfully con~ 
siderable numbers of women on work that ,is practically automatic 
and involves almost no hazards. 
Taxicab driving. 

Until recently, women in Ohio could not be employed as taxicab 
drivers and yet in New York and California and Massachusetts and 
Pennsylvania a few women are doir!g this work with perfect success 
and satisfaction. In fact, in Pennsylvania one company inaugu
rated a fleet of cabs driven by women chauffeurs, and it was reported 
that the women were most satisfactory in every way. 

1 In the case of New York, wet grinding may be done under certain conditions. 
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Gas and electric meter reading. 

The effects of legislation prohibiting gas and electric meter read
ing by women are unimportant, because practically no women are 
engaged in these occupations though the work is prohibited for 
women in only two States. A number of public-utilities companies 
tried women at this work during tbe war but they found it not very 
successful and transferred the women to other departments. 

SUMMARY 

It is a difficult thing to measure what the prohibitory laws may 
have done to women's opportunities in ·the States where they are in 
effect. However, from the fa.ct that women are successfully em
ployed elsewhere in many of the prohibited occupations, it appears 
that the prohibit ion must be something of a restriction where it 
exists. This restriction affords the outstanding example of possible 
discriminat,ion against women resulting from labor legislation. 

I n general, the regulatory hour laws as applied to women engaged 
jn the manufacturing processes of industry do not handicap the 
women but serve to regulate employment and to establish the accepted 
standards of modern efficient industrial management . When applied 
to specific occupations, not entirely akin to the industrial work for 
which the laws were drawn, this regulatory legislation in a few 
instances has been a handicap to women. 

Laws prohibiting night work for women in industry are chiefly a 
reflection of the usual attitude of employers r egarding such practice, 
but occasionally they result in a limitation of women's employment . 
When applied indiscriminately to special occupations that are pro
fessional or semiprofessional in type, night-work prohibition or regu
lation has resulted . in restrictions of women's employment. 

In almost every kind of employment the real forces that influence 
women's opportunity are far removed from legislative restriction of 
their hours or conditions of work. I n manufacturing, the type of 
product, the division and simplification of manufacturing processes, 
the development of machinery and mechanical aids to production, 
the labor supply and its costs, and the general psychology of the 
times, all have played important parts in determining the position of 
women. These factors have varied with the different industr ies· and 
localities, but everywhere they have been far more significant in their 
influence than has any law regulating women 's hours of work. 

In other occupations other influences have been dominant in deter
mining the extent of women 's employment. In stores a more liberal 
attitude and successful experimentation with women on new jobs; in 
restaurants the development of public opinion as to the type of serv
ice most suit able for women ; in pharmacy a gradually increasing 
confidence in women's ability on the part of the public; in the metal 
trades a breaking down of the prejudices against women's employ
ment on the part of employers and of male employees, and demon
stration of women's ability along certain lines- these are the signifi
cant forces that have influenced and will continue to determine 
women's place ' among wage earners. Such forces have not been 
deflected by thei enforcement of legislative standards and they will 
play the dominant part in assuring to women an equal chance in 
those occupations for which their abilities .and aptitudes fit them. 
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CHAPTER 111.-WOMEN IN FIVE INDUSTRIES 

Rela;:fon between prevailing hour schedules and legislative standards-Part 
played by legislation in establishing hour standards-Effects of r eductions 
caused by hour laws-Relation between extent of overtime and legi lative 
restrictions of women's hours of work-Part played by legislation in eliminat
ing overtime-Effect on women's employment of the requirement of over
time-Policies of promotion and employment of women in supervisory 
capacities-Factors that have determined the type of occupation open to 
women-Outstanding changes that have affected the proportional employment 
of women 

PART 1.-SCOPE OF INVESTIGATION 

In this section of the investigation, covering the effects of legisla
tion on the employment of women in five typical woman-employing 
industries, 312 establishments were included, employing in all 120,841 
workers, of whom 44,894, or 37.2 per cent, were women. The indus
tries studied were the manufacture of boot and shoes, of clothing, 
of electrical products, of hosiery, and of paper boxes. Each of 
these industries was selected because it illustrated some special ,con
ditions of employment that were significant and typical of certain 
aspects of industrial opportunity for women. Each employs large 
numbers of women, the figures for the average number of women 
wage earners given by the United States census for 1920 being as 
follows : Boots and shoes, 84,641; clothing, 232,705; electrical ap
paratus, 62,920; knit goods, 125,440; paper boxes, 33,328.1 

The figures for knit goods cover a larger field than was included 
in the study, but census figures by sex are not available for the 
manufacture of hosiery separately from the entire knit -goods indus
try. The manufacture of hosiery is, however, the most important 
branch of the knitting industry from the point of view of number 
of establishments and value of product, and the Census of Manufac
tures reports for 1919 a total of 36,877 women employed as sp · nners, 

1 knitters, stitchers, loopers, and finishers in the manufacture of 
hosiery. 2 This does not represent the total employment of women in 
the manufacture of this product, but it indicates its relative im
portance as an industrial pursuit for women. 

The manufacture of boots and shoes was taken as an example of a 
well organized industry employing a large number of women.3 

Women have been employed for many years in the manufacture of 
boots and shoes but in spite of the importance of this industry in 
respect to the actual numbers of women employed they are in the 
minority (36.7 per cent) among the wage earners.4 There are many 

1 U. S. Bureau of the Census. Fourteenth census: 1920. Abstract of the Census of 
Manufactures, 1919, pp. 514-525. 

2 U. S. Bureau of the Census. F ourteenth census : 1920, v. 10, ¥anufactures , 1919, 
p. 213, Table 34. 

3 According to the Census of Manufactures for 1920, the manufacture of boots and shoes 
ranks sixth in the number of women employed. 

4 U. S. Bureau of the CensuA. F ourteenth · census: 1920. Abstract of the Census of 
Manufactures, 1919, p. 395. 
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processes in the manufacture of boots and shoes on which either me1. 
or women can be employed. Nevertheless, a very distinct line is 
drawn between the kinds of work considered to be men's and those 
considered to be women's, and it is only in the fitting department 
that women predominate sufficiently to make the requirements of their 
employment an important influence in factory management. 

The manufacture of clotp.ing was selected as representing well 
organized and very extensive employment of women. It is an indus
try that has many years of experience and precedent upon which to 
found policies of employment, and it; includes many skilled occupa
tions on which there is a possibility of interchange of men and women. 
Of all the industries in the United States it ranks first in the number 
of women employed, and 59.3 per cent of the workers are women. 

The manufacture of electrical products was considered important 
for study because that industry has developed great ly during the 
past 15 years. This development is offering an increasingly wide 
field of employment for women, though they do not predominate 
among the employees. In 1914, according to the United States Cen
sus of Manufactures, 19.9 per cent of the employees in this industry 
were women, while in 1919 this proportion had increased to 25.6 
per cent. 5 In 1919 the industry ranked ninth in the number of women 
employed. 

The manufacture of knit goods was an essential part of the make-up 
of the study, as it represents one of the largest and longest established 
fields of industrial work for women. Of all the industries in the 
United States, the manufacture of knit goods ranks third in the 
number of women employed, and women also predominate among the 
employees, forming 66.8 per cent of the working forc~.6 Because of 
the great size of this industry it was impossible to include all the 
products manufactured, and in order to get comparable material 
which should at the same time be representative of the main problems 
of the industry, the manufacture of hosiery was selected for detailed 
study. 

P aper-box manufacturing was includBd in the investigation pri
marily as an example of an unorganized industry employing a large 
number and proportion of women on rather unskilled operations. 
The proportion of women employed in 1914 was 56.3 per cent and 
in 1919 it was 54.2 per cent.7 As a field for women's employment 
it is not so important numerically as many other industries, for it 
ranks fifteenth in the number of women employed. Because of the 
type of work involved, however, and developments in processes and 
policies of manufacture, it represents a significant example of trends 
of women's employment. 

The States in which the employment of women in the various in
dustries was studied were California, Illinois, Indiana, Ohio, Massa
chusetts, New Hampshire, New York, and Rhode I sland. Not every 
industry was studied in each State, but, as already explained in the 
section on method (pp. 34-35), each industry was studied in two or 
more States, one having considerable legislation affecting women in 
the specified industries and the other· having little or no such legisla-

6 U. S. Bureau of the Census. Fourteerttb census: 1920. Abstract of the Ce nsus of 
Manufa ctures, 1919, p. 396. 

6 Ibid., p. 397. 
7 Ibid., p. 395. 
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tion or having legal regulations so generous that they could not be 
considered as really altering conditions in the industries. The fol
lowing tabulat ion shows the States in which each industry was 
studied, the hour laws applying to each industry, and the date of 
enactment of such laws. 

TABLE 1.-L ega,l regulation of hours of empwyinent for w omen in t he five 
i n dustri es studied, by State 

Stat e and industries studied 

Illi-
nois- Ohio-

Cali- Boots In- Massa- New Boots 
Type of regulation and chu- N ew and R hode W is-fornia- shoes; diana- setts- H amp- York- shoes; Is- con-Clothing; cloth- E lectri- E lectrical shire- E lectri- elec- land- sin-paper ing; cal products; H osiery cal trical Hosiery H osiery boxes hosiery ; products hosiery products prod-

paper ucts 
boxes 

- ------------ -----

Hours permitted: 
Daily __ - --- - -- --- -- 8 10 --------- 9 10¼ I 9 9 10 9 
Weekly __ ______ ____ 48 (2) --------- 48 54 54 50 54 50 
D ate of enforce-m ent_ ___ ___ ____ __ 1911 1909 (2) 1919 1917 1912 1917 1913 1923 

Night work prohibited : 
(2) (2) P eriod d u r i n g 11 p. m. (2) lOp.m. lOp. m . (~) lOp.m. 6p. m_ 

which w omen to to to to to 
may not work. 6 a. m. 3 6a. m . 6a. m. 4 6a. m . 6a. m 

D ate of enforcement_ 1919 - - ---:- - -- 1899 1890 -- ---- -- 1913 ------- -------- 1917 

1 Overtime of 1 hour may be worked regularly on 5 days of the week to make a shorter workday or holiday 
on the sixth day, provided weekly maximum is not exceeded. 

2 No legal regulation. 
a E xcept by permit of the Industrial Welfare Commission. 
4 In hosiery manufacturing work is prohibited for women after 6 p. m . 
~ Night work is limited, between 8 p . m . and 6 a. m ., to 8 hours a night and 48 hours a week. 

In addition to being representative of a considerable variety of_ 
legal standards, the States were selected for their industrial signifi
cance in connection with the employment of women. It was essen
tial in making the selection that States should be chosen not only 
because of their varying legal regulations but because they presented 
a comparatively similar industrial background. For instance, the 
status of women in the textile industry in Massachusetts under the 
48-hour law could not be significantly compared with their status 
in the same industry in Alabama, where there is no legal regulation 
of women's hours of work. Too many other factors would bear on 
the subject to make any deductions reliable. Labor supply, indus
trial opportunity, public opinion, the comparative availability of m"n 
and women, all would show differences between the two States so 
marked that differences in employment policy brought about by legal 
restrictfons could not be isolated. For this reason it was important 
to select States not greatly dissimilar in their industrial status. The 
States selected were prominent industrially, the ones in which the 
most comprehensive material was collected-New York, Massachu
set ts, California, Illinois, Ohio, Indiana, and Wisconsin-ranking 
among the 10 leading States both in the value of their manufactured 
products and in the value added by manufacture. Rhode I sland and 
New Hampshire are less significant industrially, ranking nineteenth 
and twenty-ninth, respectively, in the value of their manufactured 
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products,8 but in those two States only a few establishments in the 
hosiery industry were studied, to get comparable data for a special 
product. 

The information secured for the five industries is presented in 
great detail -in Appendix B of this report. Careful analysis of those 
details has shown that with few exceptions the findings for the 
various industries are very similar, and where they are not similar 
their significance can be brought out best by analyzing the dissimilar
ity. For this reason the material presented hem will be not a sepa
rate description of conditions revealed in each industry-such de
scriptions would involve so much repetition as to smother the really 
outstanding facts; instead, the data will be summarized for all five 
industries. For greater detail, or for verification of the findings 
drawn here, recourse may be had to the presentation of the data 
secured from each industry, and in many cases from each establish
ment, in the appendix, pages 363 to 469. 
Number of establishments. 

In the nine States over 300 establishments were visited to collect 
data for this section of the investigation. In these establishments 
were employed nearly 76,000 men and 45,000 women. The table 
following outlines the scope of the study in each industry and State. 

TABLE 2.-Number of establishmentss surveyed and number of m en and w omen 
they employed, by State 

I ndustry 

All industries: 

All Cali• 
States fornia 

Illi· 
nois 

I d . I Massa- New 
n 1• chu- Hamp-
ana setts shire 

New 
York 

Wis-
Ohio fs~ig~ con-

sin 

E stablishments.. 312 41 109 9 37 8 28 70 2 8 
Men ............. 75,947 796 10,952 8, 759 20, 777 493 11, 711 21, 171 123 1, 165 

144 4, 14~ W omen ... •...... 44,894 2, 494 12, 592 3, 645 7, 387 1, 130 3, 167 10, 193 

Boots and shoes: 
Establishments •..... 
Men . . .. . . .. . ....... . 
Women ... . . ........ . 

Clothing: 
E stablishments . . ... . 
Men .. ...•.. ...•. •. •. 
Wom en ... . . . . . .. . . . . 

Electrical products: 
Establishments ..... . 
M en .. ...... . . .. .... . 
Women . .. . ..... .... . 

Hosiery: 
Establishments . • .... 
M en . .... . .......... . 
Women ... •. . ... . •... 

Paper boxes: 
Establishments •••. . . 
M en .••.••.... . .•.... 
Women .... . .. •.. . ... 

37 
8,142 
7,238 

81 
7,164 
8,.942 

25 
396 

1,960 

14 . ...•.. ... . .... .•...•.. .. . ... . . 23 ....... ·••·•· 
2,523 ....•.......... ···•···· ... . ..•. 5,619 ..........•.. 
2,350 .. . .... . ............... •······· 4,888 .. . . .....•..• 

56 
6,768 
6,982 

106 . .•.... •....... 9 22 •••••••• 28 47 . ... . .•. . .... 
55,907 ······· ·· · •·•·· 8, 759 19,885 ·•······ 11, 711 15,552 . . ... . . ..... . 
17,055 ...•....... . ... 3,645 4,938 •... . .. . 3,167 5,305 .... . .... . . . . 

42 
3,801 
9,581 

9 •••••• • 15 
1,128 ..•.... 892 
1, 716 ... .... 2,449 

8 ••.••••• ••• • •·· • 
493 . •............. . 

1,130 ....... . ...... . • 

2 8 
123 1,165 
144 4,142 

46 16 30 .....•. · · ······ ·· · ···•· · ······· ·····•·· . ...... ··•·•• 
933 400 533 . ...•.... . .... • .... . ... .....•.. . .. .. . ..... •.. . .. .... 

2,078 5~4 1,544 · •···•· .•.•..•... . .•........... ··•···· · .....•....• •• 

This table shows that the number of establishments studied in each 
industry varied greatly in the different States. Such variation is 
due chiefly to the fact that no attempt was made to get an equal 
amount of material in any two States. Instead, data were sought 
that would be ample enough to be representative of the special con
ditions in the specific industry studied in each locality. Considera-

8 U . S Bureau of the Cen su s . Fourteenth Census: 1920. v. 8, Man ufactu res, 1919, p . 18, 
T able 10. 
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tions of time and expense reacted to reduce, in a few instances, the 
amount of information secured, but in the main any inequality in 
the data is due to the different status of the various industries in 
the States studied. 
Products manufactured. 

Within each industry there were made certain delimitations of 
product that are important from the standpoint of the scope of this 
investigation. It was not possible, of course, to study all the prod
ucts manufactured; nor was it necessary to secure such compre
hensive material. As the aim was to get comparable information 
regarding women's industrial status in typical forms of employ
ment in States with and without extensive labor legislation applying 
to women only, the first necessity was to narrow down the types of 
employment to be studied so that the securing of comparable ma-

. terial might be facilitated. At the same t ime effort was made to 
select an industrial product sufficiently varied to illustrate the 
different factors that have influenced the, development of women's 
employment in any one industrial group.9 

In the manufacture of boots and shoes the establishments studied 
were chiefly those that manufactured women's shoes. This selection 
was made because women's shoes are the predominating product in 
the boot-and-shoe industry in Ohio,1 0 and it was the effect of the. 
Ohio law limiting women's hours to 9 daily and 50 weekly that 
was under investigation. 

In the clothing industry the product in the majority of the plants 
studied was women's dresses. This selection was made primarily 
because California was one of the fields for study, and it was recog
nized that the manufacture of men's clothing would not be found 
very extensively in that State. It was recognized also, however, 
that no study of women's position in the clothing industry would be 
complete without considering their employment on the processes 
connected with the manufacture of men's clothing. Information was 
secured, therefore, from a smaller number of establishments manu
facturing men's clothing. In Illinois almost three-fourths of the 
firms visited were engaged either partially or entirely in the manu
facture of women's garments, while in California this was true o:£ 
15 of the 25 firms included. In order to include shops that would 
form a group more representative on the basis of union policy, five 
shops making exclusively men's work clothing were visited in Cali
fornia, though no shops turning out a similar product were studied 
in Illinois. 

In an industry such as the manufacture of electrical goods, that is 
constantly developing entirely new products and as constantly 
changing the type of the products already being manufactured, it 
is obvious that the variety of articles manufactured is one of its 
most outstanding characteristics and must be recognized in any 
survey of problems and policies supposedly common to the industry. 

The electrical products manufactured by the establishments from 
which data were secured for this investigation show, therefore, a 

9 For full details of product in each industry see Tables 1 in the appendix, pp. 363 to 469. 
10 The Census of Manufactures for 1919 lists Ohio as manufacturing 17,571,593 pairs of 

shoes, of which 12,157,284 were women's and 2,711,103 were misses' and children's shoes 
(v . 10. p . 515). 
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wide variety. They include dry-cell batteries, telephone systems 
for apartment houses, fire-alarm systems, rectifiers, storage batteries, 
magnetos, bulbs, carbon electrodes, controllers, alarms, and signaling 
dev,ices, heating applianc~, lamps, elevators and elevator parts, 
ignition systems and wiring devices, insulated. wire, wound coils, in
sulators, insulated joints, overhead lines for trolleys, mica insulators 
fo:r automobiles, lighting fixtures, battery-charging equ,ipment, .small 
motors, radio sets and appliances, transformers, large motors, 
generators, turbines, vacuum cleaners, sockets, plugs, battery elimina
tors, and meters. 

At fi r.st glance the products of these establishments seem almost 
too heterogeneous to permit of any grouping to illustrate common 
problems ; nevertheless, the basic operations .in many of the groups 
are the same, as are the problems of seasonal and rapidly changing 
demands for the different manufactured art,icles and of changes in 
the proce~ es of manufacture. 

In the manufacture of hosiery the product of the establishments 
studied was seamless and full-fashioned hose. Both these varieties 
are significant from the standpoint of the opportunity open to 
women, and as the manufacture of full- fashioned hosiery is a com
paratively recent development it did not seem that all the really 
important factors affecting women's employment could be discovered 
without ,including both types of product. 

I n the manufacture of paper boxes the product manufactured in 
the establishments studied was chiefly set-up boxes. It is in the 
manufacture of this type of box that women are most important 
factor,s, and therefore it was considered the most significant branch 
of the industry for study. 
Size of establishments. 

In each industry establishments of all sizes were studied, but of 
course the type of industry regulated to a certain extent the prn
va,iling size of the plants under consideration. For instance, in the 
manufacture of paper boxes most of the plants were small, employing 
fewer than 50 persons, and no plant was studied in which more than 
300 persons were employed. This was due not to a policy of select
ing small firms but because such firms are typical of the industry as 
a whole and therefore are the predominating type. 

The -::-.ame thing was true, to a less extent, of the clothing establish-
. ments studied. Of the 81 plants manufacturing clothing, 52 em
ployed fewer than 50 persons. On the other hand, the fact w~ not 
lost sight of that the manufacture of clothing sometimes is carried 
on in very large establishments, and plants were included in Illinois 
whose employees numbered into the thousands. 

Of the plants manufacturing boots and shoes no one size pre
dominated greatly. The most typical , ize ranged from 50 to 500 
employees, but smaller and larger plants were included to a limited 
extent. 

Of the plants manufacturing hosiery the most usual ~ize was 
between 100 and 200 persons, but there was included a scatter ing of 
plants of all sizes from under 50 to more than 1,000 employees. 

In the manufacture of electrical products more very large plants 
were included than in any other industrial group, 18 of the 106 
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establishments studied employing 1,000 or more persons. Except 
for these very large plants, the predominating groups employed 
fewer than 300 persons, though there was a scattering of plants 
employing between 300 and 1,000 per~ons. 
Proportion of women employed. 

When methods of measuring changes in women's occupational 
status first were being discussed in connection with this investigation 
it was considered that the figures showing the proportion women 
formed of all employees might be a significant reflection of such 
changes. But when the detailed information about the changes in a 
few establishments was secured, it was seen that this figure was 
affected by so many and such varied .factors that its changes seldom 
could be correlated with any one thing :;ind therefore could not be 
used to show the action of any special force. 

The figures showing the proportions women formed of all em
ployees are, therefore, less significant from the standpoint of the 
present investigation than they originally seemed. They are of 
interest, however, as indicating in a general and very rough way the 
relative importance of women in the different industries studied. 
Figures in Tables 2 in the appendix, pages 363 to 469, give the details 
of this subject for each industry and show how diverse was the status 
of women even in establishments manufacturing the same products 
within one locality. In spite of their diversity, it is possible from 
the general massing of establishments to get a certain picture of the 
difference in the relative importance of women in the five industries 
studied. · 

For every industry studied there was, of course, a very great range 
in the per cent women formed of all employees in the different plants. 
This range indicates that an important element of the investigation 
has not been ignored, for obviously it is essential that in studying 
the position of women in any group of establishments it is as impor
tant to find the reasons for their employment in very large or very 
small numbers, compared to the number of men employed, as it is to 
discover the factors that have influenced their relative position where 
this position is the normal one for the industrial group under 
consideration. 

Ignoring the extremes at each end of the scale, however, the gen
eral run of the establishments were :fairly representative of the pro
portional employment of women in these manufacturing groups. 
On the whole, women played the least important role in the manu
facture of electrical products. In this group there was the greatest 
range in the proportional importance of women, some plants having 
less than 5 per cent and some more than 90 per cent of women among 
their employees. Nevertheless, the most usual proportion of women 
was from 20 to 35 per cent of the employees. 

The manufacture of boots and shoes was another group in which 
women were outnumbered by men among the employees. In this 
industry there was a far smaller range than in electrical-products 
manufacturing. No boot-and-shoe factory included in this study 
had less than 25 per cent nor more than 65 per cent of women among 
its employees. The most usual proportion of women was between 40 
and 55 per cent of .all employees. 

11017S-28-- 6 
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In the other three manufacturing groups women usually pre
dominated greatly among the employees. In pa per-box manufactur
ing the most common proportion of women was between 75 and 85 
per cent of the employees, and this proportion held good also in the 
clothing factories, where the range was slightly greater (from 70 to 
90 per cent) but where the largest number of plants had from 75 to 
85 per cent women. 

In the manufacture of hosiery no one proportion may be quoted as 
indicative of the situation in any considerable group of plants. 
Women formed anywhere from 47 to 95 per cent of the employees in 
the establishments studied. This great diversity, in an industry that 
is considered a woman's industry and in which was to be expected a 
more homogeneous grouping, probably was due chiefly to the fact 
that there was a diversity of product in the establishments studied, 
some plants manufacturing full-fashioned hose, which employs more 
men, and some seamless hose, where women predominate; and because 

· a number of the plants from which information was secured were 
under one management and some of them were not carrying on all 
processes necessary to the manufacture of hosiery. For instance, one 
establishment might be doing the dyeing for another plant, as well 
as its own knitting and dyeing, which would increase materially the 
proportion of men employed in the plant that did the u.yeing and 
correspondingly decrease the proportion of men employed in the 
other plant. Such arrangements were not uncommon to this industry 
and are important illustrations of the many factors that influence the 
relative position of women among the employees in any establishment. 

PART IL-EFFECTS OF LEGISLATION 

With the information secured in these 312 establishments typical, 
as far as it goes, of the conditions under which women are· employed, 
and representing a sampling process conducted without selection 
save to get as wide a range as possible of the various circumstances 
under which women are employed, the problem is to isolate the effect 
in the establishments studied of such legislation as applies only 
to women. · 

Isolation of any single factor affecting human relationships is not 
a simple matter. In fact, complete isolation probably is almost im
possible. In this case the problem is peculiarly difficult b~cause 
many of the laws whose effects it is propo9ed to isolate and measure 
were passed years ago, and in many instances their standards have 
been so completely incorporated in the present-day· ideals and man
agement of industry that their application does not stand out as 
a distinct factor. Instead; in some cases existing legislation merges 
so completely into the other customs and practices of the industry 
that the management ·itself is found to be ignorant of the compul
sions of the laws it has been complying with for so many years. 

Simple correlations between laws and prevailing hours, between 
laws and extent of women's employment, therefore will not be a 
satisfactory method of measuring effects. Such correlations should 
be made, qut the other factors that played a part in bringing about 
the conditions must be minutely examined and compared in order 
to show wheth~r or not the significance of the original correlation 
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may be due to a cause other than the difference in standards of legal 
regulations. 

The information discussed in the pages following is based almost 
entirely on the general statements of the employers interviewed. 
Few of these statements were susceptible of verification by statistics 
of employment or manufacture. It is, however, by way of the 
personal policies and experiences of employers that the effect · of 
any change in industry becomes final and tangible. The informa
tion secured and detailed in the body of this report is indicative, 
therefore, of the basic relationship between the legislative regulation 
of wo_men's work and their opportunity and conditions of employ
ment m industry. 

SUMMARY 

The outstanding. conclusion that can be drawn from the data pre
sented is that legislative restriction of women's working hours has 
not limited their opportunity in the industries studied. 

In four States with laws that limit to 48 or 50 hours women's 
working week, information was secured from 156 establishments em
ploying 24,216 women. In only two of these establishments was there 
any indication of a curtailment in women's employment resulting 
from the hour law. In those two establishments the total decrease 
in the number of women employed was only nine. The almost infi
nitesimal proportion that these nine form of the more than 24,000 
women included under the law in the plants studied indicates the 
relative unimportance of legislation as a possible handicap to women. 

There is no doubt that legislation limiting women's hours of work 
has reacted to establish shorter hour standards generally and to 
eliminate isolated examples of long hours. Also, in a large majority 
of cases, when hours were shortened for women because of the law 
they were shortened also for men. Even a 48- or 50-hour law, how
ever, does not necessarily bring about universal reductions in hours 
in establishments employing women. Many establishments have 
shortened their h'ours irrespective of any legal standard, as a matter 
of policy, and frequently the enactment of a 48- or 50-hour law for 
women caused no alteration in the standards already in force. 
Legislation is, therefore, only one of the influences that are operating 
to reduce hours in manufacturing establishments. Other factors 
that have the same effect and that operate to a greater or less degree 
according to the locality and type of industry, are agreements with 
employees or with other firms, competition with other firms, produc
tion requirements, and business depressions. 

Among the firms studied there was not. found any tendency toward 
competition through lengthening hours. On the contrary, decreases 
in the hour schedules were reported sometimes as having been neces
sary in order to compete successfully for labor with firms having 
shorter hours. Where the law set a common standard of 48 or 50 
hours a week for women's employment, competitive shortening of 
hours did not occur. 

The legal limitation of women's hours occasionally results in the 
maintenance of different schedules for men and women in the same 
plant. This, however, ha not limited nor restricted women's em
ployment and is not a situation peculiar to establishments opera tir.~ 
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under legal regulation. Employment of men and women on different 
hour schedules was found as an operating policy where such differ
ences were not due to tlw, law but were inaugurated merely for the
convenience of the management or workers. 

Legislation limiting women's hours to 48 or 50 a week practically 
eliminates overtime for women and reduces the number of plants 
requiring overtime for men. Here again, however, such limitations 
and reductions do not result from law only. There is a stronger 
force than legislation operating to eliminate overtime, for both men 
and women. This force is the modern standard of industrial effi-• 
ciency, and it is indicated by the fact that in the plants studied 
operating under a 48- or 50-hour-week law for women it was more
usual to have no overtime as a matter of general policy than because 
of legal restrictions. 

Aside from the shortening of hours and the elimination of over
time, the most important effect of legislation limiting women's hours 
of work is the increased e~nployment of, women that accompanies 
such legislation. It is a very general condition that where women 
are restricted by law to 48 or 50 hours of work per week, a larger 
force of women is hired than would be the case if it were legally 
possible to employ women overtime to take care of rush work. 

Women's position in industry is changing constantly. In some 
types of manufacturing women are becoming more important; in 
others their prominence is diminishing. These changes are not due 
to any one factor~ but to complicated interrelationships of various 
influences, including labor conditions, costs, the development and 
simplification of machinery, the introduction of new products, and 
a liberalization of employment policies, but not including legislation 
limiting women's hours of work. Such legislation has played no 
part in determining the opportunities open to women in the 
industries studied. 

RELATION BETWEEN PREVAILING HOUR SCHEDULES AND 
LEGISLATIVE ST'ANDARDS 

It seems probable that the first and most readily apparent effect 
of legislation regulating women's hours of work would be the estab
li shment of such hours of work for them in the plants where they 
are employed. This is not, however, an inevitable result of such 
legislation. Some establishments, without legal compulsion, are 
working hours shorter than any lega1 limitation that has yet been 
put on the statute books. Such standards, established as a result of 
the practical experience and policies of employers or through the 
efforts of the workers, can not be considered to be an effect of legis
lation. Instead, it is probably the other way around, and such legis
lative standards as have been enacted may be considered to be really 
an outgrowth of the successful experimentation of some employers 
with shorter standards. No legislative standard has ever been 
enacted that has not first been proved practicable by some employers. 
The general standard of hours within a State can not, therefore, be 
said to be entirely due to a legislative enactment, even though the 
two coincide. It is possible, however, by comparing conditions under 
different legislative standards, to discover to a certain extent whether 
the general hour standards in an industry are much affected by the 
legislative standard for women's hours. 
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To permit such a comparison the scheduled hours in the various 
establishments were recorded and have been summarized in the de
tajled appendix to this report (pp. 363 to 469). It is recognized that 
the hour schedule of a plant does not necessarily indicate the exact 
number of hours worked, as always there are qualifications of under
time and overtime to be taken into consideration. Nevertheless, as 
far as general policies of employment are concerned, the scheduled 
hours of a plant may be considered indicative of .a standard and 
usually of a practice and are a satisfactory preliminary measure of a 
general attitude toward hours. In discussing scheduled hours in the 
,establishments studied, it is necessary to divide them into two 
groups-those in which the schedules were the same for men and 
women and those in which men and women had different hours. 
The first group was very much the larger. 
In establishments with the same schedules for men and women. 

In the five industries studied in this section of the investigation, 
the scheduled hours in establishments where such schedules were 
alike for men and women were comparatively short, whether or not 
.short_ schedules for worn.en employees were required by law. How
ever, in the States where there was little or no hour legislat,ion for 
women, though the general standards of hours were short they were 
.apt to be not so short as in the States with legislation, and there were 
isolated instances of long hours that did not occur in the States 
where a legal standard of short hours • for women had been 
€stablish ed. 

The details of the scheduled hours for the various establishments, 
by industry and State, are given in Tables 6 in the appendix present
ing the itemized account of this part of the investigation (pp. 363 to 
469). It will suffice here to give a general outline of the standards 
of hours prevailing in the different industries and States, so that the 
outstanding correlations between laws and standards may be made. 

In the boot-and-shoe factories the prevailing hours in Ohio were 
the day of 9 hours and the week of over 48 and under 50 hours, while 
in Illinois the prevailing hours were a day of less than 9 hours and 
a week of 48 hours or less. Practically every one of the establish
ments in Ohio had hours that fell within the periods enumerated, 
but in Illinois there were instances of longer hours, 3 plants having 
a week of over 50 hours and 1 having a working day of 93/4 hours. 

In the manufacture of clothing the standard of scheduled hours in 
both Californ.ia and Illinois was very short. In California every 
-establishment had an 8-hour day and less than 48 hours a week, while 
in Illinois, of the 56 establishments investigated, 45 had an 8-hour day 
:and 44 had a week of 44 hours or less. Here again, however, Illinois 
showed a few examples of hours longer than those of the establish
ments in California. Three Illinois plants had a 50-hour week and 
2 had a week of 48 and under 50 hours, while 10 plants had a day 
longer than 8 hours. No Cal,ifornia plants had hours as long as 
these. 

In the electrical industry the correlation between hour laws and 
_general standards was more exact. The shortest hours prevailed in 
Massachusetts plants, where, of the 15 establishments studied, all 
had scheduled hours of less than 9 a day and of 48 or less a week. 
A very similar standard prevailed in Ohio, where 23 of the 33 estab-
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lishments had a scheduled day of 9 hours and 24 had a scheduled 
week of more than 48 and including 50 hours. No plant in Ohio 
had hours longer than these. 

In Massachusetts and Ohio adherence of the entire plant to the
legal hour standards for women was quite marked. Whether or not 
such adherence was due to the hour law is not so evident, for in 
Indiana, where there is no hour law, not one of the 8 establishments 
studied had scheduled hours longer than 9 a day or 50 a week, and 
in 3 plants the daily hours scheduled were over 8 but under 9 and 
the weekly hours were 48. The longest standards of hours for the· 
electrical industry were found in New York. In that State 10 of 
the 26 establishments had a 9-hour day and 5 had a scheduled day 
of over 9 but under 10 hours. Weekly hours also were longer than 
in the other States. Ten of the 26 establishments had a 50-hour 
week, while 3 had a week of more than 50 and including 52½ hours. 

In hosiery manufacturing there was a close correlation between 
prevailjng hour standards and legal standards for women's- em
ployment. The Massachusetts plants had by far the shortest stand, 
ard of hours. The scheduled day for every one of the 15-
establishments studied in this State was less than 9 hours1 and 
the scheduled week was not more than 48 hours. The 2 plants in 
Rhode Island also had short-hour standards, running 48 hours a 
week and not more than 9 hours a day. These 2 plants, however,. 
were selected to illustrate a special problem of manufacturing, and 
are not necessarily representative of conditions throughout the State. 
In ·wisconsin the prevailing hours closely resembled the legal stand
ard for women. All the 7 establishments in that State ran a 9-hour 
day and a week of 50 hours or less. The hours of the New Hamp.:. 
shire hosiery plants were more varied than the hours in the other 
States, showing a comparatively short standard in relation to the 
women's hour law, yet with instances of longer hours than were 
found elsewhere. Five of the 8 New Hampshire establishments 
ran a scheduled day of between 8 and 9 hours, but 2 of them had 
scheduled hours of ·between 9 and 10 daily. ,v eekly hour schedules 
were shorter. Seven plants had weekly schedules of 48 hours, while 
only 1 had a weekly schedule of as much as 50 hours. In Illinois, 
where the longest week was permitted by law, the hosiery establish
ments showed the longest hours of any of the five States. Not one 
of the 9 establishments had a daily schedule of less than 9 hours,, 
while 8 had a scheduled week of 50 hours and 1 a scheduled week of 
59 hours. 

In the manufacture of paper boxes also there was a definite corre·
lation between hour schedules and legal standard . The California 
establishments showed much shorter standards than those in Illi
nois. The 8 California plants had an 8-hour day, 5 had a week of 
less than 48 hours, while only 3 had a full 48-hour-week schedule .. 
In Illinois, of the 25 plants investigated, 15 had a daily schedule of 
between 8 and 9 hours and 10 had a daily schedule of 9 hours or 
of 9 and less than 10 hours. Weekly schedules in these Illinois. 
plants on the whole compared somewhat more favorably with the 
California standards. Ten Illinois plants had a week of less than 
48 hours, 14 had a scheduled week of more than 48 and including 
50 hours, and only 1 had a weekly schedule of 53 hours. 
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The foregoing figures have outlined prevailing standards in estab
lishments having the same schedules for men and women, and have 
shown that in such establishments, though general hour standards 
were as a rule not excessive, with or without legislative _ restriction, 
the lack of such restriction occasionally resulted in longer hours 
for women. These were by far the most important group of estab
lishments as far as numbers and extent of employment for men and 
women are concerned. 
In establishments where· 1nen's and women's hours were different. 

Another significant group, and one whose hour standards in rela
tion to legislation throw considerable light on the problems of ad
justing men's and women's work to a fixed legislative standard for 
women, is the smaller number of establishments where there is a 
different schedule of hours for men and women. It is in these es
tablishments that any effect of the law that might result in putting 
women and men on a different plane in industry should be most 
graphically illustrated, and possible restrictions resulting from 
women's obligatory shorter hours should be most evident. 

On the whole, the most conspicuous thing about these establish
ments is the fact that they are so few. In only 44 establishments-
1 in 7 of the 312 reporting-was there a schedule different for 
men and women. Of the 156 plants operating under a 48 or 50 
hour law for women, in 34 the hour schedule was different for men 
and women; while of the 156 operating under more liberal restric
t ions or none, 10 had schedules different for the two sexes. 

The following tabulation shows the States and industries in which 
these differences occur, and is important as illustrating the relat ion 
between the State hour laws and the number of establishments 
having such differences. 

TABLE 3.- Schediuled da;ily an<!J weekly hours in establi snments having hours 
di ffer ent for m en an<l 'WOmen, by State and industry 

. 

State and ,legal regulation 

Boots and 
shoes 

"' .., 

Clothing Electrical 
products Hosiery I Paper boxes 

In this table is disclosed, for some industries, a slight correlation 
between the hour law and the proportion of establishments with 
hours different for men and women. For instance, in the manu-
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facture o:f paper boxes, half the ·California establishments operating 
under a legal standard of 8 hours a day and 48 hours a week for 
women had schedules different for the two sexes. In Illinois, where 
the legal standard is more liberal, only 5 of 30 establishments had 
schedules different for the two sexes. Somewhat the same situation 
is apparent in the boot-and-shoe industry. Though the total num
ber o:f establishments with two schedules for the sexes is very small, 
the only plants which had them were in Ohio, under a 9-hour-day 
and 50-hour-week law for women, while all the Illinois plants had 
schedules alike for the two sexes. In the plants manufacturing 
electrical products the same correlation appears. About one-third 
of the establishments in Massachusetts and Ohio, with legal short
hour standards for women, had schedules different for men and 
women, while only 2 of 28 establishments in New York and 1 of 9 
in Indiana had such differences. 

With these three industrial groups, however , the correlation 
between hour legislation and the extent of standards different :for 
men and women ceases. In the manufacture of clothing there were 
no establishments in. either California or Illinois that had different 
schedules, and of the hosiery plants only 1 in Wisconsin and 2 in 
Illinois had such differences. Possibly this was because women pre
dominate so extensively in those two industries that the men's hours 
are of minor importance and fall naturally within the women's 
limits. It is very likely also that the extensive organization of 
workers in the clothing industry is responsible for the similarity of 
men's and women's hours in that group. 

Though on the face of it the relation between labor legislation 
and the extent of similarity in scheduled hours for men and women 
may appear fairly direct in some of the industries, examination of 
the details of the differences in schedules indicates that legislative 
regulation of women's hours is not always the cause of the main
tenance of such differences. Taking the electrical industry, as the 
one where schedules different for m~m and women occurred most 

· :frequently, the details of the differences in each establishment shown 
in Table 7 in the appendix (p. 399) show that, of the 23 plants 
operating under an hour law and having different schedules for 
men and women, in only 13 were the women's scheduled hour's the 
full hours permitted by law. In the other 10 plants the women's 
hours were within the law, while the men's hours, with one exception, 
did not exceed the legal daily or weekly limit for women. It is 
obvious, therefore, that in those establishments it could not have been 
the legal limitation of women's hours that had brought about their 
employment und~r hour schedules different from the men's. 

It is extremely significant in this industry, where women are very 
much in the minority in almost every establishment, to find how 
frequently they were treated as a distinct group, and how, without 
the compulsion of law, they were given hours slightly different from 
the men's to permit rest periods or longer lunch periods, to relieve 
congestion in the halls at the beginning or end o:f the day, or to give 
them a chance to get to the street cars before the rush of the closing 
hour for men. 

Such policies as these carried out in an industry where women are. 
in the minority, but where their employment seems to be increasing 
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steadily, indicate that a stan~ard of hour~ different_ for men and 
women within the same plant is not necessarily a handicap to women 
but may be an accepted policy of an establishment and in many cases 
inaugurated simply for the best interests of the empl?yees t~em~elves. 

Paper-box manufacturing was the only other mdustrial group 
where the differences between men's and women's hours were suffi
ciently numerous to make their examination significant . In this type 
of factory, where worn.en usually are in the majority among the 
employees and the m~nufactt1ring requirements are less exacting 
than in the manufactu re of the more elaborate electrical products, 
there appears to be more actual correlation between the hour law and 
the number of establishments with schedules different for men and 
worn.en. I n California half the 16 paper-box establishments had 
schedules different for the men and worn.en employed in them, and in 
each of these plants the worn.en worked the full daily limit permitted 
by law and the men exceeded it by from 30 minutes to an hour. It 
can not be said, however , that the hour law was the sole cause o·f 
these differences. In 1 of the 8 plants the men worked longer hours 
voluntarily , because they wanted to increase their earnings; in another 
the men worked longer hours because they had to clean, set up, oil, 
and repair the machines after the women stopped using them. 

H owever , the fact that of the 30 Illinois plants manufacturing 
paper boxes only 5 had hours different for men and women shows 
that production requirements must be a minor factor in bringing 
about this practice. 

On the whole it can be stafod, therefore, that it is unusual for regu
latory legislation concerning women 's hours to result in women being 
placed on an hour schedule different from that of men. Women and 
men do, to a limited extent, work different hours within the same 
establishment, but the extent to which such differences appear and 
the reasons behind them depend almost as much on the type of indus
try and the proportional importance of women among the employees 
as they do on the legislative requirements for women's work. What
ever the reason for them, there was no indication in any establish
ment _ where such differences occurred that they were in any way a 
handicap to the women, nor that they limited women's employment. 

PART PLAYED BY LEGISLATION IN ESTABLISHING HOUR 
STANDARDS 

According to the general schedules of hours in the establishments 
studied, the outstanding correlation that can be made between hour 
laws and hour standards is that, though scheduled hours usually are 
not excessive, with or without legislative restriction, there is a t en
dency toward somewhat longer general st andards and there are occa
sional instances of really long hours where the hour limitation is 
liberal or nonexistent. T o a very limited extent there seems to be a 
greater tendency to employ men and women on different hour sched
ules where the law limits women's hours to 48 or 50 weekly than 
where the limitation is more liberal. 

The real s · gnificance of these correlations will not be apparent, 
however, without examination of the other factors that have played 
a part in the establishment of the hour standards in question. In 
other words, if in a State with a 48-hour law for women it is found 
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that the usual hours of work are 48, it can not be .assumed that this 
correlation between hours and the law shows ,in any way the effect 
of the law unless additional data are adduced showing that it was 
the la;w that brought ,about the establishment of the hour standard. 
It is quite within the range of possibility that the law may have 
followed a prevailing custom in industry and may have resulted in 
establishing ;its standard only in a few laggard plants. 

It is apparent in studying the history of any industry that hours 
have decreased over a period of years. It would be impossible to 
estimate the part played by legislation in establishing a standard of 
hours without taking into considerat,ion these reductions and the 
reasons given by the employers for making them. 
Hour reductions. 

Among the industries included in this study, a certain number of 
establishments in each group reported that reductions in hours had 
been made at one time or another. Such report, however, was by 
no means common to all establishments. In each industry many 
plants had never made a reduction from the hour schedule originally 
adopted. The following tabulation shows that in almost half the 
pl.ants that reported on this subject no reduction of hours ever had 
been made. 

Industry 
Total num- Number 
ber of estab- t hat had 
lisbments reduced 
reporting hours 

TotaL __ _____ ___ ___ _______ ___ . _ _ __ _ ___ ___ ___ _ _ __ _ _ __ ___ ____ ___ __ __ _ _ __ _ _ __ 284 155 
,----+-----

Clothing______ __________________ ____ __ ___ ______ ___ _____________ ___ ________ __ ___ _ 78 35 
Paper boxes __ ___________ _____________ . _______________________________ . __________ 42 14 
Boots and shoes____ _______ ____ ___ ___ __ __ _____ ___ ___ _______ ____ _________ _____ ____ 33 19 
Electrical products____ ___ ___ ______ _________ __ ___ __________ ___________ ____ __ _____ 89 / 54 
Hosiery _____ ___ _____ ___ ________ _____ ___ ____ ___ _ . ___ _______ _____________________ . 42 33 

From the figures in this tabulation it appears that redul-tions of 
hours were less usual in clothing and paper-box manufacturing than 
in the three other industrial groups. This situation is not necessarily 
due to the type of industry, however, but r ather to the fact that 
California was one of the States in which these two industries were 
studied. In California the law limiting women's hours went into 
effect in 1911 and established a standard of 8 hours daily and 48 
weekly that is not often bettered in common industrial practice.. The 
majority of California plants were established after the enactment 
of this law, and the standard enforced at that time has not yet been 
shortened. 

Only 8 of the 25 clothing factories in California had changed 
their hours, while in the Illinois factories reductions were reported 
in 27 of 53 establishments. In paper-box manufacturing only 3 of 
15 California plants reported reductions, while 11 of 27 Illinois 
plants made such report. 

In boot-and-shoe manufacturing there seems to be no definite cor
relation between the date and requirements of the State law and the 
number of establishments reducing hours. Of the 23 Ohio plants, 14 
reported that they had reduced hours, while a similar report was 
made by 5 of the 10 Illinois plants. 
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The proportion of plants that had reduced hours in the manufac
ture of electrical products varied considerably in the different States. 
All the 5 establishments in Indiana, 18 of the 24 in Massachusetts, 18 
of the 27 in New York, and 13 of the 33 in Ohio reported reductions 
in hours. 

In the hosiery plants, also, there was little differentiation by State 
in the extent of reductions reported. All the 8 New Hampshire 
plants, both of the 2 Rhode Island plants, 8 of the 9 in Illinois, 7 of 
the 8 in Wisconsin, and 8 of the 15 in Massachusetts reported that 
they had reduced hours. 
Reasons for reductions. 

It is obvious from the foregoing figures that reductions in hours 
oc_curred generally in all the industries studied. The important 
question from the standpoint of this investigation is what caused 
these reductions and how important, relatively, was legislation as a 
factor in bringing them about. 

The hour laws that are of the most significance in establishing 
standards a.re those of Massachusetts, Ohio, Wisconsin, and .Cali
fornia. The laws in Illinois and New York are so liberal in their 
standards that it is not likely that they caused a very serious read
justment of industrial conditions. In the four other States, how
ever, 48 or 50 hours weekly and 8 or 9 hours daily were established 
as a le~al standard for women, and it is in these States that the 
effect of legislation on hours should be most apparent. 

In each State studied a considerable number of establishments 
s,cheduled had been in operation over a period long enough to have 
experienced the effect of legislative enactment. In the boot-and-shoe 
industry, 17 plants in Ohio had been in existence before 1917, when 
the legal hour standard was reduced from 10 daily and 54 weekly to 
9 daily and 50 weekly. In the electrical industry, 29 plants in Ohio 
had been in existence before 1917; and in Massachusetts, 20 plants 
had been in existence before 1919, when the 48-hour law went into 
effect in that State, reducing the legal standard from 10 daily and 
54 weekly. In the manufacture of ,c.lothing, only 7 California plants 
had begun operation before 1911, when the 8-hour-day and 48-hour
week law went into effect in that State. In the manufacture of 
hosiery, 7 plants in "Wisconsin, 9 in Massachusetts, 7 in New Hamp
shire, and 2 in Rhode Island had been established before the passage 
of the most recent hour laws in those States. In the manufacture of 
paper boxes, 6 of the California plants had been established before 
the enactment of the hour law. In these establishments, therefore, 
it should be possible to isolate the part played by legislation in 
enforcing hour reductions. 

Further light on the other factors that operate to bring about re
duction may be discovered from the re.cords of the establishments 
that were not in operation when a law went into effect but neverthe
less reduced their hours. 

Tables 10 in the appendix, giving the findings by industry (pp. 
:363 to 469), show that the outstanding factors other than the hour 
laws that have brought about changes in hours in the various indus
tries are agreements with employees, competitive conditions, produc
tion requirements, business depression, and the general policy of the 
firm. In some cases, because of some one of these factors, more 
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than one redu,c,tion was brought about in the same firm. Sometimes 
the reductions were made for women only, sometimes for men only, 
and sometimes for both. The full details of these occurrences and 
the industries and States in ,v hich they took place are outlined in 
Tables 10 in the appendix mentioned. 

The tabulation following indicates roughly the importance of the 
various factors as they were reported for the different industries. 

TABLE 4.-0hanges in hours and the reasons for such changes, by State ant! 
industry 

Reason for change in hours 

. 

Boots 
and 

shoes 

0 

:El 
0 

"' ·s 
§ 
-

Cloth
ing 

"' ·e "' ,8 ·s 
;::. A 

"' ~ 0 
- -

"' A 

"' ~ 
A 

H 
-

Electrical 
products 

alls 
~i 

0 ;sE :a C) 

0 
- -

Hosiery 

~ ~ •ls f 
~~ "' "'~ 

>< A "' g'la, 
Q) 0. 

~ 
g ·s i] ZS 
~ .s "' Q) s C) 

~ z 
- - - - -

Q),C:, 

'g ta 
..c::-
~~ 

-

Paper 
boxes 

"' ·e "' ,8 ·s 
;::::l 

~ "' 0 
- -

All establishments reporting _____ 23 10 I 25 53 5 34 20 27 / 8 9 15 8 2 15 2T 

Establishments reporting reductions __ 114 
Number of plants operatinq when hour 

law became effective __________________ 14 

Reasons for reducing hours: 

512 8 327 l 5 
2 7 14 

13 117 118 

12 17 14 7 8 8 8 

Hourlaw______________ _____ __ 9 __ __ 1 1 11 4 7 6 

2 1 3 l 11 

2 3 S-

Agreement with employees_______ 1 3 7 ____ 2 ____ 3 ---- ____ ____ 6 ____ ---- ----
Agreement with other firms___ 1 ____ ____ 2 ____________ ____ ---- 5 ____ ________ -- -- ----
Competitive conditions_______________ ____ 6 ____ ---· 3 7 ____ 1 ____ 1 1 ---- 1 
Production requirements____ _ 2 1 ____ ____ ____ ____ 1 ________________________ -- -- ----
Business depression_ ___________ ________ ___ ____ 1 ____ 1 _______ _ ---- ,- ____ ____ ____ 1 
Policy offirm_________________ ____ ____ 2 2 3 3 3 1 ____ ____ 1 1 1 fi: 
Not reported___________ _______ 3 3 4 13 5 7 4 7 2 2 3 ________ ---- fi: 

Establishments with no change_____ __ 8 4 17 25 20 3 7 1 ___ _ 7 ________ 12 16 
Establishments with hours increased_ ____ ___ _ ____ 2 1 2 ____ 1 ____ 1 ___ _ ____ ----
Establishments with rearrangement 

ofhoursbutnoincreasenordecrease. 1 3 ____ ____ ____ ____ ____ ____ ____ ____ 1 ____ ---- ----

1 Details aggregate more than total, because some establishments gave more than one reason for change
s Details aggregate more than total, because some establishments gave more than one reason for change;: 

3 of these plants also had a rearrangement of schedule. 
a Details aggn~gate more than total, because some establishments gave more than one reason for change; 

I of·these plants also had an increase in hours. 
• Details aggregate more than total, because some establishments gave more than one reason for change. 

Of these firms having a decrease in hours, 2 had other changes also-1 a rearrangement of hours and 1 aw 
increase. 

HOUR LAWS 

The information in the foregoing tabulation indicates that when 
the hour law in a State requires fairly short hours for women such 
legislation usually is the main cause of reductions in hours. This· 
does not apply to the situation in the clothing industry of California, 
where in only one establishment was the hour law credited with 
bringing about a reduction in hours, though seven of the eight estab
lishments that had reduced their hours ha.cl. been in operation when 
the law went into effect. The explanation for this probably is the 
fact that this industry is strongly organized and the standards of 
the union have had considerable influence in decreasing hours 
throughout the State. In the electrical plants in Ohio, also, reduc
tions in hours were not generally credited to the law though most 
of the plants that had reduced hours were operating when the law 
was enacted. 

Of the 14 boot-and-shoe plants in Ohio reporting reductions in 
hours, all of which were operating when the hour law went into 
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effect, 9 reported reductions because of the law. The same cause 
of reduction was reported by 11 of the 18 electrical-products factories 
in Massachusetts, and by 4 of the 7 hosiery plants in Wisconsin, 7 of 
the 8 in Massachusetts, and 6 of the 8 in New Hampshire. All estab
lishments in hosiery manufacturing had been in operation when the 
various State laws had become effective. All the three paper-box 
factories in California that reported having reduced hours had done 
so because of the law. 

The 54-hour law in New York did not bring about any reductions 
of hours in New York establishments in the one industry-electrical
products manufacturing-that was studied in that State, though 14 
of the 18 establishments that reduced hours had been operating when 
the 1912 law went into effect. Nor did the 10-hour law in Illinois 
have any effect on the hour standards of the establishments studied 
in that State. 

Effects of redwctions ca'UJ8ed by hour lanos.-The experiences of the 
individual establishments in connection with changes in hours, as 
outlined in the statements made by their managers (pp. 363 to 469), 
indicate that the enforced shortening of hours brought no great 
hardship to any plant. In only one establishment-a boot-and
shoe factory in Ohio-did any curtailment of women's employment 
accompany a reduction of hours caused by the hour law, and in that 
establishment the curtailment was only temporary. Because of the 
legal limitation of women's hours in 1917, the superintendent of this 
plant said, he had begun hiring boys to replace women in the pack
ing department as fast as vacancies occurred. But there was no 
future for boys in these jobs, and the boys were not so satisfactory 
as the women, whose work it had been for years. His exI?erience 
showed him that it was impracticable both to have boys working 
different hours from the women and to have them working on pack
ing, so the experiment was discontinued and women were returned 
to the job. 

In the other plants that reported reductions of hours brought 
about by the law the usual report was that following the reduction 
the employees speeded up slightly, and there was no loss in produc
tion. The assistant superintendent of a hosiery plant in Wisconsin 
even went so far as to say that when his plant reduced hours for both 
men and women, because of the women's hour law, from 10 daily 
and 55 weekly to 9 daily and 50 weekly, "the only loss from the hour , 
change is from overhead costs." He said there was no noticeable 
decrease in production, as the plant equipment was increased suffi
ciently to balance the decrease in hours. He also said that the women 
found no decrease in their pay envelopes. 

Adjustments of speed on the part of employees and more efficient 
methods of production ofl the part of the employers usually kept 
the enforced reduction o:f hours from being a handicap to either, 
and on the whole the employers who had been obliged by law to 
reduce their hours showed a surprisingly strong approval of its 
results. 

As one of the results of the shortening of hours caused by tne 
law it is interesting to find, from Tables 10 in Appendix B (pp. 363 
to 469) , that in by far the great majority of cases hours were reduced 
for men as well as for women. Of the 42 establishments that reporter~ 
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reduction of hours because of the women's hour law, these reductions 
included men's hours in 34. 

OTHER FACTORS REDUCING HOURS 

The other factors that brought about reductions of hours throw 
considerable light on the complications that surround even so appar
ently simple a matter as the determination of the number ~f hours a 
plant is scheduled to operate, and they show also that even m a State 
where there is a law governing this matter the law is only one of 
many causes of reduction. 

Agreements with employees as a factor in bringing about shorter 
hours was most important in clothing manufacturing. Seven of the 
27 plants reporting reductions in Illinois and 3 of the 8 in California 
reported reductions for this reason. Also, in the hosiery factories in 
New Hampshire a very considerable proportion of the plants report
ing reduction gave this as the reason. 

It is surprising to see that not one of the 14 boot-and-shoe factories 
in Ohio that reported reductions in hours credited such reductions 
to agreements with their employees. Instead, 9 of these establish
ments gave the hour law as the cause of reduced hours. The explana
tion of this situation, in an industry that is quite extensively organ
ized in Ohio, probably is that the unions in that State, merged their 
standard in that required by the law so that their influence in estab
lishing standards may be measured partly by the extent to which the 
law brought about reductions. 

The influence of a standard set in conjunction with other firms 
and by competitive conditions is illustrated interestingly by the 
repor~ of a number of firms, especially in hosiery manufacturmg in 
Illinois, in which agreements with other firms had been the most 
important influence in bringing about shortened hours. 

One hosiery plant reported that hours had been shortened to meet 
the standard required by law of the plants in an adjoining State, 
from which most of its employees came. To keep his employees con
tented the manager of this Illinois firm felt that he must match the 
standard of working hours in vogue in the near-by State. 

In a New Hampshire hosiery factory it was reported that hours 
had been decreased to less than the legal requirement because a 
demand for shorter hours was anticipated and it was decided to 
shorten hours before the demand rather than to be forced to do so 
later. In another New Hampshire hosiery plant hours had been 
reduced from 54 to 48 a week at the time the Massachusetts law went 
into effect, because the New Hampshire plant was one of a number 
of subsidiary plants owned by one company a number of whose 
branches were in Massachusetts. Because it was the company's 
:policy to keep h~mrs uniform in all its p'lants, hours were reduced 
m New Hampshire when the plants in Massachusetts were required 
by law to make the reduction. 
. The competition of other firms was an important factor in bring
mg a_bout reductions in the clothing industry in Illinois and in 
electrical-products manufacturing in New York. In these industries 
hours were shortened chiefly because certain firms decreased their 
hours and others using the same grade of labor had to follow suit 
or because "long hours have been gradually going out of style," 01: 
because" the other plants in the city decided tp shorten their h'ours." 
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It is important to find that reduction of hours as a result of com
petition among firms was not reported in any of the States where 
the hour law for women established a comparatively short standard. 
In other words, in those States where the hour law required that 
women should not work more than 48 or 50 hours a week the com
petitive element among firms in regard to hours was largely elimi
nated. It is also worthy of notice that where the hour law was not 
especially restrictive the competition among firms in the matter of 
hours was not for the short-hour firms to lengthen their hours with 
the purpose of decreasing overhead and increasing production, but 
for the long-hour firms to shorten hours so that they might _secure as 
good a grade of workers as were being secured by their competitors 
with the shorter schedules. 

A minor factor in bringing about reduction of hours was the dis
covery that the necessary output could be secured in a shorter time. 
For instance, the fact that production on a certain type of leased 
machinery was limited according to the terms of the lease, and that 
the limit could be achieved in shorter hours, was the reason for 
reducing hours in an electrical-products f,actory in Massachusetts. 
A shoe factory in Ohio reduced hours for all employees because it 
was found that the women in the fitting room could get out the neces
sary amount of work in shorter hours, and experiment showed that it 
was not practicable to run different shifts for different parts of the 
plant. 

Business depression was not responsible for a shortening of sched
ules in many plants. This probably is due to the fact that during 
periods of small orders and slack work it usually is the custom not 
to decrease the regular schedule of hours but to run "undertime," 
thus making it possible when business improves to resume work on 
the former schedule without the appearance of lengthening hours. 
In one plant, however, the result of shortening hours because of 
business depression was so satisfactory as to bring about a permanent 
change of schedule. This plant manufactured an electrical product 
in Massachusetts, and bef.ore the 48-hour law in that State went into 
effect it had reduced its schedule, because of the general busfoess 
depression, from 9½ hours daily and 52 weekly to 83/4 homs daily 
and 48 weekly. Following this reduction it was found that pro
duction " speeded up," and there was, thereforei no desire to return 
to the longer hours when business conditions revived. 

Underlying all the other reasons for reducing hours and the ex
periments with such reductions was the general policy of the firms. 
Not infrequently did firms report having reduced hours for no special 
reason other than the belief that shorter hours were" better for every
one." That these shortened hours resulted in better production 
records or made available a higher type of workers sometimes 
:followed, but such results were not always certain when the policy 
for shorter hours was adopted. One employer, in an electrical- . 
products factory in Ohio, recently had reduced hours for both men 
and women from 83/4 to 8 daily. He felt that the result was equally 
great production and more satisfied workers. In his opinion his 
general policy of reducing hours had been justified, and he said that 
his workers seemed to turn out just as much in 8 hours as in the 
longer day. This he explained by saying that when a girl gets tired 
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she beo-ins to think about going home and does not accomplish much 
work. 

0 
A number of, paper-box factories in Illinois had had similar 

experiences. · 
Perha·ps the general attitude of those employers ~ho ~dopted or 

indorsed shorter hours as a matter of general pohcy 1s reflected 
almost as clearly in the statements made by those who never had 
needed to shorten hours, because their standards already were equal 
to or better than the standard required by law. Among such em
ployers indorsement of the 8-hour standard was most conspicuous 
in the clothing factories in California. A tendency to shorten hours 
even further, making a 5-day week, was indicated in some plants. 
One employer in this industrial group in California did not even 
know there was an 8-hour law for women. He said he had adopted 
union standards when he started his shop and he believed that 
workers could do just so much and no more and that 8 hours was 
long enough for anyone to work. Another employer in a clothing 
establishment said that he thought workers accomplished as much 
in 8 as in 12 hours and were much better and happier with the 
shorter schedule. He felt that one of the reasons for having shorter 
hours was the specialization in the industry, that resulted in speed
ing up and made short hours of more importance than when one 
worker made an entire garment. 

On the whole, a general tendency to decrease· hours or to ~dopt 
short hours might be described as the outstanding characteristic of 
the hour policies in the establishments studied. Only seven estab
lishments in all reported that they had increased their hours. These 
increases were not great, and in some instances were not conspicu
ously successful in their results, as in the electrical-products factory 
where the hours had been increased from 49 to !Jl½ weekly, expect
ing thereby to increase output. The increase had not materialized, 
but the 51½-hour schedule had remained in force. Another plant, 
manufacturin~ clothing in Illinois, had moved from a former loca
tion in order 'to escape from union domination." On moving, the 
scheduled hours had been increased from 8 daily and 44 weekly 
to 9 daily and 50 weekly. At the time of the interview indications 
were that the experiment had not been successful, as, with the inex
perienced help available in the new location, and for the longer 
hours, the output had not increased with the increased schedule. 

The general attitude of the present-day manager in industry, as 
well as the specific findings detailed in the various sections .of this 
report, shows that the adoption of shorter-hour standards· is an 
almost univer;Sal development. If it is not achieved by law: it is 
brought about by some other economic factor or policy, and often 
this factor or policy has been at work before or in place of the 
inauguration of a legal regulation. Whatever may have been the 
method by which they were achieved, shorter hours for women do 
not seem to have resulted in any animus against them as emplo,yees 
in the ind11stries investigated. On the contrary, the enforced or 
voluntary shortening of hours for women seems to have brought with 
it in most instances a siIT1iilar decrease for men. But whether or 
not they have been shared by men, there is absolutely no indication 
in any of the establishments studied that the shorter hour schedules 
have been in any way a handicap for women. 
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RELATION BETWEEN EXTENT OF OVERTIME AND LEGISLATIVE 
RESTRICTIONS OF WOMEN'S HOURS OF WORK 

Though ,scheduled hours of work show in a general way the 
standards that have been established in a plant or group of plants, 
there is one very important qualificat,ion of this standard that may 
change it completely in its application. This qualification is the 
extent to which w_ork is required for longer than the scheduled hours, 
and the number of persons of whom such requirement is made. 

One of the most serious claims against the enforcement of legisla
tion limiting women's hours of work has been that , by making it _im
possible for them to be employed overtime dur ing emergencies or 
rush seasons, such laws have limited women 's usefulness to industry 
to such an extent that their employment is curtailed. On the face 
of it th.is theory seems plausible and it becomes especially important, 
therefore, in this connection , to scrutinize as closely as pos ible the 
overtime policies and practices that were in effect in the establish
ments studied in this investiga~ion . The details of the e policies 
and practices are given in T ables 12 and 13 and the sta iement re
garding overtime for each industry in Appendix B (pp. 363 t o 469 ). 
The following tabulation shows in summary form the extent to 
which over time was used in the var;ious industries and States : 

T ABLE 5.- 0 vert ime in t he establ ishments stiidied, by State and vndustry 

rumber 
Overtime for-

State and industry of estab- No over- 1--------

Jishments time 
reporting Women Men and Men 

only women only 
----------- - - -----,-----------------

Ohio: 
Boots and shoes ______________________________ ___ __ _ 
Electrical products __________ ___ ____ ____________ __ _ 

Massachusetts : E lectrical products _____ _________ __ ___ ______ _____ _ _ 
H0~i.ery _____ ____ _________ __ _________ ______________ _ 

California: Clothing __________ _____________ _________________ __ _ 

w is!o~~ ?'iii!fery= == = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = New York : E lectrical products _______________________ _ 
Rhode Island: Hosiery __ __ _____________ ___ ____ ______ _ _ 
Illinois: Boots and shoes __________ __ __________________ __ __ _ 

Clothing ___________ ____ _________________ __ ___ ____ _ _ 
Hosiery __________ ______ ______ ____________ _______ __ _ 
Paper boxes ___________ __ _____ _____ ___ ____ ____ __ __ _ _ 

New Hampshire: H osiery __ -- --- -- ------------ -- -- ----
Indiana: Electrical products ______ ____ _________ ___ ____ _ 

17 
39 

22 
15 

25 
16 
8 

28 
2 

14 
56 
9 

30 
8 
8 

113 --- - ---- - - --- - --- - --
io 5 

6 2 
5 - - ------- - -- - -------

12 8 
4 6 
4 -- ---- - - -- --------- -
8 8 
1 1 

5 7 
3 3 45 
(\ 2 

14 14 
2 2 3 
2 1 3 

14 
10 

4 
6 
4 

12 

2 
5 
1 
2 
1 
2 

1 In 1 est ablishment it was definitely stated that t here was no overtime for women and the context of 
t he interview was such that it could be assumed t hat there was no overtime for men either. 

2 In 2 establishments it was definitely stated that there was no overtime for women but t he context of 
t he interview was such t hat it could be assumed t hat there was overtime for men . 

On the whole, the figures in this table show that overtime for either 
men or women is less prevalent in States with comparatively short 
legal hours than in the States where longer or unlimited hours are 
permitted. Overtime for women is found to a considerable extent 
only in the States where the hour laws permit long or unlimited 
hours for women. 

110179--28--7 
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Overtime policies are peculiarly dependent upon the type of indus
try and product manufactured, so that mas~ figures may be inaccu
rate, but probably there is a certain signifi.cap_ce in the fa~t that in 
the four States having 48 or 50 hours as the legal weekly limitation 
for women, of 142 plants reporting on overtime 54 had no overtime 
for either men or women, while of the 88 that had overtime 66 had 
~t for men only. A very different alignment is apparent in the 
establishments in the States having legal standards for women of 
54 hours or more weekly. In those States 155 plants reported on 
the subject, only 41 had no overtime, while of the 114 that had 
overtime 89 employed women beyond the usual hours. 

The relationship between honr laws and overtime was especially 
distinct in the estabLshments manufacturing boots and shoes in 
Ohio and Illinois. In those establishments there was considerably 
less overtime in Ohio than in Illinois for men as well as for women. 
Nine of the 14 Illinois plants and only 4 of the 23 Ohio plants 
reported that they occasionally ran overtime. 

Somewhat the same s:tuation is apparent in clothing manufactur
ing, where 12 of 25 establishments in California reported no overtime 
for either men or women, while in Illinois only 3 of 56 plants made 
such a report. In ' the three other industries-electrical products, 
hosiery, and paper-box manufacturing-the 48 or 50 hour legal 
limitation of women's working week seems not to bear so direct a 
relationship to the general use of overtime. The majority of plants 
in each of these industries in the States with short legal standards 
of hours, as well as in the other States, reported that they occasionally 
ran overtime. 

A possible effect of legal limitation of ,,7omen's hours in standard
izing hours and eliminating overtime for both men and women can 
be definitely traced, therefore, only in boot-and-shoe and clothing 
manufacturing. The relation between the State hour laws and the 
extent of women's overtime employment is more readily apparent. 
With the exception of clothing and paper-box manufacturing in 
California, the numbers of establishments in which women are em
ployed overtime in the States having 48 or 50 hour week laws for 
women are practically negligible. The number of clothing and 
paper-box factories in California where overtime for women is re
quired occasionally is due to the fact that most of these plants were 
running on a normal schedule of 8 hours a day and 44 hours a week, 
and when the rush seasons came the women were expected to work 
Saturday afternoons. 

PART PLAYED BY LEGISLATION IN ELIMINATING OVERTIME 

A further measure of any possible relation between hour laws and 
overtime policies is the reasons given by the employers for having 
overtime or for refraining from it. 

On the whole, there seemed to be a considerable number of em
ployers who disappproved of any overtime for either men or women 
and who regulated their business accordingly. 

The statements made by these employers are given in detail under 
each industry in the appendix, pp. 363 to 469. The following tabula
tion summarizes briefly the chief reasons given for not having any 
overtime, or for having overtime for men but not for women. 
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TABLE 6.-R easons for not workilng oi;ertime, by State and industry 

. Mas-
6 .t ,1~ lb "" 

Cal!- sachu- Ohio 7 r:rJ <> I ;a Illinois ~ ~ 
forn ia setts i:1 I ::, -o er, ~ ~ <-> 

--------- ·; t: ~ ·t~ c a.~ 1----,----,--- , .g 
Reasons for not working overtime .. I jcil "' ~ ,,,_ -o "' .~ o i:i. ~ -~ ~ rs ._ b.C -o c:i 8 

0) VJ ~ ~ -~ <> .Q <> [; en O en :>-< ~ en I-'; i:Q 0) ~ C .E ~ ~ ~ _:-
P. 0) · - "- '"' ::j . '"' ::j 0) <.> t. <.> 0) "- p. >< a> ..Cl en o - d 

tl :5 -~ t.; -o i~ 'O ts _g rn <> ·c -g ·1 <> o ·;;; ..., 'o ..a 'O <-> 
a,.a o ~ ~ 8 ~ 8 8 rn •-1 a>~ ..o Q.1 ~.a o £ o 00 d 

Establishments where nei ther men P... 

0 
~ r,:i P.lr,:i P. ~ ~ ~ '.:_ ~ ~ ~ ~ ~ ~ 

nor women work overtime____ ______ 3 8 4 6 5 10 4 3 1 1 10 6 2 1 1 

General policy __ ___________ _______ - 2 4 1 -
2 4 1 ~ --~-1--~-::::1·-~~-__ :_ :::: :::: ~ 

[,aw___ _________ ___________ _______ 1 ____ 2 _--_--_,--_--_,_2_, __ , __ . __ , __ , __ ,___,. _ _,___, __ 

Overtime necessary in wo-
men's department only ______ _____ __ ___ _ -- -- ____ 1 ____ ---- ____ ---- ---- ---- - - -- ---- - ---

Men 's and women's work de
pendent on each other
women can not work over-
time_______ ______ __ ____ _____ 1 __ _ _ 2 _ _ _ _ _ _ _ _ 1 1 - -- - ____ - - - - - -- - __ - _ ____ -- -- ___ _ 

Union_ _________ ____ _______ ________ ___ 1 2 --- - - --- ---- --- - --- - - - -- 1 - -- - --- -
--l--+-+---t--1--1-- ------1-,- - - ---

Will not allow overtime _________ _ 1 ____ --- - __ _ _ 
More em ployees than neces-

sary, can not discharge them 
during dull season ____ ________ __ ____ ____________ 1 1 -- -- ----

Overtime not necessary_______________ 2 4 2 1 --- - 1 ---- 3 1 --- -
--1-·-1·---l---f---l--t--1--1-- --- - -

~v~s;~~~/;J;~~~~~~--:========= ==== --2- -- i- --4- -- i- --~- --~- -- i- ==== --~-==== --~---~---~- ==== 
Workers will not wock overtime______ 1 ____ ____ ____ 1 __________ ___________________ ______ _ 

Establishments where women are not 
working overtime though men work 
overtime ___ ______ __ ___ ___ _______ ___ 5 4 10 13 20 4 4 10 ____ ____ 1 2 2 

General policy__ _____ __ _______ __ __ ____ ____ ____ 2 2 1 1 
Law___________ __ ____ ________ _____ 4 1 3 5 10 2 3 
Overtime not necessary in wom-

en's departments _____ ___ ___ __ ______ 3 i 6 8 1 
Women do not like overtime __ __ __ 1 1 _____ _____ ______ __ _____ _ 

3 ___ _ ,___ _ 1 
I 

: :::} ::: :::: :::: 'J __ '_ :::: 
1 Only possible overtime is Saturday afternoon. 
2 Wish to get home to do marketing, to get supper, etc. 

From the point of view of the present investigation, the most sig
nificant ections of this table are the classifications in which the hour 
law for women is held responsible for the fact that there is no over
time for either men or women or no overtime for women only. 

In the States where there is a 48 or 50 hour law (California, 
Massachusetts, Ohio, and Wisconsin) it is a striking fact that in only 
6 of 40 establishments reporting no overtime for either men or women 
and giving reasons for this situation was the women's hour law held 
responsible. This fact becomes particularly important when it is 
recalled that all the industries studied employed a large number of 
women, while in three of the manufacturing groups-paper-box, 
clothing, and hosiery ·manufacturing-women as a rule predominated 
among the employees. The legal restrictions on women's hours of 
work might be expected, therefore, to dominate the hour policies in 
those establishments. 

This situation did exist to a certain extent. In the few establish
ments where the absence of overtime requirements for either sex was 
laid to the women's hour law, the reason given was that the men's 
and women's work was interdependent, so that if the law prevented 
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women from working overtime men's overtime work was not needed. 
This was true of two hosiery plants in Massachusetts, one hosiery 
plant in Wisconsin, one paper-box factory in California, and one 
boot-and-shoe factory in Ohio. 

It is even more 1mportant to find that in those establishments 
reporting reasons for overtime where there was overtime for men 
but none for women, the law was given as the reason for not employ
ing women overtime in only 28 of the 60 firms that reported r easons 
in the four States with 48 or 50 hour laws for women . 
. That overtime ,simply was not necessary seems to have been an 
important reason for not having it for either men or women in the 
States where there was a 48 or 50 hour law for women, as well as 
in the other States. In establishments where men had overtime but 
. women had not, a predominating reason for not employing women 
overtime was again that overtime was not necessary. 

These facts should be an important consideration in measuring any 
possible effects of hour legislation on women's employment: There 
were more plants that had no overtime for women because it was not 
necessary than there were plants that had no overtime for women 
because the law did not permit it in clothing factories operating 
under an 8-48-hour law for women in California and in hosiery 
factories and in the manufacture of electrical products under a 
9-48-hour law for women in Massachusetts, while of the establish
ments manufacturing electrical products under a 9-50-hour law for 
women in Ohio 10 had no overtime for women because of the law and 
9 had none because it was not necessary. 

The fact that overtime was not necessary was due sometimes to the 
type of work on which women were employed; sometimes it was a 
result of adjustments made in the establishment, such as the employ
ment of a larger force than was necessary the year around to elim
inate the need for overtime work; sometimes it was the result of a 
slump in business; and sometimes it was purely an element in the 
nature of the industry that did not require seasonal rushes. 

In the States where longer hours are permitted by law for women 
the predominating reason for having no overtime for either sex was 
the general policy of the firm. It is rather unexpected to find, as the 
predominating reason for the elimination of overtime, not the type 
of work nor the nature of the business but instead a conscious and 
voluntary adjustment within the plant so that seasonal requirements 
might be met without overtime. 

In these same States the predominating reason for not employing 
women overtime when it was required of the men was that it was 
against the general policy of the firm to do so. 

Taking them as a whole, the employers' statements regarding over
time, though they are not extensive numerically, indicate quite clearly 
that there is a force stronger than legislation that is operating to 
,eliminate overtime work in industry, and that this is even more true 
for women than it is for men. 

Many employers consider overtime an uneconomical expedient. 
'They find that its aftermath is overfatigue and reduced production 
:and they often state that this is more evident with women than with 
men. The figures in the foregoing table show -that there is a consid
ierable proportion of employers who would not employ women over
time if the l~-w permitted it. Individual statements of employers 
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presented this point of view even more clearly. · From the Illinois 
hosiery manufacturer who employed his workers on a 9-hour-daily 
and 50-hour-weekly schedule, in spite of the fact that the law per
mitted 10 hours daily and 70 weekly, and who said "a tired girl isn't 
worth the overhead she absorbs," to the Massachusetts employer in a 
small factory, 90 er cent of whose employees were women, who said 
he did not believe in overtime for either men or women because " 48 
hours is long enough to do good, efficient work," there was evident a 
very considerable mass of opmion opposed to overtime on an economic 
basis. 

T here can be no denying the fact, however, that very few industries 
or establishments may expect to be always free from sudden demands 
for extra work that can not be met through the normal schedule of 
working hours. E ven the most ardent disapproval of overtime will 
not prevent an occasional emergency. Many industries have done 
much t eliminate the seasonal aspect of their work by manufacturing 
stock products during the dull seasons, thus allowing for intensive 
operation on seasonal specialties when the demand comes; others have 
broadened their line of products so as fo manufacture some stock for 
which there is de and at all time of the year; but such fundamental 
adjustments do not const itute the entire range of expedients that are 
adopted in order to avoid working overtime. 

In the e,stablishments reporting that they had no overtime it is 
worth noting that the most usual way of avoiding it was to main
tain a larger force than necessary throughout the year so as to 
be equipped to handle rush work. A smaller numoor of eEtablish
ments employed an increased force during, the busy season. A few 
plants r eported that the ;industry was adjusted to eliminate seasonal 
work. This was especially true of paper-box manufacturing in 
Illinois, where a number of plants reported that by making boxes 
for stock during the slack sea on they could manage the rush orders 
for the sea onal trade. 

Sometime,s it was the experience of a firm that the need for extra 
work was met simply by extra exertion or· "speeding up" on the 
part of the employees and occasionally an extra shift was added. 

"\Vhere women did not work overtime when moo. d,id, the same 
adjustments predominated~ The most usual expedient was to in
crease the force of women during the busy season or to keep a larger 
lorce throughout the year. In a few plants men were put on for 
the overtime hours on women's work, and in one plant in Indiana 
(where them is no hour limitation for women's work) there was 
an extra shift of men to do what would require overtime on women's 
occupations. 

EFFECT ON WOMEN'S EMPLOYMENT' OF THE REQUIREMENT OF 
OVERT'IME 

In sp,ite of the fact that many employers, for many different 
reasons, find overtime to be inadvisable and try to prevent it, or at 
least to limit it, in their plants, there is still a considerable residue 
of establishment in which overtime ,is an occasional requirement, 
and it is in the e establishments that the laws limiting women's 
hours of employment might react seriously on their opportunities. 
With this idea in mind, especial effort was made during the cour·se 
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of this investigation to secure from employers in establishments 
where overtime wa,s required expressions of their general policies 
regarding the application of overtime requirements to women's work 
and what expedients were resorted to when legal restr,ictions pre
vent,ed such employment. 

The following tabulation shows in summary form the gist of their 
r eplies, which are given in greater detail in Table 13 and the state. 
ments on this subject in each industry in the appendix (pp. 363 to 
469). 

TABLE 7.-Effect of need, for overtirrie on, wom,en's employment, by State 

Estab- M ore Fewer Estab- M ore Fewei: lish- lisb-
S tate ments No women women State men ts 0 women women 

report- effect em- em- report- effect em- em-
ing ployed ployed ing ployed ployed 

- ----- --
California _______ 25 18 7 Rhode Island ____ 1 1 --- - --- -
Massachuset ts ___ 26 21 5 Illinois . __ _______ 81 73 6 2 
Ohio ______ ______ _ 29 20 9 

- 2 
New H ampshire_ 6 4 2 

Wisconsin. ___ ___ I 4 1 2 Indiana ___ ___ ___ _ 6 5 1 
N ew York ___ ____ 20 17 3 -- - -- - - - - i 

1 Details aggregate more than total, because 1 establishment reported more than one effect . 

No effect. 
Judging by the attitude of the employers in those plants w9-ere 

overtime for some or all employees was required, it seems that the 
most usual effect on women's employment of such requ.irement was no 
effect at all. This holds _true in the States where the legal limitation 
of women's working week is 48 or 50 hours as well as in the States 
with more liberal allowances. However, the requirement of overtime 
had "no effect" on women's employment for a number of very 
different reasons. 

In the first place, in not a few establishments the women worked 
overtime. In the second place, in many plants the production was 
so balanced that overtime work was not needed in women 's depart
ments. In a very few plants men were employed to do the overtime 
work on women's jobs. 

The following tabulation shows roughly why, in the plants where 
women were employed, the need for overtime had no effect on their 
employment. · • 

TABLE 8.-R eason..~ w hy requi r em ent of over·tirne had no effect on '1,l,"'Orne-n's 

• Reason· 

e,,nployment, by State 

Cali- Mas-
for- sachu- Ohio 
ni a setts 

Wis
con
sin 

I New I d" New Rhode Illi- Hamp- n 1-
York Island nois shire ana 

- ------------1---- --- --- --- --- ------- ---
All establishments reporting ___ __ _ 18 21 20 17 73 4 5 

Women work overtime________ ___ ___ __ 12 2 4 8 67 3 4 
Overtime not needed in women 's de-

partments__ __ ________ _______ ____ ___ 13 12 9 ___ ___ _ 6 1 -- - -- --
Men em~Io;yed for overtime work on 

womens Jobs_ ___ _____ ______ ____ ____ ______ _ 4 __ ____ _ __ _____ _______ __ _____ --- -- -- _____ __ - -- -- --
Run night shift of men on women's 

N1°~!port·i========== ============== === ======= -----~- -----4- ======= == === == === == + == ==== === ==== ------~ 

1 These 4 plants have overtime for men anu state that such requirement does not affect women's employ
meut, but do not state what adjustments are made. 
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The most significant section of this table is that showing the com
paratively large number of plants in which overtime was not needed 
in women's departments. In most of these establishments this situa
tion was not a characteristic inherent in the occupation itself but 
rather was an evidence of adjustment within the plant to secure such 
a balance that overtime could be eliminated. Detailed study of the 
departments and occupations for which adjustments had been made 
shows clearly that all types of occupation are not susceptible of ad
justment by the same methods. In fact, mechanical limitations of 
space, equipment, or even labor supply may react to limit the possible 
reorganization for the elimination of overtime in one department or 
another. 

The hosiery industry affords an ex,cellent illustration of the possi
bility of making such adjustments to meet needs for rush orders 
without overtime in one or more sections of a plant while another 
section, because of mechanical limitations, must run longer hours to 
increase production. It is in the manufacture of full-fashioned hose 
that this situation is most apparent. The full-fashioned-knitting 
machines are expensive and require skilled operators, who almo t 
without exception are men. During rush seasons the output from 
these machines can be increased only by running them overtime, as, 
because of their high cost, they are likely to be only sufficient in 
number to meet average production requirements and there is likely 
also to be a shortage of the skilled labor necessary for their opera
tion. Other departments in the plant generally can handle the 
extra overtime production of the full-fashioned-knitting machines 
by speeding up, or because during normal production periods they 
run a little slack. Such a situation was illustrated in one Massachu
setts firm where overtime was necessary for 6 leggers (men) for 
about an hour a day, from three to six months of the year. During 
this time one extra seamer ( a woman) was needed, but in the other 
departments the normal force could handle the extra work, as these 
departments were a little slack when there was no overtime for the 
leggers. In another plant very much the same situation existed. 
Because they could not get an adequate number of experienced oper
ators, overtime was necessary for full-fashioned leggers for about 
two months during the year. The manager of this firm said that 
with their present equipment the other departments were able to 
keep up with the extra production. . He stated that he tried to keep 
his force steady throughout the year and when the factory was not 
busy there might be undertime in certain departments. However, he 
thought the workers were satisfied, as their earnings were " good " 
even when they were working some undertime. 

The situation in regard to overtime in the hosiery industry is 
most clearly indicated in Table 12 (p. 438) in the detailed di cussion 
of that industry. From this table it is evident that the full-fash
ioned-knitting departments and occasionally the boarding depart
ments were the only sections where overtime presented much of a 
problem. These two departments were very apt to employ only 
men, though in some plants boarding was considered a woman's job. 
Almost universally, however, in the establishments studied, full
fashioned knitting ,vas done entirely by men, and the question natu
ra 1ly arises whether men are allocated to this job because they can 
be employed overtime, or whether full-fashioned knitting is apt to 
run overtime because men are employed on it. A study of the occu-
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pation in the various localities included in this investigation indi
cates that the overtime requirements of the job have nothing what
ever to do with the selection of men for it. 

One Massachusetts employer was found who was experimenting 
with the employment of women on this occupation. He was teach
ing two girls to operate full-fashioned-knitting machines to deter'
mine whether or not the future policy of the firm · would be to 
employ women for such work. But, though this was a plant in 
which the overtime problem in connection with full-fashioned knit
ting did not appear at all, the experimental employment of women 
on this work was not the outcome of the lack of need for overtime. 
More than 85 per cent of the employees in this plant were women, 
and the superintendent said that the men's jobs among which foll
fashioned knit ting was included wer'e so closely bound up with the 
women's work that overtime was rare for men because it was impos
sible for women. 

In a very large 1Visconsin plant, where over 83 per cent of the 
mp loyees were women, it was stated that there was no apparent 

reason why women could not operate full-fashioned-knitting ma
chines if they had the services of a machine adjuster. In this firm 
it was stated that they had never thought of putting women on this 
operation because the full-fashioned knitters, being_men and union 
members, seemed to have preempted the job. In this plant, too, 
the problem of overtime did not seem to have influenced the alloca
tion of men t<;> this work, as overtime for full-fashioned knitters 
apparently was not a special problem. The entire plant ran less 
than the legal hours for women, o that there would be a cert~in 
leeway for their· legal employment for some overtime when necessary. 

The operation of full-fashioned-knitting machines is a skilled and 
well-paid job. The holders of these jobs are a highly organized 
group of men, and it is probably due chiefly to thi s fact that the 
occupation has not been generally opened to women. In any event, 
the limitation through hour legislation of possible overtime employ
ment for women does not seem to have played any part in restricting 
their employment in this form of work. 

The plants manufacturing electrical products are another group in 
which it seems often to have been possible to arrange the women's 
work to balance, without overtime, the men's work for which there 
was need of overtime. Jn estab.lishments where it was reported that 
the need for overtime had no effect on women's employment, this was 
because overtime was not necessary in the departments where women 
worked in 9 of 17 plants in Ohio, in 6 of 13 in Massachusetts, and in 
9 of 17 in New York. Adjustments to eliminate overtime for women 
were made possible in this industry also, and perhaps more plainly 
than in hosiery manufacturing, because of the type of work on which 
women were employed. The overtime reported for men was usually 
for machine work and for only a small number of men, and several 
plants reported that they were able to increase production without 
j_ncreasing numbers of employees or hours in other sections of the · 
plant to keep up with the extra production of these men. For in
stance, in a plant where only about one-third of the employees were 
women .it was reported that men occasionally worked an hour over
time, but as it took three months to train a girl they did not hire 
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extra ones to keep pace with the men's extra production. Instead 
they " hammered up " production to meet a sudden jump in business. 
The superintendent of this plant said that men ?ou~d not keep up 
overtime and women " could not stand up under 1t as well as men." 1 

The firm's policy was to eliminate overtime even if the law did not. 
Another firm, where only 7 per cent of the employees were women, 

reported occasional overtime on men's jobs only. The manager of 
this plant said that the women were old employees, efficient and loyal, 
and would speed up under pressure of work. He said the women had 
always met emergencies at no great inconvenience. 

This "working up" of production on the light simple processes 
for which women were employed seemed to be the most common 
expedient in the electrical industry in those plants that had overtime 
for men but found it unnecessary for women. . 

That overtime was not needed in women's departments was not so 
often the case in the other three industries studied. In clothing and 
paper-box manufacturing this probably is because women predomi
nate greatly among the employees and operate most types of the 
machinery used, so that when a rush season comes the women's de
partments must either work overtime or take on a larger force. In 
boot-and-shoe manufacturing the same probably is true, for though 
women do not as a rule predominate among the employees, their 
work in the fitting room usually sets the pace for the rest of the 
establishment. 

The number of cases reported in which the requirement of overtime 
work had no effect on women's employment because men were em
ployed overtime on women's work w'as practically negligible, only 
four establishments in Massachu~etts, three of them manufacturing 
electrical products and one hosiery, making such an arrangement. In 
no one of these establishments were men substituted for women, so 
there was no actual curtailment of women's employment. The men 
,vere merely put on the women's jobs after the regular hours of the 
women were over. A typical situation of this sort occurred in a 
Massachusetts plant with over 600 employees, only 5.5 per cent of 
whom were women. This firm reported that one department or 
another was running overtime almost all the year, but that ordinarily 
there was no need for overtime on women's jobs, as the sudden 
demands causing overtime usually were for a heavier type of product 
than women were employed upon. However, when it was necessary 
to have overtime on the processes on which women were engaged 
men were put on for the overtime hours. The manager said this need 
for overtime had no effect on the opportunities open to women, as 
they were employed on most of the jobs they could do successfully,. 
He said that if it were not for the law he might employ them over
time, but the fact that he could not do so made no difference in the 
jobs regularly open to them. 

Fewer women employed. 
Only four establishments reported that because of the need for 

overtime work fewer women were employed than would be the 
case if they were allowed to work longer hours. Two of these plants, 
surprisingly enough, were in Illinois, where women can work 10 
hours a day and 70 hours a week, which does not seem to be an 
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excessive restriction on hours of work, even including some over
time. As these four plants represent the sum total of any actual 
diminution of women's employment traceable to the enforcement of 
legislation limiting their hours of work in the 312 establishments 
investigated in this section of the study, a full quotation from the 
r eport of. each plant seems worthy of inclusion here. 

The two Wisconsin plants manufactured hosiery. One of them 
employed not far from 100 women and fewer than 10 men; the other 
was somewhat larger, employing about 150 women and nearly 50 
men. 

In the fi rst plant the employer stated that he kept two men in the 
boarding depar tment, where three women also were employed , be
cu use he could not work women longer than 9 hours and the board ing 
room often was the "neck of the bottle in getting out goods." In 
the other plant the superintendent said that the only need for 
overtime was in the boarding department, where formerly all 
boarders had been women. During the year or two previous to the 
inter view, however , he had gradually been introducing men into this 
dep artment , until he had about half men and half wom<:m, seven and 
eight, respectively. H e wanted men boarders, he said, because men 
could work until 8 p . m. if necessary, and also because they were 
more efficient at boarding, which he considered heavy work. H e 
kept a few women boarders "in case of labor troubles." 

I n the two I llinois -plants the actual diminution in the number of 
,vomen is less apparent; in facL it seems extremely doubtful that 
there really has been such a decrease because of any legal restr iction. 
In spite of this uncertainty, however , the two plants are included , 
as they are the only others in which there was even an indication of 
a. decrease of women's employment because of legislative restriction. 
How important they are can best be judged from the detailed account 
of each plant. 

Both were paper-box factories in Illinois, one employing about 150 
per sons, about half of whom were ,vomen, and the other with only 
about 30 employees, three-four ths of whom were women. 

In the larger plant it was stated that because so many laws were 
being put through each year, interfering with the employment of 
women, it was the policy of the plant to "squeeze in men" wherever 
possible. This statement does not carry great conviction, however, 
when it is noted that the scheduled hours of the entire firm, for 
men and women both, were only 83/4 daily and 48¼ weekly, which 
permitted many hours of overtime we . kly for women under the 
Illinois 10-hour law, and that overtime was required for only a 
couple of weeks during the year. Also, the occupation figures for 
the current year showed that women formed 53.2 per cent of the 
employees, while in 1920 the proportion that women formed of all 
employees was 58.5 per cent, and the slight decrease in proportion 
was due in some degree to machinery changes. For example, it was 
stated that about 10 years ago 100 women were employed in the room 
where the jewelry boxes were made. Changes in machinery and 
equipment since that time had reduced the number to 50 and the 
output was as high as previously. Also the introduction of quad 
staying machines and the employment of men on them had reduced 
the proportion of women. It is therefore very much open to ques-
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tion how much of an actual decrease in women's employment was due 
to a law that stipulated that they could not be employed more than 
1¼ hours longer than the usual working hours. 

In the other establishment there is an even greater doubt of the 
validity of the statement made by the manager that he would hire 
women for certain jobs if it were not for the oveTtime necessary. 
This plant, which was a small one, reported that men were hired 
for scoring and cutting because of the amount of overtime required 
on those operations. Sometimes, it was stated, the men worked 15 
hours a day, and were "glad to get it." The Illinois 10-hour law 
would prevent women from working such excessive hours but would 
permit their employment for 1'¼ hours longer than their daily 
schedule of 8¾ hours. Probably a more powerful factor in elimi
nating women from the work of scoring and cutting in this plant 
is that in paper-box factories such work almost universally is con
sidered a man's job, irrespective of any legal regulation of women's 
employment. · 

The two establishments just quoted illustrate the inadvisability of 
taking at their face value statements regarding any one phase of 
women's employment. A general prejudice against women or a 
strong antipathy to legislative control in any form may lead an 
employer to an almost unconscious overemphasis of one factor, while 
ignoring other and equally potent influences that have contributed 
to the same results. 
More women employed. 

In marked contrast to the small number of plants where the need 
for overtime resulted in the employment of fewer women is the con
siderable number of plants where the result was just the opposite. 
In these plants it was the custom either to employ a larger staff of 
women the year around, to meet the needs of occasional rush periods, 
or to hire extra vrnmen during busy seasons in lieu of working the 
regular taff overtime. Sometimes these increases were the direct 
result of the legislation limiting women's hours of work. Sometimes 
the increases occurred in establishments where the scheduled hour 
were sufficiently short to permit overtime work :for women within 
the legal limit, but where the employers had found it better to take 
on more workers than to risk overfatiguing their regular employees. 

The policies in this respect varied with different industries and 
with individual employers. In some plants, where space was n0t 
limited and machinery was adequate, it was possible to take on extra 
workers without any ,disruption of the general organization. In 
others, however, a limited amount of specialized machinery, limited 
space in the workroom, or the need for highly trained operatives, 
made it less satisfactory to take on extra hands for emergency use. 

Increased numbers of women instead of overtime for them was 
most general in electrical-products manufacturing, where, of 67 es~ 
tablishments reporting on the effect of overtime requirements, 15 
reported that when extra work was needed the number of women 
employees was increased. In this industry women are employed 

• largely on small bench work, assembling, packing, etc., and increasing 
numbers in this type of work to keep up with overtime production on 
the part of the men does not require many difficult adjustments within 
the plant. In fact, such arrangements occurred in electrical-products 
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manufacturing not only where there was a law to limit women's hours 
of employment but where the law places no such limit. For instance, 
in one Indiana plant it was reported that there was- a small amount 
of overtime work in the fall for men on machine operations, but 
when this occurred more women were hired rather than work them 
overtime. The manager said women had always been employed on 
light assembling, packing, and some riveting. They were available 
for this work, and it was easy to increase their number in the fall 
t o meet the demand for increased production. This method, he felt, 
eliminated fatigue, made it p(!,sier for the employees, and gave more 
efficient production. Only about one-third of the force in this plant 
were women. An Ohio firm employing a much larger number of 
women, about 80 per cent of a force of between 400 and 500 workers, 
reported that overtime was required only among the machinists, who 
were men. It was stated that if extra production were required on 
girls' work, the company would put on extra girls and have extra 
machines rather than work overtime, thou~h their schedule was 
shorter than the legal requirements for womens work and would have 
permitted half an hour daily and two and a half hours weekly 
overtime. 

Paper-box factories are another group in which women were em
ployed in greater numbers instead of working overtime. Seven of 
28 establishments reporting on the effect of need for overtime on 
women's employment made such arrangements. That this was due 
largely to the law is indicated by the fact that six of these seven 
establishments were in California and only one was in Illinois. 
Five of the California plants gave reasons for not employing women 
overtime. In four of them the reason was the law. Typical of the 
reports on this subject was that of the California box manufacturer 
employing between 100 and 200 persons, slightly more than half of 
whom were women. In this plant the men printers and cutters 
worked overtime for five or six hours a week for two months in the 
fall season. If the women fell behind in their work at this time 
extra women were taken on. I:ri. this establishment it was stated 
that in paper-box manufacturing certain jobs automatically were 
considered to be women's work because men were not so productive 
on them and were much more expensive. The management of this 
concern felt that, though it-would be convenient for employers to be 
allowed to work women more than 8 hours when orders were heavy, 
the fact that the law did not allow this had no effect on their em
ployment policy, because women were cheaper than men even with 
the 8-hour limit and the minimum-wage law. 

One or two plants had adopted the expedient of keeping a, larger 
force of women the year around so as to be able to meet the demands 
of occasional rush seasons, but this arrangement was not so usual as 
the temporary increases. 

An interesting situation in the clothing industry was illustrated 
by an employer in Illinois in a plant with between 50 and 100 em
ployees, 86.4 per cent of whom were women. In this plant. the only 
employees who worked overtime were the cutters, men, who had 
about six hours a week of overtime for not more than 12 weeks a • 
year. Instead of requiring overtime of the women-which could 
have been done, since the firm had a schedule of 8 hours daily and 
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44 weekly while the Illinois law permits 10 hours daily and 70 
weekly-more girls were employed during the busy seasons. The 
experience of this plant had shown that because most of the women 
had home responsibilities they wanted to get home, and "when their 
minds were on getting home it showed in their work." It was more 
satisfactory, therefore,, to get in extra women than to try to keep the 
regular staff for overtiµie. 

It must be remembered that the plants that have been under dis
cussion are only those that had overtime, so the full extent to which 
the legal restrictions of women's employment may have resulted in 
increased employment for them does not appear in this connection 
alone. In 111.any establishments where women's work is" the neck of 
the bottle," the hours that they may work determine the hours of the. 
rest of the plant and there is no overtime nor fluctuation of employ
ment for either men or women. But in other establishments, though 
there is no overtime, seasonal emergencies demand that an extra 
force of women be taken on for rush work. In a few establishments 
more women are hired the year around so that emergencies may be 
met without overtime. 

POLICIES OF PROMOTION AND EMPLOYMENT OF WOMEN IN 
SUPERVISORY CAP A CITIES 

A another possible effect of legislative restriction 'of women's 
hours, it has been suggested that such restriction might keep women 
from being promoted to better jobs or from being employed in 
supervisory capacities. The argument has been that, not being 
allowed to work more than a certain number of hours, women have 
not had time for the experimentation and training that would lead 
to a higher type of work, and that because they could not work over
time many supervisory positions were closed to them. This was not 
found to be the case in the establishments studied in this investigation. 

In terms of modern industrial conditions, promotion for women 
seldom means any enlargement of occupational opportunity. In
stead, the nearest approach to promotion is an increased rate of pay 
or an increased output that results in a larger wage. Especially 
where women are employed, promotion in the commonly accepted 
meaning of the word-a progress toward more highly skilled, respon
sible, and remunerative work-is not a factor that commonly need 
be reckoned with. 

There is a certain element of promotion that applies to the new
comer in most industries. She is likely to be put first on simple 
handwork and .then as opportunity offers she is promoted to a more 
skilled· hand or machine process. H ere, however, the actual promo
t,ion ceases and the next step is an increased pay envelope, as skill 
and · output improve on the job to which she has been assigned. If 
a worker has had previous experience when hired by a new firm she 
j s not apt to go through even the first promotion. Instead, she is 
put on the work at which she is experienced and there she is very 
likely to remain. 

Such a history holds true for the large majority of women in in:
. dustry, but, of course, there are exceptions where certa,in establish
ments have outlined definite tests and progressions from one job to 
another. In most establishments there usually is opportunity for a 
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-ery limited number of promotions to positions of forelady or in
structor or to clerical work. Such positions are not, however, always 
considered to be promotions, as they frequently involve a change 
from a wage based on production to a regular weekly wage and some 
women are reluctant to give up the seemingly larger weekly amount 
they can earn through piecework. Other women sometimes are 
unwilling to undertake the duties of supervising the work of others 
as they are reluctant to assume a different relationship with their 
fellow workers. 

The few establishments studied in this investigation in which 
actual promotion of employees to more skilled work was an operat
jng policy serve more to set off the casual methods of the other em
ployers than they do as illustrations of any significant phase of 
women's employment. 

In one very large firm manufacturing electrical products promo
tion was made according to tests. If the tests showed aptitude for 
certain work that was not then available other work was taught .and 
transfers were made later to , the more suitable jobs. If the test 
showed qualifications for more than one position, appointment was 
made to the lower-paid position first, followed by promotion to the 
better-paid job .as the employee "made good." Such examples as 
this represent the possibilities of organized promotion policies. 
They were, •however, so rare as to be the exception very much more 
than the rule. 

In one establishment manufacturing boots and shoes there wa a 
conscious attitude toward promotion that showed how the many 
different operation · n that industry might constitute a progressive 
experience from unskilled to skilled work, so that the beginner in 
that plant might look forward to a development of skill and earning 
capacity that would be broader than a mere increase in speed on a 
certain process. In this plant it was stated that the inexperienced 
women were put first on making linings, then they were promoted 
to plain stitching, and finally advanced to fancy stitching, vamping, 
or French binding. 

With such ·rare exceptions, the possibilities of promotion for the 
women in the industries were very haphazard, and in by far the 
great majority of establishments it must be frankly admitted that 
there was little opportunity for advancement. For the average 
woman worker the only promotion appeared in the size of her pay 
envelope, and more often than not she would resent a transfer from 
one job to another, as any change of occupation might reduce her 
speed, at le·ast temporarily, and correspondingly re9-uce her wage. 

As an aspect of women's employment that might be affected by 
labor legislation, therefore, this type of advancement fades into 
insignificance. Labor legislation does not hinder ;promotion, as 
there is practically no- promotion to hinder. What there is depends 
entirely upon the skill and aptitude for certain kinds of work that 
.are shown by certain individual workers. 

Furthermore, there was no indication in any State or industry 
,that legal regulations of women's hours had any effect on the number 
or type of supervisory positions open to women. In most establish
ments some women were employed as foreladieS' or assistant fore
ladies, but on the whole they did not appear in such work in any 
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great numbers. The attitude toward their employment in such 
capacity was very much the same throughout the different industries 
and States. 

Their lack of general mechanical ability often was given as a reason 
for not employing foreladies for work that required supervision or 
perhaps setting up machinery. One or two employers gave as rea
sons for not employing foreladies the greater absence rate for women, 
or the fact that they were more likely than men to leave their jobs, 
but such reasons did not appear often enough to be indicative of 
anything more than the personal experiences of certain individuals. 

The most usual attitude toward such employment for women was 
that it was satisfactory to have women in supervisory capacities 
when a large number of women were employed. Even under ~uch 
con~itions,. however, women were likely to be only assistant fore
ladies, as it was stated often that it was necessary for women to 
h~ve a, c~:mrt of appeal and they could not get along satisfactorily 
without it . 

. The natural corollary of the policy of preferring women super
visors only where large numbe,rs of women were employed would be 
that they were not so satisfactory where men or where both sexes 
were employed. This was the cam, 2nd there were very few plants 
jn which it was considered suitable to employ foreladies in depart
ments including men. Not a few employers thought that one of the 
strongest rea ons for not havin,g women in a supervisory capacity 
over women was that women would not accept direction from an
other 'iYoman and the shop ran more smoothly if a foreman con
trolled the situation. On the other hand, in cases where the work 
was especially light or delicate and instruction was part of the 
duties of the supervisor, it was found that the only satisfactory 
jnstructor was a woman. 

On the whole, no very significant information was secured about 
this subject in the investigation of the five industries. The attitude 
toward the employment of women as supervisors rnems to have been 
an outgrowth of the employer's individual experience. Sometimes 
it was successful, sometimes it was not. 

The one general statement that can be made. on the subject, how
ever, is that in comparison with the opportunity open to men for 
such work, women's opportunity is very slight and is dependent not 
on the limitations, legal or· otherwise, that surround women's work, 
but on the individual attitude of the employer and what he thinks 
is the attitude of their fellow workers. 

FACTORS THAT HA VE DETERMINED THE TYPE OF OCCUPATION 
OPEN TO WOMEN 

"Women's jobs" is .a phrase that is heard very generally in most 
factories where women are employed. In clothing manufacturing, 
machine operating and finishing; in boot-and-shoe manufacturing, 
stitching; in hosiery manufacturing, topping, looping, seaming, 
mending, inspecting, and finishing; in paper-box making, closing, 
matching, pasting, staying; and in electrical-products manufactur
ing, assembling, winding, and light machine operations, commonly 
are known as women's jobs. 
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On the whole there was little evidence in any of the industries 
· surveyed of substantial development of women's opportunity extend
ing into fields other than those just listed. And what development 
has taken place has been due to a number of different factors. 

Legislation. 
As far as could be judged from the occupational information 

secured, the position of women did not vary greatly in the different 
industries and States, and there was absolutely no correlation between 
the existence of certain legal regulations of women's employment and 
the type of occupation opened to them. In fact, the outstanding 
thing about the employment of women in all five of the industries 
studied in the States surveyed was that certain operations were 
performed best or cheapest by women, and for these reasons they 
were employed on them. 

Training. 
It is not unlikely that this concentration of women's employment 

in certain distinct lines may be due partly to the lack of training 
available for them in most of the establishments studied. 

Closely allied to any question of opportunity for women in 
industry is the question of their ability to perform the tasks required, 
and many of the reasons given for not employing women in this or 
that capacity came down, in the last analysis, to their ability along 
certain lines and their lack of ability along others. 

The tendency with most people is to place women, or men either, 
for that matter, more or less arbitrarily in groups that can or can 
not do certain things because of some heaven-sent attribute over 
which no one has any control. It is not surprising, therefore, to find 
that methods of training women in the establishments studied were, 
on the whole, extremely . haphazard. I£ there was any training at 
all it was done usually by the foreman, when he had time, or by other 
workers, who were friends of the new worker, and willing therefore 
to help her out, or who were especially paid and delegated for such 
work by the management. Only in the larger plants were definite 
training courses found, and these were not numerous. The electrical 
industry was the only one with any considerable group of establish
ments where even a special instructor was assigned to the teaching of 
new workers, and in this industry only. 13 of 103 establishments 
reported such an arrangement. Training by the foreman or by an
other employee was the system adopted most commonly in every 
industrial group except the manufacture of clothing. In this group 
the attitude toward the training needs of their workers was quite 
detached. In 59 of 80 establishments it was stated that practically 
no training was necessary, because only experienced workers were 
employed. This same thing occurred, though to a more limited 
extent, in the plants man~facturing boots and shoes. Among these 
plants 15 of 35 stated that only experienced help was employed. . 

Such policies as this do not open up any vision of a rosy future . for 
developing opportunity for women in industry. Casual employment, 
on jobs taught casually by fellow workers in their spare time offers 
little incentive to women to develop any latent ability that ~ay be 
theirs. Such development must be the duty either of the schools or 
of the employers themselves. A labor shortage, such as that brought 
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about by the war, is a powerful stimulant to _experimentation with 
training women for new and more responsible work, but such a 
stimulant is not always at hand. A more · immediate and universal 
impetus toward training women for new fields of work is the fact 
that usually they can be hireo more cheaply than men. 

War emergency. 
This is illustrated by the fact that in the establishments studied, 

though in a few cases the war opened up certain new occupations to 
women, the postwar readjustment usually resulted in a return to their 
original work. There was, however, a certain amount of permanent 
penetration by women into jobs formerly held by men. This was 
especially true in the plants manufacturing boots and hoes in Ohio, 
where the war evidently had brought about considerable experimenta
tion with the employment of women and where this experimentation 
had in a few cases permanently opened certain positions to women. 
For instance, one plant reported that men had been taken off stitch
ing jobs during the war _and had never been put on again, while 
women had been put on heel covering and also had been introduced 
into the cutting room, which jobs they still were carrying on at the 
time of the interview. On the other hand, another firm reported that 
during the war women had been substituted for men on hand cutting, 
stapling, treeing, sanding shanks, and stitch separating, but that they 
had not been retained on these operations after the war was over 
because they did not know leather well enough to continue treeing 
and men came back for the other jobs. 

In electrical-product manufacturing also there was a certain 
amount of substitut ion of women on men's jobs at the time of the 
war, but here again the substitution did not always represent a per
manent development of opportunity for women. Probably the devel
opment that did occur was more significant from the viewpoint of 
women's future in this industry than it was in boot-and-shoe manu
facturing. For the possibility of employing women successfully in 
machine-shop work occurred to many employers for the first time 
during the war and has changed the general attitude toward what 
can be women's work. 

As one superintendent in Indiana said, "The war showed what 
women could do. As a rule they reduced the cost of production. 
Everyone must employ them now to meet competitors who use their 
cheaper labor." In this firm women had been employed for the first 
time during the war, when they. were put on drill and punch presses. 
Another Indiana firm had substituted a woman for a man in the tool 
room as a result of the war shortage of men. This woman had been 
so successful on lathe operating that additional women were taken 
on as fast as they could be trained. At the time of the interview 
girls were employed on hand filing, which involved the use of preci
sion tools, and on operating such machines as shapers, or grinders, 
milling machines, and drill presses. 

The introduction of women on such jobs as these, and their reten
tion, though it may occur in only one or two plants, is a definite 
advance for them~ as it is a practical demonstration of a possible 
field of work for women that can not fail to have its effect on their 
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future status in an industry developing so tremendously and using 
women in steadily increasing numbers. 

In clothing, hosiery, and paper-box manufacturing the war does 
not seem to have been a factor in developing opportunity for women. 
In fact, the work of women in these industries seems not to be chang
ing in type to any significant extent. This pr?bably_ is because 
women already are employed almost to the saturation pomt, and the 
differentiation between men's and women's jobs is based more accu
rately on the capabilities of th~ two sexes than is the case in electrical 
and boot-and-shoe manufacturmg. 
Ability. 

Throughout the investigation were found many contradictory 
opinions as to women's ability along certain lines. Whether or not 
these opinions were justified, it was chiefly because of them-because 
women were considered more able for certain types of work-or 
because women were cheaper, that they were employed. 

Every industry offered examples of employers who had come to 
the conclusion that women had less all-around mechanical ability 
than had men, but on the other hand every industry offered examples 
of employers who found women 's production on certain jobs better 
than men's. 

A typical example of the difficulties connected with the employ
ment of women because of their lack of general knowledge of ma
chinery or the implements with which they had to work was reported 
in an electrical establishment in Ohio. In this plant it was said that 
though women had been introduced in large numbers on different 
jobs during the war, they were used only for the regular "women's 
jobs" when the war was over . The employment manager in this 
plant said that women had not been altogether satisfactory, because 
they did not watch the condition of their machines but only repeated 
the operation, while men could be expected to watch their machines 
to see if things were going wrong. H e had found, for instance, on 
screw machines or lathe work that if the output was standardized 
women were satisfactory, but that if the machine must be constantly 
adjusted to different types and styles men were better. This differ
ence in ability between men and women, he thought, was because the 
men were trained mechanically from the time they were boys, while 
the women, not having this background, were harder to train for 
machine work. 

This lack of fundamental mechanical training appeared also as a 
reason for not employing women as pattern makers and cutters in 
the clothing industry. A California employer stated that women 
could not do such work satisfactorily because they lacked skill for 
drafting and were not able to work out the mathematical proportions 
in cutting a pattern. He felt that this situation was due to the fact 
that men studied their work more than women did. His experience 
had made him feel that women " take up the line of least resistance," 
but men" take up the clothing industry as a life work." 

In paper-box manufacturing one of the reasons given by employers 
for not using women on certain of the machines was that women 
were" no good on planning and set-up work on machines." 

In boot-and-shoe manufacturing a lack of knowledge of leather 
was one of the reasons given for not employing women on certain 
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cuttincr operations on which they had been used during the war. 
These 

0

cutting operations . required consid~rable experience a~ to the 
parts of leather most smtable for the d1ff erent patterns bemg cut. 
It was essential that the cutter should know the requirements and 
qualities of the leather he was handling. The fact that women are 
not equipped with such knowledge may very easily be due more t o 
lack of experience than to a lack of innate ability to appr eciate the 
differences. However, it has r eacted again t their employment . 

R elat~ve output on certain jobs was another reason for employing 
m en or women, as the case might be. If an employer found that 
men got better production on certain machines, they were kept on 
t hose machines. In one plant in Ohio, for instance, manufacturing
•electrical products, it was st ated that they were put t ing men on 
.some jobs where women had been working because the hourly produc
t ion of the men was greater. The men were paid a higher rate per 
hour, but this extra expense was offset by the fact that they pr o
•duced more and were more st eady workers. 

In a New York establishment making electrical products the same 
situation was reported. In this factory women were employed on 
fine winding for armatures and other products. About four years 
before there had been about 50 women on this work, but a.t the time 
the information was secured there were only 15. , Vomen were 
being gradually eliminated and men substituted for them, as it had 
been found that the men's production was greater for both time and 
piece work. 

Such reports as this were, however, not usual. It was much more 
common for employers to, give as the r eason for employing women 
that their production was better or more satisfactory than that of 
men. Such statements were made by employers in all the five in
d ustries. Where the work was light and speed was a factor, the 
g eneral con. ensus of opinion was that women did the work as well as 
men or better. A typical r eport was that of an electrical plant in 
New York, where women had just been started on assembling small 
motors, work formerly done by men. The women had not been em
ployed long enough to work up their speed, but it was expected that 
when they had gained experience they would be able to do the job in 
t hree-fourths of the time taken by men. A clothing firm reported 
that the women were faster operators and did better work on dresses 
,of all materials except cloth. In one hosiery factory it was reported 
t hat girls could operate the automatic knitting machines as well as 
men or better; that they were more careful and did not waste so 
much. In another hosiery plant it was stated that the general 
belief had been that only men could do boarding, but experiment 
had proved that girls could do it efficiently; and in still another firm 
it had been found that women were better than men for boarding 
fine chiffon hose. 

The superiority of women on delicate work was a reason for using 
them on many different processes. For instance, in electrical-prod
ucts manufacturing it was reported that bulb making was essentially 
-a woman's job,. because the work was too delicate to be done econom
ically by men, and in paper-box· manufacturing a California em
ployer stated that it would never occur to a manufacturer to employ 
men £or most of the jobs, because men were too clumsy at the wrap•· 
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ping and folding operations. He felt that lower cost and greater 
dexterity go hand in hand in many instances where the employment 
of women is preferred to that of men. 
Prejudice. 

In a few plants, of course, women probably were not employed to 
the fullest extent possible because of the personal prejudice or ex
perience of the employers. For instance, an employer in New York 
in electrical manufacturing had ceased to employ women except for 
packing. Formerly he had employed them for punch-press oper
ating, but he had found that "you've got to handle women with kid 
gloves, and they" don't feel any responsibility. So we took married 

• women after we tried the girls, and they would come and go as they 
pleased. They were worse than young girls." On the whole, how
ever, there was very little evidence of such an attitude. toward women 
among the employers whose plants were visited during the course of 
this study. In fact, most of the employers were very free from 
prejudice and apparently accepted women for certain types of 
work as a matter of course, just as they would select certain types of 
machines to carry on ceTtain operations. 
• An employer in a California clothing establishment stated that 
personally he preferred to have women in every line of work, because· 
he felt he could get a more intelligent grade of women than of men. 
This was an unusual statement and made by the superintendent of 
a very small plant, so it is of no great significance as far as women's 
opportunities are concerned. It does show, however, that it is pos
sible to find women valued for more than . their mechanical abilitie. 

· or their cheapness. 
The data secured regarding the occupational opportunities for 

men and women in the five industries studied were not extensive. 
Probably they are typical, however, of a field broader than the 312 
establishments from which the information was secured. The out
standing feature disclosed by these data is that the attitude of most 
employers toward women's employment is entirely pragmatic. They 
know, or think they know, the work women do best and cheapest, 
and this is the work they are going to employ women to do. Women 
are engaged in the well-e.stablished lines of what their employers 
consider "women's work." They probably will continue to be en
gaged there until some cataclysm brings about experimentation 
with their employment in other lines. The actual results of such 
experimentation will rest on the comparative ability of the women 
for the new types of work. Broadening of opportunity will come 
slowly for women, as they must contend not only with employers' 
prejudices but with the actual competition of men for certain jobs, 
and it is only natural that where men have had the jobs before and 
are a known quantity they should be preferred to the somewhat 
unknown possibilities of the other sex. 

In no respect did the difference in the legislative regulation of 
women's work appear to have affected the prejudices for or against 
their employment in any new line of work. If anything, there seems 
to have been slightly more experimentation in Ohio, Massachusetts, 
and California than in the States where the women's labor laws 
have been less restrictive. 
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OUTSTANDING CHANGES THAT HAVE AFFECTED THE PROPOR
TIONAL EMPLOYMENT OF WOMEN 

Though there seems to be no direct correlation between the legal 
regulation of women's hours of work and women's relative im
portance in the various establishments studied, the facts disclosed 
by this· investigation, like those in many other factual studies of 
industry, have shown that the position of women and men is con
stantly changing in almost every industry. Something is responsible 
for these changes, and the part played by legislation in establishing 
n position for women or in makin~ such establishment difficult can 
not be estimated unless the other factors that have influenced such 
,changes also are taken into account. 

With the complicated organization and adjustments of modern 
industry, it is difficult to isolate any one outstanding influence as 
,contributing~to some special result. The interplay of various factors 
in each industry and even in each establishment visited has been one 
-0f the most interesting aspects of this section of the investigation. 
The actual result of any one change in product, policy, or method 
,of manufacture has in many cases proved most elusive, and therefore• 
it is impossible to measure these changes in any accurate or tangible 
·way. It has been found, however, that certain developments in 
industry, though they have not materially altered the type of occu
pation open to the two sexes, undoubtedly have been the cause of 
alterations in ·the importance of the status of men or women as 
workers, and these changes give an idea of the most potent forces that 
.determine opportunity for either sex. 

The three most important developments brought out through 
the interviews with employers in the five industries studied were 
the addition of a new product, a change in product, or a change in 
machinery. Such developments ran through all the industries 
·studied, but they varied, of course, with the different industries,. 
:and these variations are so essential in character that they must be 
.discussed separately for each industry. 

In boot-and-shoe manufacturing the outstanding development ,in 
the last decade has been the change in style of shoe. It needs no 
industrial expert to prove that such a change has taken place. 
Everyone knows how the last 10 years or so have seen women's 
: hoes steadily becoming more elaborate in pattern and more varie
_gated in material. Antedating this change and accompanying it to 
..a less extent has been a change in machinery, either through the in
troductiion of new types of machinery or the improvement of types 
:already existing. These two factors have had a most profound in
fluence on the statu,s of women in boot-and-,shoe manufacturing. 
Women in this industry are employed chiefly in the fitting room, 
-where the stitching is done. With the increase in fancy shoes there 
has been a corresponding increase in the amount of stitching, so that 
most of the establishments that reported a change to a more elaborate 
: tyle of ,shoe also reported that the number of women was increased: 
-while those that continued with the more conservative styles re
ported no change in the proportion of women employed.· For ex-

mple, one firm would report that large orders for fancy models had 
.made it necessary to employ from 20 to 40 extra women for fancy 
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stitching; another would estimate that the fancy styles had so re
duced output per person in the fitting room that about a third more
women were needed ; while in a th,ird plant the statement would be 
made that there had been no increase o:f women in the stitching room 
because " we make so many plain two-piece pumps that they balance· 
our stitching game. W e do not go in for extreme novelty." 

The necessary increases of women in the fitting room to meet the· 
style changes were not traceable in all cases in a corresponding• 
change in proportion of women ,in the plants. Another change that 
accompanied the demand for fancier styles caused fluctuations in 
employment and output sometimes seriously affecting employment 
figures. Because o:f the great number o:f fancy styles constantly 
being put on the market, it was reported in some plants that it had 
become more customary to order in small quantit:es and not fa r in 
advance of the time of delivery. Such methods of orde~ing materi
ally affected. the possible output of the factory, made the work more 
seasonal, and actually reduced the output per employee. 

This situation was illustrated by one firm in Ohio, where it was 
reported that business was dull in April, May, and December. The 

•December slump was accounted for by the fact that the manufac
turers were waiting for the de•cision of the association of shoe re
tailers that meets in January. After this meeting, it was statedr 
styles in shoes are settled for a f_ew weeks and the trade picks up. 
One manufacturer said that in the old days, before the elaboration 
of footwear, women bought low shoes for summer and high shoes 
for winter, which stabilized the market and made it possible for an 
employer to plan his work long ahead. At the present time, how
ever, the situation in the shoe industry is well illustrated by the 
report of the superintendent of a very large plant in Ohio. He said 
that before 1923 they had 1.nade only staple shoes, requiring two 
sales trips a year. The present styles, however, demand monthly 
sales turnover and make it impossible to produce fancy shoes ahead 
of the orders. He found that style changes were not confined to 
women's shoes, but were made frequently in men's and children's 
shoes also. , vhen staple shoes were made the cutting room, where 
men mostly are employed, determined the numbers of employees: 
necessary in the other departments. Now it is the fitting department 
that is the key and the fitting department is women's. 

It was only natural that such radical changes in the product 
manufactured should be accompanied by changes in the machinery 
and in methods of operation. These changes have taken place very 
generally in the different departments of shoe manufacturing, and 
though much of the important development of machinery antedates 
the changes in style, still the changes that have occurred have served 
largely to offset the increases in numbers resulting from the more 
elaborate styles. For this reason the influence of style changes on. 
numbers employed is not very evident unless a detailed occupation 
study is made. But the individual changes of other kinds were so 
small as to be difficult to measure. For instance, in one plant a. 
wooden-heel machine had been installed, which had saved time in 
production, as the shoe did not have to be left to dry after the heel 
was attached. This machine, it was! stated, had caused a decrease 
of one or two in the number of men employed. In another firm it 
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was reported that the introduction of Booth pump-trimming and 
cut-out machines, operated by girls, had reduced the number of 
men and slightly increased the number of women. Five of these 
machines operated by girls do the work formerly done by 12 men. 
Such changes as these, however, have played a very minor part in 
the development of opportunity for women in boot-and-shoe manu
facturing. The outstanding development of recent years has been 
the changes in style, and because of it more than any other factor 
the proportional employment of women in this industry ha become 
greater. 

There was no evidence in the reports on this subject by the 
employers in any of the States that legislative limitations of women's 
employment had played a part in qualifying or limiting the changes 
that normally would have resulted from these industrial devel
opments. 

In the manufacture of clothing, probably the most important 
change, and one that has been going on over a period of many years, 
has been the improvement of machinery and the substitution of 
machines for many hand processes. These machinery changes prob
ably would have resulted in reductions in women's employment • 
except for the fact that the installation of machinery and labor
saving devices in general usually has been accompanied by increased 
business, which has prevented any actual decrea~es in employment. 

These machinery developments have caused changes in women's 
employment chiefly by the elimination of women through the instal
lation of a machine but the retention of a woman to operate that 
machine. Occasionally women have been entirely eliminated 
through the installation of a machine operated by a man to do what 
had been women's work. The first situation is illustrated by the 
installation in an Illinois plant of a felling machine that, operated 
by one woman, did the work of five women hand fellers. Typical 
of the second situation was the report of an Illinois firm with fewer 
than 200 employees, 38.9 per cent of whom were women. In this 
firm women formerly did all the machine stitching, but since the 
introduction of power-run machines men have done some of the op
erating. No women in this plant actually were replaced by men, but 
more machines were installed and the proportion of women corre
s:r>ondingly was reduced. 

Another factor that has influenced decidedly women's position in 
clothing manufacturing has been the changes in style requirements. 
As the demand grows for lighter and more delicate materials the 
work requires softer, nimbler fingers, and more women are employed. 
Similarly, as the market for separate skirts decreases and the demand 
comes for dresses, a larger proportion of women are employed. 
There is nothing obscure about these qualifications of women's work 
and the influence they have on women's employment, but they are 
important and worthy of note when changes in the numerical im
portance of women in clothing manufacturing are considered. 

In electrical-products manufacturing there were reported changes 
of all types more extensive than in any other industrial group. This 
is not surprising, in view of the almost universal electrification of 
modern life · and the constantly growing demand for and supply of 
electrical devices. The bewildering array of products classed as 
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electrical apparatus is in itself an indication of the scope for develop
ment in an industry whose great markets have arisen during the past 
generation. 

The infinite variety of uses to which the small fractional-horse
power motor may be put probably is responsible to a considerable 
degree for the more extensive use of women in the manufacture of 
electrical apparatus that is indicated by census figures for the past 
two decades. 

Another factor underlying the changing status of women in this 
industry, equally if not more important, is the changes that have 
taken place and that constantly are in progress in the mechanical 
appliances used in manufacturing some of the various products. 

In most types of manufacturing the tendency is to replace hand 
work by more or less automatic machinery and then to develop this 
machinery until it performs a more and more complicated series of 
operations. The employment of women in connection with such 
a development as this fluctuates considerably. 

In the first place, the installation of automatic machinery for mass 
production tends to increase the numbers of women employed. As 
one employer said, "When only a few parts are the product it is a 
man's job. When it becomes mechanical it is a woman's job." 

In the electrical industry more efficient~ winding machines, auto
matic punch presses, automatic tapping machines, pasting and trim
ming machines, automatic drill presses, improved machines for mak~ 
ing electric bulbs, and spraying machines, all were mentioned as 
having affected the proportional employment of women in one plant 
or another. 

The results on women's employment of such machinery changes 
are illustrated by the figures given by one firm in Ohio, where it was 
stated that the proportion women formed of all employees had in
creased from 8.8 per cent in 1916 to 23.6 per cent in 1918 and to 26.3 
per cent in 1925. In this plant it was said that machinery changes 
constantly were being made, and that these changes, together with 
changes in methods of operation, usually resulted in the employment 
of more women to take men's places. 

The further development of automatic machinery, however, may 
see an accompanying proportional decrease in women's employment. 
As the machinery becomes more complicated and includes mote 
operations, the work can be done by a smaller number of women, 
but it is necessary to keep the same or a larger staff of men for 
adjustments and upkeep of the machines operated by the women. 

The figures for two Massachusetts firms illustrate how the intro
duction of automatic machinery reacted to reduce instead of to in
crease the proportional employment of women. In one plant, 66.4 
per cent of whose employees were women, it was stated that the 
introduction of automatic machines had reduced the number of girls 
on a unit from 9 in 1924 to 5 or 6 in 1926. At the same time 
production per girl had increased more than 50 per cent. The recent 
introduction of an automatic soldering and basing machine for elec
tric bulbs had replaced two girls. With these decreases in the num
ber of women had come a shght increase of nien, because the equip
ment had become more complicated and required more men for 
maintenance. 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



WOMEN IN FIVE INDUSTR.IES-EFFECTS OF LEGISLATION 101 

In the other Massachusetts firm it was estimated that the number 
of women per unit of production had decreased in the past few years 
by about 40 per cent, partly because of continued improvements 
making the machinery more automatic. At the same time it was 
estimated that the proportion of men usually was higher than it 
used to be, as the improved machines required more attention to 
adjustments and more careful upkeep. 

Hardly second in importance to the changes in manufacture have 
been the changes in product that have opened up or closed oppor
tunities for women in this industry. On the whole, it ·can be stated 
that where the product is small the number of women is large, and 
vice versa. The past few years have seen many establishments en
J arge the variety of products manufactured, and when this enlarge
ment has added the manufacture of a small or comparatively small 
object the employment of women has increased proportionally to 
that of men. The radio, the permanent hair waver, appliances for 
electric refrigeratjon, electric fans, horns, push buttons, etc., are the 
types of electrical apparatus for the manufacture of which women 
are needed in proportionally large numbers. P erhaps the best illus: 
tration of such an experience was in an Indiana fi rm, where about 
one-fourth of a very large staff of employees were women. In this 
plant it was reported that changes in product and in the style of 
prodi1ct had been striking enough to increase the number of women 
from 11 per cen t of the employees in 1914 to 23 per cent of those 
in 1920. Be-fore the war the product in this plant had been largely 
direct-current apparatus and t ransformers, but between 1914 and 
1920 the work on big crane motors and parts of alternators was trans
ferred to another plant and the work on fractional-horse·power motors 
"as increased. At the time of the interview, small motors and meters 
were an important part of the plant's product. Recently more work 
had been done on radio coils. On most of the assembly work on these 
products girls could be employed because the work was not too heavy 
for them. 

The part played by the manufacture of radio sets and appliances in 
enlarging opportunity for women needs little explanation to anyone 
who can visualize the delicate assembly and light bench work and 
coil winding necessary for this apparatus. The occupational figures 
in one firm in Massachusetts showed that women formed 69 per cent 
of the employees in the radio department and only 37 per cent of 
the employees in the rest of the plant. Another plant, that had man
ufactured magnetos for some 25 years, had added automobile acces
sor jes in 1920 and radios in 1925. In this establishment it was 
stated that, while exact figures were not available, it was certain 
that the introduction of radios had increased the proportion of 
women employed, as the women formed half of the workers in that 
department while on other products the proportion of women was 
much smaller. Of course, the proportion of women employed in 
radio manufacture is not a constant figure through any group of 
establishments. It is undoubtedly true, however, that women are 
employed extensively for this work and the introduction of this new 
product has materially increased the proportional importance of 
women in many establishments. 

A third important factor in developing opportunity for women in 
electrical-products manufacturing has been the changes in method 
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of operation that have accompanied the improvements in machinery 
in this industry. In many cases these changes in method of opera
tion are closely allied to changes or improvements in machinery, yet 
the fact that often they have been inaugurated with the sole purpose 
of making the work possible for women makes them more significant. 
Some of the changes in methods of operatlon reacted to decrease the 
number of men rather than to increase the number of women, but 
the effect on the relative importance of women in the industry was 
the same, though less significant from the standpoint of future de
velopments of opportunity for them. It is important to note, also, 
that in the five industries studied in this investigation, changes in 
methods of operation have been reported as an outstanding factor 
only in the manufacture of electrical products, an industry in which 
men still predominate to a considerable extent but where women 
steadily are growing in importance. Perhaps the most outst anding 
of these changes in methods of operation has been the introduction 
of conveyor systems to simplify assembly operations. This has had 
a far-reaching effect on women's opportunity in many plants manu-
acturing electrical products. Typical of such changes was the ex

perience of one plarit in Ohio that reported that the installat ion of an 
elaborate conveyor system in 1925 has displaced from 50 to 100 men 
fo rmerly employed moving goods and inspecting and had made it 
possible to employ 20 or 25 girls on inspection jobs that no longer 
r equired lifting boxes. This lifting had been done by the men in
spectors before the conveyors were installed. 

On the whole, the conditions in the electrical-products factories 
visited during the course of this survey probably are illustrative of 
phases of the development of opportunity for women more signifi
cant than those of any other industrial group studied in this section 
of the investigation. This industry is developing rapidly. It has 
found that women may be used to advantage for m~ny of its proc
esses. Nimbleness of finger , deftness of touch, willmgness to work 
for a lower wage than men, have combined to establish the fact 
that women are an asset to certa:n forms of manufacture. This 
industry apparently has not yet reached the saturation point as far 
as women employees are concerned, which is a distinctly different 
situation from that in certain of the other industries studied. Paper
box manufacturing and hosiery manufacturing, for instance, already 
have become women's industr:es. It appears that in these groups, 
where the development of women's employment carrie many years 
ago, the tendency may become one of substitution of men for women 
because of the elaboration of machinery which, when it was first 
introduced, served to open up simpler mechanical occupations to 
women. In the electrical industry at the present time, however, may 
be seen a · very telling illustration of the adaptation and adjustment 
of an industry to meet the requirements accompany:ng women's em
ployment and a recognition of the value of the abilities peculiar to 
women. . 

In the manufacture of hosiery the most far-reaching change affect
ing the position of women seems to have been the introduction of 
the manufacture of full-fashioned hose. The manufacture of this 
product almost invariably is accompanied by an increase in the 
proportion of men among the employees, for it is the men who 
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operate the full-fashioned-knitting machines. As the manufacture 
of this type of hose increases, it is likely, therefore, that men will 
become a more important factor in what has been up to the present 
time practically a woman's industry. 

The reasons for the employment of men on full-fashioned knitting 
.are discussed elsewhere in this report in connection with the over
time requirements for this occupation. It is not apparent that the 
legal status of women is in any way responsible for their not being 
employed in this work, and it is very possible that they may eventu
.ally be considered eligible for it. At the present time, however, the 
job is practically closed to them, and for this reason their opportunity 
is somewhat retarded. 

Other changes in product in hosiery manufacturing have been 
more numerous than cases of the introduction of full-fashioned 
knitting, but their results have been, and probably will be, less 
significant. Such factors as the demand for finer fabrics, for a 
greater range of colors, for a more elaborate packing and boxing, have 
been responsible for niinor fluctuatjons in the relative position of 
men and women in this industry. None of them, however, has ap
proached in significance the situation in regard to full-fashioned 
lmitting. 

The fluctuations in trade demands and their general effect on em
ployment are well illustrated by the report of one plant in Nmv 
Hampshire, more than half of whose employees were women . In 
this plant it was said that the proportion of men and women had 
fluctuated especially during the last few years because of varying 
demands for different products. Sometimes, it was stated, products 
requiring men's knitting were in greater demand, some.times those 
requiring women's knitting. One set of 60 machines in the. plant 
had been adjusted to three products during one year: First, men's 
hose with a mock-rib top, knit by men; second, women's heavy hose, 
knit by men; last, fancy hose ,t ith ribbed top: knit .by women. Many 
.establishments that manufacture seamless hose try to meet the. com
petition of the full-fashioned-hosiery manufacturers by producing 
fancy products that must change with the demand for novelties. It 
:i s obvious that such changes throughout an industry must result in 
.a corresponding fluctuation in employment for the entire, mass of 
hosiery workers. 

Accompanying the changes in product in hosiery manufacturing, 
.as in almost every other industry, come the development and im
provement of the machinery. In thi s connection the characteristic 
,curve of women's employment appears. One manufacturer in New 
Hampshire outlined this development, within his own experience, so 
dearly that probably no better way to explain it can be found than 
jn his own words : 

When I was a boy, 40 years ago, knitting was being done on hand looms by 
women, and the hose seamed on ordinary ··ewing machines. The first machines 
doing seamles knitting were introduced about this time. Adjustment in 
.knitting the heel hnd to be done by hand and required strength, so men became 
the knitter.. About 2·5 years ago semiautomatic knitting machines were intro
,duced and women once more became the knitters. 

And, to carry on his story from present knowledge, when the 
-complicated full-fashioned-knitting machines were introduced men 
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came back a,gain. This is the story of women in the hosiery indus
try as in others. With the simplification .and lightening of the me
chanical processes women are more extensively employed, but this 
development ceases or is retarded when the mechanical processes 
become heavier or more complicated. 

In paper-box manufacturing the outstanding changes that have 
affected women within the industry have been the development of 
machinery and the increasing demand for folding rather than mt-up 
boxes. This industry has been largely a woman's industry for many 
years, but there is evidence of a decrease in the proportion of women 
since the census of 1920. For instance, in Ohio, the fifth State in 
the Union in number of wage earners in this industry, the proportion 
of women has much declined since 1921, according to the employment 
figures of the Industrial Commission of Ohio. 

Many different kinds of machinery have been developed to take· 
over processes that originally were done by hand. There has not 
been extensive substitution of men on machine jobs for what had 
fotmerly been women's hand work, but instead there has been an 
actual diminution in the number of women needed to get out a 
certain amount of output. Typical of such a situation was the report 
of one factory in Illinois that in the manufacture of jewelry boxes 10 
years ago they had employeed 100 women for the same output now 
being produced by 50; and of another factory, reporting that early 
jn 1925, when a move was made to other quarters, new machines of 
the latest model were installed and work was routed by .a planning 
di vision, with the result that the efficiency per unit of labor had 
increased from 25 to 50 per cent. 

Of course there are certain machine operations in paper-box manu
facturing that are considered "men's work." These are the heavier 
operations, such .as scoring and cutting and operating ending ma
chines and corrugating machines. Of comparatively recent origin 
is the quad stayer, that employs largely men and stays all four cor
ners of the box at one t1me, supplanting thereby the work of women 
on the other staying machines, that stayed only one corner at a 
time. However, the employment of men on the quad stayer is not 
universal and some plants have women doing this work satisfactorily. 

The style change that brought about increased manufacture of 
folding boxes is one that can easily be appreciated when it is real
ized how extensively this kind of box has come into use. The manu
facture of the folding box requires considerably fewer women than 
are needed for making set-up boxes, so naturally the result has been 
a decrease in women's employment when compared with that of men. 
The importance of this change can be estimated from the account of 
one firm, in which it was stated that to start a folding-box depart
ment 10 men and 5 women had been added to the force, while women 
formed about 80, per cent of the employees in the set-up box. 
department. 

The industrial changes that have been outlined in the foregoing 
pages probably are of the most fundamental significance as far a 
opportunity for women's employment is concerned. 

Women are a recognized and valued part of the labor force of 
many establishments. Their relative importance is dependent te> 
some degree upon the policies of the management and the attitude of 
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t he men employees. The outstanding influence that determine 
women's opportunity in industry, however, is the type of ability 
'required for the various processes of manufacture. Where work is 
within a woman's strength, and the conditions under which it is 
carried on are suitable for women, they will be employed. Dif
ferent products require different processes, and it is chiefly to the 
development of light, simple processes for the manufacture of a 
wider variety of products that women owe their increasing oppor~ 
t unity in industry. 
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CHAPTER IV.-THE EFFECTS OF HOUR LIMITA
TIONS ON WOMEN'S OPPORTUNITIES IN IN
DUSTRIES OPERATING LONGER HOURS THAN 
ARE PERMITTED FOR WOMEN 

Long hours for women without State regulation- Policies regarding women's 
employment for long hours in States having legal restriction for women
Atcitude of employers who would employ women longer hours if legal
Occupations that would be open to ·women if they could work longer hours
The evening shift as a substitute for overtime 

I n addition to the detailed study of the employment of women 
in the five industries just discussed, information has been drawn from 
a larger field to show the general attitude of employers in industrial 
establishments operating longer hours than were permitted for 
women. It has been cla,imed that o·ne of the most ,ser ious handicaps 
to women resulting from hour legislation is the fact that employers 
will not use them in plants where hours are longer than the standard 
set by the State law for women. It has already been shown that in 
those industries that employ large numbers of women and for which 
women are more or less indispensable hour legislation does not 
restrict women's employment but instead often reduces hours for 
men to the level required for women. There are many indus
tries, however, where women are very much in the minority, and 
it is possible that in those industries one o.f the reasons for the 
small proportion of women employed might be that women can not 

• work the hour:3 current for the larger group of male employees. 
To find out how extensively this situation was true, a special effort 

was made to get information showing the possible restrict.ions to 
women's opportunities resulting from hour legislation in those in
dustrial establishments that operate, because of the nature of their 
work, custom, or labor supply, longer hours than are permitted by 
law for women. This inquiry was carried on in five States- Califor
nia., Massachusetts, New York, Wisconsin, and Indiana. Information 
was sought in Indiana because that State ha.s no legal limitation of 
women's daily and weekly hours in industry, and it was hoped, there
fore, that it would be possible to get some idea of the extent of 
women's employment in the industries running long hours where 
there was no legal restriction. 
. The field of information varied in the di:ff erent States according 
to the prevailing hour standards in industry. In some States it Wi:~ 

extremely d,ifficult to · find plants operating long hours, whether or 
not they employed women ; in other States such plants wer:e more 
numerous. In every State, however, there was a nucleus of in
dustries that might properly be considered "long-hour industries," 
and from these were secured the schedules for this section of the 
investigation. 

Before discussing the details and the findings drawn from these 
schedules it is important to exa~ine the industrial standards of 
hours current in the five States studied. T hese standards can best 
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be shown by figures from the United States Census of Manufactures, 
which gives periodically the prevailing hours in each State and in
dustry. The table following shows the general hour standards in 
the different States and in the United States as compiled from figures 
given in the Census of Manufactures for 1919. 

T ABLE 1.-ProoaiUng weekly lioors, by State 1 

State 

United States ___________ ______ ___ ______ ____ __ ______ _ _ 

Cali 'ornia ______ ___________ ___ __ ____________ __________ ______ _ _ 
Indiana ________________________________ _______ ___ ___________ _ 
Massachusetts _________ ____ ________ ____________________ ____ _ _ 
New York _________ __ _______________ ______________ _____ ______ _ 
Wisconsin __________________ ________________ ______ ____ ____ . __ _ 

1 From U.S. Census of Manufactures, 1919. 

Average 
number of 

wage 
earners 

9,096,372 

243,692 
277,580 
713,836 

1,228, 130 
263,949 

Per cent of wage earners in 
establishments whose hours 
were-

48 and 
under 

48. 6 

78. 1 
32. 6 
74. 3 
64. 4 
31. 3 

More 
than 48 
and in
cluding 

54 

25. 6 

9. 8 
26. 4 
21. 0 
25. 3 
23. 1 

Over 54 

25. 9 

12. 0 
41. 0 

4. 7 
10. 2 
45. 6 

According to the figures given in the census of 1919, "long-hour 
jndustries" were very few in California. Nearly four-fifths of the 
wodrnrs in California were scheduled for a working week of 48 
hours or le s. Massachusetts had almost as short an hour standard, 
with practically three-fourths of its workers scheduled for 48 hours 
or less ; and New York ranks next, with nearly two-thirds. Indiana 
and ·wisconsin fall far below the standards of California, Massa
chusetts, and New York. In Indiana less than a third of the work
ers had a scheduled week of 48 hours or less, while more than two
fifths ( 41 per cent) had a week of more than 54 hours. The record 
of Wisconsin in 1919 was of hours even longer than in Indiana, only 
31 per cent of the workers having a week of 48 hour's or less and 
45.6 per cent having one of more than 54 hours. Wisconsin figures, 
however. can not be considered to be indicative of present conditions, 
as since the time of the census quoted (1919) an amendment to the 
hour law in Wisconsin has been passed, reducing the legal hour 
standard for women from a 10-hour day and a 55-hour week to a 
9-hour' day and a 50-hour week. Unfortunately, no census figures 
are available to show whether a r eduction in the general standard 
of hours accompanied this legal change. The census figures for 
J 925 are not available according to State, and therefore are not 
significant in this regard. · 

The outstanding industries in the States enumerated that ran 
longer than the legal hour standards or that ran unusually long hours 
varied in type and number in each State. In California they were 
fewest in number. In that State only three industries employed as 
many as 1,500 workers more than 48 and including 54 hours a week. 
'fhese three industries were automobile repairing, canning and pre
serving fruits and vegetables, and the manufacture of tinware. Of 
these it will be noted that the only industry that employed a large 
number of women was canning and preserving, an industry exempt 
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from the rigid requirements of the State hour law. Hours longer 
than 54 were even more rare in California, only two industries em
ploying more than 1,500 workers between 54 and 60 hours. One of 
these was cars and general shop construction and repairs by steam
railroad companies and the other was petr'oleum refining. Sixty 
hours and over was a prevailing standard for comparatively few 
workers in California. In only three industrial groups were as 
many as 500 workers employed such hours. These gr·oups were the 
canning and preserving of fruits and vegetables, the manufacture 
of lumber and timber products, and the making of beet sugar. In 
the first two of these a large number of workers were employed long 
hours, 7,887 in the former and 5,401 in the latter. In the sugar 
industry there were only 1,405 workers whose hours were more than 
60, but this group comprised · 92.9 per cent of the number reported 
in the industry in the State. It is obvious, therefore, that in Cali
for'nia evidence of restriction of opportunity for women because of 
the hour law for women will be comparatively difficult to find, as 
the prevailing hour standards in that State in most industries are 
not longer than the standards set for women's employment. 

Massachusetts industries did not show so extensive an' adherence 
to the legal hour standard for ' women. A very much larger gr·oup 
of industries employed in excess of 1,500 workers more than 48 and 
including 54 hours, and the workers employed these hours formed 
in most instances a considerable proportion of the total number 
of employees in the industries. The following lists give a general 
outline of the number of workers in each industry who were em
ployed more than 48 and including 54 hours and the number whose 
week was more than 54 hours; the proportion these numbers formed 
of the total number of employees in each industry also is shown. 

Massachitsetts industries emvloyi,ng in 1919 considerable numbers of worlcers 
ov·er 48 hoitrs, the num,bers of worlcers so &mplovea, and the per cent such 
workers formed of all crn.vloyees 

INDUSTRIES EMPLOYING MORE THAN 1,500 WORKERS OVER 48 II OURS AND INCLUD 
ING 54 HOURS 

Num
ber 1 

Automobile bodies and parts .. _____ 2,074 
Boots and shoes ____________________ 11, 223 
Boxes, wooden packing__ ____ _____ __ 2,257 
Bread and other bakery products__ 2, 218 
Chemicals __ ___ _____________ __ ______ 1, 504 
Cordage and twine___________ ______ 1,810 
Cotton goods _______ ____ _______ ___ __ 10,924 
Dyeing and finishing textiles_ __ ____ 2, 417 
Electrical machinery, apparatus, 

and supplies____________ ____ ______ 3, 172 
Emery and other abrasive wheels __ 2, 302 
Foundry and machine-shop prod-

ucts ____________ __________________ 24,772 

58. 6 Furniture __________ _______________ _ 

M: g I ti:aittr============================= 25. 8 Paper and wood pulp ______________ _ 
60. 6 Rubber products ______ _______ _____ _ 
66. o Silk goods _______ _________ ______ ___ _ 
8. 9 Steam fittings and steam and bot-

19. 6 water beating apparatus _______ _ _ 
Tools ___ ______ _____ _ -- - ----- - -------

13. 3 Woolen gqods ______________________ _ 
94. 2 Worsted goods ___ _________ _________ _ 

47. 9 

Num- Per 
ber 1 cent 

4,001 
2,008 
3,127 
2,263 
5,439 
2,567 

1,541 
4,259 
2,190 
2,368 

63.1 
29. 6 
20. 6 
17. 5 
57. 8 
4,5, 1 

43. 8 
58. 9 
12. /i 

6. 5 

INDUSTRIES EMPLOYING 500 OR MORE WORKERS OVER 54 HOURS 

Brass, bronze, and copper products_ 619 
Cotton goods_ __________________ ____ 1,343 
Dyeing and finishing textiles_.__ ___ 1,159 
Firearms __ __________ ___________ ____ 849 
Foundry and machine-shop prod-

ucts _______ ___ __________ ___ _______ 5, 974 

21. 9 
1.1 
9. 4 

37. 7 

11. 6 

Gas, illuminating and beating _____ _ 
Paper and wood pulp ______________ _ 
Steel works and rolling mills __ ____ _ 
Tools __ ______ _________ ___ ___ _______ _ 
Wire __ _________ __ ------------------

1,962 
711 

2,793 
1,893 
4,710 

1 U.S. Bureau of the Census. Fourteenth census: 1920, v. 9, Manufactures, 1919, pp. _597-598. 

73. 9 
5. 5 

75. 8 
26.:., 
90. 5 
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Examination of these lists shows a very wide range of industries 
reporting a considerable number of workers as having hours longer 
than are permitted for women. One reason for the large group of 
industries with schedules of more than 48 and including 54 hours 
probably is a prevailing custom in Massachusetts to employ women 
48 hours while the men in the same plant are employed 50 hours. 
Census figures more detailed than those given here show that the 
majority of workers were employed less than 54 hours in all the 
industries listed except bread and other bakery products, cordag~ 
and twine, cotton goods, dyeing and finishing textiles, woolen goods, 
and woIBted goods. 

In New York State, because of the much more liberal legal stand
ard for women's employment at that time (1919), naturally there 
were fewer industries employing considerable groups of men longer 
than the standard permitted for women. These industries are listed, 
together with the number and per cent of workers so employed, in 
the following tabulations. 

New York industries employvng in 1919 considerable numbers of w01•ker8' over 
54 h011,rs, the numbers of workers so employed, and the per cent s'wch workers 
formed of all employees 

INDUSTRIES EMPLOYING MORE THAN 1,500 WORKERS OVER 54 AND UNDER 60 
HOURS 

Num- P er Num- Per 
, ber 1 cent ber 1 cent 

Automobile bodies and parts ____ __ _ 2, 353 
Cars and general shop construction 

and repairs by · steam railroad 
companies ______ __ __ ___ ____ __ _____ 10,300 

Chemicals_ ________ ____ _________ __ __ 2, 901 
Electrical m achinery , apparatus, 

and supplies______ ______ _____ ___ __ 1,540 

15. 0 Foundry and m achine-shop prod-
ucts _______ __ ____ ___ ______ __ ____ __ 5,130 8. 7 

Furniture____________ _____ ____ __ ____ 2, 713 12. 3 
33. 9 Steel works and rolling mills_ __ __ __ 3,845 21. 5 
29. 9 Knit goods ___ ______ ______ ____ ______ 4,027 9. 7 

4. 1 
I' 

INDUSTRIES EMPLOYING 500 OR M ORE WORKERS 60 HOURS OR OVER 

Bread and other bakery products __ 856 3. 0 Steel works and rolling mills ______ _ 9,924 55. 4 
Canning and preserving fruits and Knit goods __ ------------- --- -- ----- 762 1.8 

vegetables _________________ . __ ____ 3,144 65. 0 Lumber and t imber products __ ___ __ 2,925 53. 2 
Confectionery and ice cream ____ ____ 521 3.1 Lumber, planing-mill products ____ _ 627 7. 4 
Electrical m achinery, apparatus, P aper and wood pulp ______ ____ __ ___ 4, 593 26.1 and supplies ____ __ _____ ___________ 558 1. 5 Rubber products __ ___ ______ __ ___ ___ 543 10.1 
F oi.:ndry and m achine-shop prod- Slaughtering and meat packing ___ __ 1,378 20. 7 

ucts _____________ _____ ___ - - - - -- ___ 1,703 2. 9 Sugar, refining _____ _____ ___ _____ ____ 6,289 100. 0 Furniture ____ ______ ___ ____ ____ _____ 657 3. 0 

t U. S. Bureau of the Census: Fourteenth census: 1920, v . 9, M anufactures, 1919, pp. 980-982. 

Unfortunately, as already stated, it is not possible to show for 
Wisconsin any prevailing hours by industry that would be signifi
cant for the time of the investigation, as the figures for 1919, similar 
to those just discussed for Massachusetts, New York, and California, 
are not significant because of the change in hour standards that took 
place between 1919 and the date of the survey. 

In Indiana the census figures show a considerable amount of 
opportunity for work longer than the legal standards would permit 
in New York, California, Wisconsin, or Massachusetts. The list 
following gives comparable figures on hours and industries for 
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Indiana taken from the census for the same year. as those just quoted 
for the other States. . 

Indliarna vndustries wiployin,g fin, 1919 considerable numbers of workers over 
54 hours, the numbers of workers so empl01Jed,, and the per emit such workers 
formed of all employees 

INDUSTRIES EMPLOYING MORE THAN 1,500 WORKERS OVER 54 AND UNDER 60 
HOURS 

Ii;;~- Per 
cent 

Num- Per 
ber 1 cent 

Agricultural implements____________ 2,046 
Automobile bodies and parts_______ 8,604 
Automobiles________________________ 1, 741 
Cars and general shop construction 

and repairs by steam railroad 
companies________________________ 3,076 

Cars, steam railroad, not including 
operations of railroad companies__ 2,407 

--.11------------,---

37. O Foundry and machine-shop prod-
56. 5 ucts __ - -- ------------------------- 6,048 
16. 5 Furniture__ _________________________ 6,292 

13. 3 

36. 2 

Rubber products___________________ 2,663 
Tobacco, cigars_____________________ 1,571 

INDUSTRIES EMPLOYING 500 OR MORE WORKERS 60 HOURS OR OVER 

Bread and other bakery products__ 872 
Brick and t ile, terra-cotta, and fire-

clay products~-------------------- 755 
Canning and preserving fruits and 

vegetables_____________ __ _________ 1,062 
Flour-mill and gristmill products_ _ 1,364 
Foundry and machine-shop prod-

ucts___________ ___ ________________ 962 

23. 2 Furniture___________ ______ ________ _ 1,292 
Glass_________ ___ _________ __ ___ _____ 1, 821 

20. 7 Steel works and rolling mills _______ 11,586 
Lumber and timber products_______ 2,416 

36. 0 Paper and wood pulp______________ 1,294 
59. 8 

4. 8 

1 U. S. Bureau of the Census. Fourteenth census: 1920, v. 9, Manufactures, 1919, pp. 380-381. 

30. 0 
47. 5 
91.3 
37.8 

9. 7 
19. 5 
51. 8 
57. 9 
58.4 

Though neither figures nor other information are available to 
show just what the reasons are for the different hour standards in 
the different States, the conclusion is almost inescapable that there 
must be some relation between the legal standard for women and 
the prevailing standard in the State. Whether the St:;i,te standard 
preceded or was an outgrowth of the legal standard for women can 
not be said from any facts available at the present time. The 
standards shown in Table 1 seem, however, to rank the States, Cali
fornia, Massachusetts, and New York, clearly in the same order 
for the hours prevailing for all wage earners as they rank in the 

-hours permitted by law for women. . 
1Vhatever may have been the reason for the adoption of the pre

vailing hour standards in the various States, it is apparent from 
the figures just given that there is in each State a considerable 
residue of establishments with hours longer than women are per
mitted to work. It was from these establishments that a special 
effort was made to draw information showing the policies regarding 
women's employment. In each State where. the investigation was 
carried on, a thorough canvass was made to find plants employing 
both men and women where the men's scheduled hours were longer 
than the legal standards for women. Many plants working "long 
hours " obviously offered no opportunity for women. Establishments 
such as foundries, certain chemical plants, sugar refineries, etc., that 
were known to be running long hours, were not visited. It was 
obvious that their managers would have nothing to contribute to 
a study of policies of women's employment, as these industries do 
not offer opportunity for such employment. It was felt that al-
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though an industry might have decreased women's employment to 
a certain extent because of hour restrictions, if there had been any 
considerable opportunity for women there sti11 would be a residue of 
women employed. It is barely possible that in a few plants women 
might be introduced as a complete innovation if their hours were 
not restricted by law or might have l;>een entirely eliminated as a 
result of legal restrictions, but such a possibility is so slight that 
it was not considered of sufficient importance to warrant conducting 
a search through establishments run entirely with men employees. 
For this reason only those establishments were included that had 
some women employed in manufacturing processes. In Indiana, as 
there was no State law to provide a criterion for the definition 
of "long hours," the standard was set at · more than 54 hours a 
week, or more than 10 hours a day, with the intention of showing 
in this ·way what possibilities there were of employment for women 
longer than the most liberal hour law in the other States considered. 

In addition to the information secured from such establishments, 
a short study was made in a few plants in Massachusetts of the 
evening shift as a substitute for overtime. In these plants that were 
running evening shifts for women data were sought to show how 
su.ccessful from the standpoint of the management and of the work
ers was this method of lengthening the hours of plant operat ion 
under a law that did not permit overtime for women. 

SUMMARY 

The preeminently important facts disclosed by this short survey 
of "long-hour" industries are these: · -

First. That when there is no legal limitation of hours for women 
. the hour schedules in woman-employing establi hments sometimes 

are excessive, for both the regular working ._ day and overtime ·re
quirements. Indorsement by employers of the policy of shorter 
hours as better industrial practice also is less general where there 
is no legislation for women's hours than where it is in force. 

Second. That where women's hours are restricted legally their 
employment is not diminished in establishments employing men 
longer hours than the legal standard for women. Many employers, 
merely as a matter of policy, would not keep women such long 
hours ; others find it unnecessary, as the longer hours are needed 
only for the men's work; and still others find-that they could not get 
women to work longer hours. 

Third. That if women were permitted to work longer hours there 
would be a slight increase in the number of jobs open to them in 
establishments employing men longer than the present legal stand
ards for women. These jobs are not numerous, involving in Massa
chusetts an estimated incre·ase of around ·500 in a total of some 
10,000 women already employed. The occupations that would be 
open to women if they could work longer hours are not such as to 
indicate any real development of opportunity for them. . 

Fourth. That the evening shift may be a satisfactory method of 
lengthening hours of plant production without exceeding legal hour 
limitations. Also, it provides employment for an additional number 
of women during hours that are especially acceptable to those who 
have responsibilities to be met at home and would not be free for 
the regular factory day. 
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LONG HOURS FOR WOMEN WITHOUT STATE REGULATION 

The restraining effect of hour legislation for women on the hour 
standards of manufacturing establishments is most clearly illus
trated by an examination of the establishments scheduled in Indiana 
as running longer than 10 hours a day or 54 hours a week. Without 
any law to restrict the hours· of women, it is plain from the facts se
cured from these Indiana establishments, as well as from the United 
States Census figures just quoted, that the hours in many plants are 
longer than what might be called a liberal standard in those States 
where legislation is in effect. 

A total of 65 establishments were scheduled in Indiana, each of 
which employed women and each of which exceeded 10 hours a day 
and 54 hours a week during some or all of the working year. In 
14 of the establishments these long hours were in force only for the 
men, but in 51 cases, the vast majority of all, the work of both men 
and women came within the requirements of the long hours. In 
the greater number of plants hours longer than 10 a day or 54 a 
week were not a regular scheduled requirement. Nevertheless, there 
was a considerable group, 28 in all, that had such hours as a regular 
schedule, and 22 of these employed women on· this regular sched~le. 

Table 2 shows the industries and extent of the long-hour schedules 
of those plants that were running regularly or occasionally more 
than 10 hours a day or more than 54 hours a week. 

TABL E 2.-Long-hour establishments itn Indiana, by industry 

Industry 

Number of establishments and number of men and women whose hours were 
more than 10 daily or more than 54 weeklY-· 

As a regular schedule for-

Both men and 
women Men only 

In occasional overtime for-

Both men and 
women Men only 

Es• Es• Es• E s• 
1\~t Men winm· ii~t Men winm• ;~t Men We~m· ii~t Men We~m• 

men ts men ts men ts men ts 
--------,--------------_______ , ___ _ 

TotaL _·· ·· --· · ---- 2210, 967 2, 127 6 1, 157 138 29 8, 761 4, 486 83, 586 470 

M anufacturing: 
Automobile parts - --·-- 2 2, 335 173 - ----· - - · · - --·--·- 2 2,260 50 · · · - - · ·-·-· ·-·- · ·-
Clothing __ ····--·- · · · -·-··-·· ·-- · -·-- ··-·· -- -- -·-· ··---· ·-·- 3 40 367 2 25 250 
F ood and food products. 1 50 125 2 102 64 3 118 151 1 50 30 
M etal products __ ··--- - 8 5, 885 731 1 81 9 4 1,535 485 43, 229 160 
P aper .... . · - · -- ·······- 2 457 93 1 208 18 · · · ·-· ... ..... . . . ... ....•...• . .....•• 
P aper products ........ _ . ...... . .... . •. .. •• · ·· ·- · ..... ...... . 4 220 182 .•. . ...•• .. · · · ·-·· 
Printing and publish• 

ing ...... ....... -...• . .....•.. . .. . . ... ... · · - · · . · · · ·- ••.... • 2 189 66 ........ . ...• .. • •. 
T exti!es.·-·····- · · ·· · ·· 1 45 135 · ···· - .• · ... -· ····· 
M iscellaneous ........ __ 7 2, 190 830 1 737 24 

L aundries................ 1 5 40 1 29 23 

2 1,336 2,233 ..... . .. . .. ····•·· 
6 3, 004 814 1 282 30 
3 59 138 ....... . ...... . ..• 

To get an outline as detailed as possible, showing the extent and 
policies of women's employment for long hours where there was no 
.State law to limit their hours, a very thorough canvass was made of 
the industries of the State to secure a wide variety of industries 
~mploying women. The establishments for which data are pre-
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sented in this table do not represent the total amount of employment 
for women during long hours in Indiana. They do represent, how
ever, the kind of industry in which such · employment was likely to 
occur, the relative extent to which women were included with men 
in such hour requirements, .and whether such requirements were 
regular or spasmodic. 

One thing that stands out as especially significant in this table 
is the number and large proportion of women employees reported. 
In the plants with a regular schedule of more than 10 hours a day 
or 54 hours a week for both men and women, there was a total of 
13,094 employees, of whom 1.6.2 per cent were women. In the plants 
where the schedule for men and women exceeded 10 hours daily or 
54 hours weekly for only occasional periods, the proportion of 
women was even larger, 33.9 per cent of the total of 13,247 employees. 

The actual schedules of these establishments reveal hours that do 
not compare favorably with the hours in similar establishments in 
States operating under legal regulation of women's hours of work. 
The smaller though _not inconsiderable group of plants having long 
regular schedules seems especially out of step with the standards of 
modern industrial efficiency. Because of their great variety it is not 
possible to tabulate the actual hours of these establishments so as to 
give a clear picture. Instead, certain typical examples must be 
quoted in order to show the actual working requirements in these 
plants. 

Both long regular hours and overtime were the requirement in an 
automobile-manufacturing plant employing more than 2,000 men 
and fewer than 200 women. The regular schedule in this plant for 
both men and women was from 6.30 a. m. to 5.30 p. m., with one 
hour off for lunch. On Saturdays work stopped at 11.30 a. m., mak
ing a 55-hour week. In addition to these hours, it was reported, for 
the past five months the day shift had been running overtime for 
about three hours a night, from 6 to 9 p. m., about three times a week. 
This overtime was not required of the entire force, but was required 
of either men or women whenever their machines were needed to 
catch up with orders. It was stated that probably the overtime did 
not affect more than 10 per cent of the day force and did not neces
_sarily mean that the same individuals were on for all three nights 
in any week. Nevertheless, three hours' overtime added to a 10-hour 
day does not seem .a shght requirement even for one night a week. 

A regular schedule of 55 hours a week, running up to 60 hours !1 

week as a maximum, was reported by a plant manufacturing a metal 
p1-oduct and employing nearly 500 men and fewer than 50 women. 
At the time of the interview the plant was not running full time, 
but the employment director said that they would go back to a regu
lar 60-hour schedule if business warranted. 

The places just described were plants in which the proportion of 
women employed was small, and it might be considered that in these 
establishments the women were being employed long hours because, 
on account of their proportional unimportance in the plant, they 
must adhere to the standards set for men. This was not true, how
ever, in many other pl.ants, as is indicated by the figures in Table 2 
giving the number and sex of the employees. 
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Among those plants with a larger proportion of women employees 
was. one manufacturing a µiiscellaneous group of paper, glass, and 
metal products, and employing ~everal hundred women, who com
prised about one-third of the working force. In two departments in 
this plant the scheduled hours were from 7 a. m. to 5.30 p. m., with 
half an hour off for lunch, making a 10-hour day and a 55-hour week, 
as those departments had only 5 hours on Saturdays. In a third 
qepartment the full 10 hours was worked on Saturday, making a 

· 60-hour week. It was reported that a year earlier, before this third 
department was expanded, they had worked for four or five weeks 
~ntil 7 p. m., making an 11-hour day and a 66-hour week. The 
management felt, however, that this was not advisable and that 
"10 hours a day should be the limit." 

In a casket-manufacturing plant, employing about one-third 
women, the reports of the State inspection showed a 60-hour week, 
but the schedule recorded at the time of the interview by the agent 
qf the Women's Bureau was from 6.30 a. m. to 5.30 p. m., with an 
hour for lunch and 5 hours on Saturday, making a 10-hour day and a 
5_5-hour week. In this plant, it was reported, Sunday work had been 
practically eliminated during the last few years, though formerly it 
had occurred frequently. At the time of the interview overtime was 
required only occasionally, to meet special orders. This overtime 
was carried on for one, two, or three hours in the evening until the 
order was ready for shipment. Both men and women stayed until 
the parts for which they were responsible were ready. 

In a paper-products factory employing a fairly large proportion 
of women, 40 in a total of 130 employees, the scheduled hours at the 
time of the interview were 58 a week, from 7 a. m. to 6 p. m:, with an 
hour for lunch, and on Saturdays until 4 p. m. It was reported that 
during two months of the year additional overtime work was re
quired of each employee, from 7 to 9 p. m. for, probably, about 15 
:q.ights. The plant did not always run such long scheduled hours; 
during certain seasons Saturday work ended at 12 and during other 
seasons the daily schedule ended at 5 instead of 6. In discussing the 
overtime work from 7 to 9 p. m. the management stated that such 
hours did not pay, as the workers were" dead" the next morning and 
had "no pep " after the rush order was out . 
. The examples of long scheduled hours just presented are typical 

. of the situation existing in the group of plants reporting scheduled 
hours longer than 10 a day or 54 a week. In the larger group, those 
that had a shorter regular schedule but ran occasionally long over
~ime hours, there was apparent an almost equally low standard of 
hours of work. Perhaps the most conspicuous instance in this group 
of establishments was a textile plant employing in its factory slightly 
under 2,000 employees, about 68 per cent of whom were women. The 
regular scheduled hours of this plant were not excessive-from 7 
a. m. to ·5 p. m., with an hour for lunch and five hours' work on Sat
urday, making a 50-hour week. At the time of the interview, how
ever, it was reported that for three months during a busy season just 
passed the girls on finishing, inspecting, mending, and pairing 
worked at least 2 nights a week, · sometimes 3 nights and sometimes 5 
nights, until about 8.30, ·making an 11 or 12 hour day and anywhere 
from 53 to 65 hours a week. This schedule affected about 300 women 
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for one-fourth of the year. During another season the girls em
ployed on winding and throwing had a similar experience. The only 
girls in the plant who did not serve their turn at these hours were 
those employed on spinning and cone winding. For these occupa
tions overtime ·stopped at 6, when a night shift of men took them 
over. 

Another plant, running overtime so much that it almost amounted 
to a regular schedule while it lasted, was manufacturing tin cans 
with about 350 employees, 150 of whom were women. This plant 
reported overtime for both men and women during about three 
months of the year and resulting in a maximum work.ing week of 
63 hours. • In thi,s period the schedule was arranged so as to have 
during each week three long days of 12 hours each, starting at 7 
a. m. and closing at 9 p. m., with an hour and a half for lunch and 
a half-hour for supper, and three shorter days starting at 7 a. m. 
and ending at 5 p. m., with an hour for lunch. The normal schedule 
for this plant, during 8 or 9 months of the year, was from 7 to 5 
with an hour for lunch and 5 hours on Saturday, making a 50-hour 
week in all . . 

A paper-box factory, more than half of whose employees were 
women, rerorted irregular overtime in add,ition to a 54-hour week. 
This overtime brought the daily hours up to 12 and probably had 
occurred on 45 or 50 day.s in the past 18 months. 

A clothing factory, with fewer than 15 men and about 150 women, 
reported a normal schedule of 53 hours weekly, plus overtime during 
four or five winter months, when a 10-hour day was expected occa
sionally and also work after supper until 7 or 8 o'clock. It was 
stated that with overtime the hours probably did not come to as 
much as 60 a week, but they totaled 55 or 56 hours " for a while" in 
the winter. 

Eleven plants reported a regular schedule different for men and 
women. These differences varied in each plant. Sometime.s the 
men worked shorter hours than the women, sometimes longer; what
ever the differences were, however, they usually were due to the 
nature of the work on which the two sexes were employed. 

In one plant, .manufacturing a :food product, the men were 
employed 10 hours a day and 55 hours a week, while the women 
worked an 8½-hou:r day and a 47½-hour week. The reason given 
for the shorter hours of the women was that it was not possible 
to get them to work longer. The management had found that, hav
jng a commodious plant, it was easy to increase the force of women, 
and this had been done instead of running longer shifts for them. 
A reason given for not following the same method for the men was 
that" men need 10 hour's' work a day; not so much depends on girls' 
wages." 

In two plants, that the men had to prepare the work and clean up 
at the end of the day was the reason for their hours being longer 
than the women's hours. 

An entirely different arrangement of shifts for the men was 
:responsible for the difference in their hours in eight plants. In six 
of these plants men were employed on continuous processes for 
which women were not used. Where there were three shifts for 
those processes, the hours for the men were shorter than for the 
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women, but where there were only two shifts the men's hours, with 
one exception; were much longer than those required of the women 
working in other sections of the plant. 

On the whole, in those plants whose schedules display standards 
of hours not alike for men and women, it may be judged that this 
difference usually is due to a difference in the requirements for 
women's work. This does not seem to be quite so generally the case 
when it comes to a question of standards regarding overtime for 
men and women. 

Nine plants in Indiana were scheduled as having overtime hours 
and policies different for men and women. Women in these plants 
might be called on for overtime work, but usually it was required 
only of men. As in the case of the establishments with scheduled 
hours longer for men than for women, the requirement of more 
overtime for men than for women usually was due to differences 
in the work in which the two sexes were employed, but there is 
more evident in these establishments a conscious effort to reduce 
overtime for women. 

For example, in two plants manufacturi~ food products it was 
reported that in order to avoid employing women overtime, the men, 
during the busy season, were employed overtime on goods for which 
women's work was not necessary. In a metal-manufacturing plant 
it was reported that the men worked overtime occasionally until 
8.30 p. m., but that because the factory was " no place for a woman " 
in the evening men were put on women's work if any was required 
at such hours. In another metal-manufacturing plant it was re
ported that overtime · for the men amounted sometimes to 10 hours 
a week, making a total week of 60 hours. The women in this plant 
were not employed overtime, because their work was only in the 
core room on small parts and it was possible to adjust the number 
of women employed to meet the demand for work. In a factory 
making work clothes it was reported that a special effort was made 
to arrange for seasonal demands so as to ,avoid overtime for women. 
The result had been that overtime was required only for the men 
in the cutting department for three or four nights a week during 
three or four weeks in the year. • 

In a metal-products factory where overtime was reported as well 
as a regular schedule of 55 hours a, week, there seemed to be a 
slight recognition of the fact that overtime for women was not de
sirable. In this plant it was a usual thing to have overtime two or 
three evenings a week for about 75 women. On those evenings three
quarters of an hour was allowed for supper and the work continued 
until 9 o'clock, the day having started at 7 a. m., with three-quarters 
of an hour for lunch, making a total of 12½ hours. The three 
months during which this work was done usually were in the winter, 
but if there seemed to be a reasonable certainty that the rush work 
would continue into the hot weather, in Ma.rch or April they began 
gradually to increase the number of women. The total increase 
usually amounted to about 20 women, as more than 5 could not be 
trained at the same time. The management said that they !!lade 
this increase preparatory to the summer heat because women then 
could not stand a 10-hour day with overtime added. · 
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A plant manufacturing auto tops and upholstery had a very 
definite policy regarding elimination of overtime for women, who 
formed more than 50 per cent of the employees. In this plant" the 
weekly schedule was 51¼ hours for both men and women, work 
starting at 7 a. m. and ending at 5 p. m., with three-quarters of an 
hour for lunch and five hours' work on Saturday. The superin
tendent of this plant reported that they very occasionally worked 
overtime for two or three hours one or two nights a week, but that 
this had not been necessary for more than 10 nights during the past 
year and even tp.en it had affected only a small part of the force. 
He said that it was his policy to increase the force and equipment 
rather than to run overtime. The majority of his women employees 
were married. They were his best workers and he felt that he had 
to consider their other cares and their husbands if he was to keep 
them in his employ, as he certainly hoped to do. He had found 
that Saturday afternoon wo.rk for women was not satisfactory, for • 
the same reason. In his experience things did not run so well in 
the shop after overtime, and he thought that probably it was the 
same in the homes of the women who had worked overtime. 

An unusual situation was reported in a tobacco factory where the 
men worked an hour a day longer than the women, with a total . 
week of 52½ hours, t.he women's working week being 47 hours. 
The reason for this ;3ituation, as reported by the management, was 
that they could not get the girls to come in any earlier. The girls 
were ,independent and would not work any longer than these hours. 
" You just can't do any different with the women. The men have 
to come in early. Male labor is plentiful, but not female." 

A similar report was made by the manager of a candy factory 
where more than half the employees were women working on a 
schedule of 44 or 45 hours a week while the men worked 55 hours. 
He said that he could not hire girls to work longer, and because 
the women's work did not require ;30 much equipment he had found 
it possible to increase his force of women rather than to require over-
t,ime. · 

In spite of the few exceptions just noted, on the whole the 65 
establishments with hours longer than 10 daily or 54 weekly dis
played little interest ip. the problems of standardizing production 
methods so a.,s to reduce hours and eliminate overtime. 

The 55-hour week and additional hours of overtime were accepted 
as normal and inevitable, and the general at~itude toward hours 
of work was very different from that disclosed by the managers of 
manufacturing establishments in States where a definite standard 
for women's hours had been incorporated in the legal code. 

POLICIES REGARDING WOMEN'S EMPLOYMENT FOR LONG HOURS 
IN STATES HAVING LEGAL RESTRICTION FOR WOMEN 

In the four States investigated where there was l~gal regulation 
of women's hours, information was secured from 168 establishments 
employing men longer than the legal hours for women. Some of 
these establishments ran a regular schedule longer for men than for 
women; the others had the longer hours for men only occasionally 
for overtime at rush seasons. The number and distribution of es-
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tablishments through the industries and States, and the number of 
:.,me~ a_nd women. employed in them, are shown in the :following table. 

TABLE 3.-Establish,m,ents ern,ploying men longer hou,rs th.am are leg·al for 
women, by State and industry 

California Massachusetts New York Wisconsin 

Industry Es- Es- Es- Es-

{i~t Men We~m- fi!t Men wi:i- ii!t Men wi:- ii!t Men w:o-

ments men ts men ts men ts 

---------1---1-- ------------------- - - ---
Grand totaL ______ _ 111, 661 755 125 42, 854 13, 847 11 6, 303 757 2115, 459 1, 873 

REGULARLY 

All industries _____ _ 91,521 723 10133, 159 8,328 104,603 642 1814, 307 1, 175 

Automobiles and parts_____________________ 1 5,150 400 ______ _____ _______ 2 9,450 340 
Candy______ ____________________ ___________ 4 165 1,054 __________________ J- ---- ____________ _ 
Chemicals__________________________________ 1 65 49 1 463 4 ___ _____ __ ________ _ 
Electrical products_______ 2 73 15 3 200 174 ____________________________________ _ 
Food and food products__ ____ __ _____ ______ _ ______ ______ _______ 51,987 300 _________ ______ ___ _ 
Furniture____ _____ _______ 1 131 38 1 135 45 ______ _____ _______ 5 1,417 205 
Glass____________________________ __________ 1 252 35 _______________________ ______ _______ _ 
Jewelry_______________________________ _____ 8 731 288 ____________________________________ _ 
Leather and leather products ________________________________ _ 
Metal products___________ 5 871 403 
Paper ____ · _____ ___ _____ ____ ___ ____________ _ 

- :~~e~roducts. __________________________ _ 

Shoes ____________________ ------------- -- ---
Tanning __________________________________ _ 
Textiles__________________ 1 446 267 
Wire products ____________________________ _ 
Misrellaneous _____________________________ _ 

2 792 
10 7,441 
29 3,402 
3 2.54 
4 2,310 
6 684 
2 189 

15 3, 731 
4 6,291 
7 1,367 

99 ------ ----- ------- ------ ------ -------
441 ------ ----- ------- 3 1,160 125 

1, 484 1 100 120 4 807 276 
338 ------ ----- ----- -- ------ ------ -------
421 1 463 52 1 725 125 
499 ------ ----- ----- -- ------ ------ -------

2, ~!i 11:::::: ::::: ::::::= ____ J ---7~~ ____ )i 
498 21,590 166 ------ ------ -------

OCCASIONALLY 

All industries _____ _ 2 140 32 24 9, 695 5; 519 11, 700 115 3 1,152 698 

~~~~~~~-i:~~-~~~-~~~:~=== ====== ===== ======= -----i --- -75 ----106 -----~ ~·-~~~ ----~~~ :::::: ====== ::::::: 
Electrical products_______ 1 59 3 4 1,226 541 ______ _____ _______ 1 200 100 
Metal products __________________________________ --~---_________________________ 1 886 504 
Rubber products__________________________ 3 2,278 1,544 ______ _____ _______ 1 66 94 
Shoes_ ________ ________ _____ ________________ 5 832 537 ____________________________________ _ 

~~tni:oclucts·_-~::::::::: :::::: ::::: ::::::: ~ 3
' ~tg 2

' i~i :::::: ::::: ::::::: :::::: :::::: ::::=:: 
Miscellaneous_________ ___ 1 81 29 2 639 147 _________ ___ _____ _ __________________ _ 

Two .things stand out most strikingly in this table: the first is 
that the large majority of establishments from which information 
was secured were those with a regular schedule of hours for men 
longer than the legal standard permitted for women; the other is 
that the very great majority of establishments were in Massachusetts. 
That so few establishments were recorded with hours occasionally 
longer for men is because it seemed that this phase of the question 

· was the least significant in relation to women's employment and that 
the more important policies would be found in establishments where 
the difference between men's and women's hours was not spasmodic 

· but was part of the essential make-up of the plant. For this reason 
every effort was bent on finding those establishments that had regular 
shifts of hours different for men and women and where these shifts 
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for men were longer than permitted by law for women. For several 
different reasons Massachusetts firms predominate among those 
scheduled. As has already been shown, the prevailing standard for 
all establishments in California is not g:r;eatly in excess of the legal 
standard for women. It was, therefore, onl~ with the greatest dif
ficulty that any plants could be found in California whose sched
ules were longer for men than the legal standard for women. In 
New York the legal standard for women's hours at the time of the 
investigation was so generous that the standards for men's hours as 
a rule did not exceed the possibilities for women, and in plants where 
women were employed it was seldom possible to find schedules for 
men longer than 10 hours a day and 54 hours a week. 

Wisconsin and Massachusetts were the two States that permitted 
only comparatively short hours for women but that had, according 
to the census figures, a fairly extensive field for investigation of 
industries running longer than the legal hours for women. It was 
not possible, with the time and equipment available, to make an ex
tensive survey of this question in each of these States, and it seemed 
that detailed information taken from one State would be adequately 
indicative of general policies in both. It was decided, therefore, 
that information from a small number of Wisconsin firms would 
serve·as a check against the data drawn from a more extensive survey 
in Massachusetts. With this policy in mind, special effort was made 
in Massachusetts not only to get a larger mass of material but to get 
the information in more detailed form, as it was felt that here was 
the best example of a law that had recently gone into effect and that 
applied to industrial conditions representative of the situation in 
those States where large groups of women were employed as im• 
portant factors in industry. Massachusetts is the only large indus
trial State with a 48-hour limitation for the employment of women 
in industry, and here if anywhere should be found the most reliable 
indications of possible handicaps and .discriminations against women 
resulting from this law. The information secured in the three other 
States is significant as far as it goes. It can serve as a check on the 
larger amount of material taken in Massachusetts and it can throw 
certain enlightening gleams on local aspects and problems. In the 
Massachusetts data, however, will be found the most fundamental 
portrayal of the policies of employers who are employing men longer 
than the legal hours for women. 

In Massachusetts an especial attempt was made to cover as many 
industries as possibJe, and the measure of success is indicated by the 
industry stub in Table 3. Apparently from this table the greatest 
number of establishments reported were manufacturing paper. In 
this group are listed 29 establishments, employing 3,402 men and 
1,484 women. The size of this group, however, is due not to the fact 
that it was considered ah especially significant one from the point of 
view of women's employment, but because many of the paper mills in 
Massachusetts are under one management and it was possible to 
secure from one person the policies and conditions of women's 
employment in many different plants. 

· The establishments listed in Table 3 must not be considered to 
represent the total number of plants in any one of the States included 
that come within the scope of the table. The census figures quoted 
earlier in this section, showing industries employing workers more 
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than certain hours, are in themselves sufficient proof that the informa
tion presented here is not all inclusive. The establishments reported 
on are, however, adequate samples of the attitudes of employers in 
different industries. They .a.re not a selected group from any stand
point, except that they employed women and that they employed men 
longer hours than were legally permitted for women. 

The object of the interviews with the employers in the establish
ments listed was to find out the differences between the men's and 
women's shifts, why these differences had been inaugurated, whether 
women would be employed longer hours if it were not for the law, 
and to what extent the law had limited opportunities for women. In 
Massachusetts additional information was sought to show what 
actual occupations would be opened to women and how many addi
tional women would be hired if they could work as long as men 
worked. It seemed that the answers to these questions would estab
lish in a general way the extent to which women were restricted from 
employment in these industries by the hour law and also would show 
what other factors were at work to limit their employment. The 
table following shows the general attitude of the employers in the 
different States regarding the employment of women for longer than 
the hours permitted by law, and in addition the attitude of those 
employers who would not employ women for longer hours even if 
permitted. 

TABLE 4.-A.ttitude of employm· toward long hours for women, establishments 
o,nploying men longer hours than are legal for wom,en, by State 

Employers stating opinion on the employment of women for long 
scheduled hours and for overtime in-

Attitude of employer 
Four 

States California Massachu• 
setts New York Wisconsin 

I 
Sched•I Over• Sched• Over• Sched• Over• Sched• Over• Sched• Over• 
uled 

I 

t · uled t · uled t· uled t · uled t · 
hours ime hours ime hours ime hours ime hours ime 

- ----------!--··-- ------------------
Total... . . . .................. 122 40 96 28 2 14 

Would not employ women same 
hours as men .................... 1 50 11 34 8 8 

Policy of firm.. .......... .. . ... 7 
Experience of firm....... . . .. . . 1 
Policy and experience. . .. . . . . . 1 
Tradition and nature of work.. 1 
Men prepare or finish work.. . . 22 
Nature of work....... .. ....... 11 
Custom... ...... . ............. 1 
Women will not work longer.. 2 
Adjusted to present schedule.. 5 
Reason not reported ...... .......... . . 

Would employ women same hours 
as men if legal. . ....... ........ .. 72 

2 4 2 ····· · · ..... . 2 ... ..• 
. ..... · ······ ······ ....... . ..... ....... ...... 1 •. ...• 
...... .. ..... ...... ... . ... .. .... ....... ... . .. 1 . ....• 
······ ···· ··· ...... ·· ····· ···' ·· 1 .... ... . ..... .. ...• 
...... .... ... .. . . .. 20 ...... 2 ...... · ······ . .... . 

7 . 1 1 4 5 3 ...... 3 1 
.. .... ....... .... . . 1 ......... .. .... .... .. .. . .. ·····-
······ ...... . ...... ...... . ······ 1 ...... 1 ·· · ·-· 

·••·• · • .• •. .. 5 ...•• • •.. ..• • 1 •· ..•....••••• 
······· ...... ....... 1 ......... .. .. ······· ··· ·--

29 4 62 2 20 4 

1 Details aggregate more than total, because one employer gave more than one reason. 
2 One employer said he would employ women overtime if it were not for the law, but at the same time 

stated that he was obliged to run an evening shift because the women on the day shift would not work 
longer than was necessary to finish their minimum quota of work. 

This table shows tha.t of 162 employers who reported on this 
subject, 101 would employ women longer hours if they legally could, 
while 61 were satisfied with the hours permitted by law and would 
not exceed them even if free to do so. 
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Considering first the smaller group . of 61 who did not want longer 
hours for women, the reason for this attitude in by far the greatest 
number of establishments ( 40) was a difference in the kind of 
work done by men and women. In other words, in two-thirds of the 
establishments having no desire to employ women for hours longer 
than the legal standard though men in the same plants are employed 
for longer hours, the men and women are on such different kinds 
of work that production can be satisfactorily balanced without 
working them an equal number of hours, or else the men's duties are 
such as to require their presence before or after the women. For 
instance, in the candy industry men are likely to be required to come 
early to start the cooking, so that when the women arrive they 
may find the candy ready to dip or to wrap or to, pack, and the 
men must often stay later to clean up after the women's dipping or 
wrapping or packing has been finished. The same is true of the 
paper mill, where men come early to get out the rags that are to be 
sorted by women. · In other factories the men stay later to clean and 
repafr the machinery the women have been using. In almost any 
factory the stock room, where men are employed for heavy packing 
and shipping, may need workers after the production work of the 
factory has stopped. Again, in some plants the men may be em
ployed on expensive types of machinery that are run longer hours 
rather than increase equipment. All such reasons come within the 
classification " nature of work " as used in the foregoing table, 
and they are by far the most potent factor in permitting a satis
factory adjustment of men's and women's hours under a legal 
limitation of women's hours only. There is, of course, a remote 
possibility that this situation itself might il1ustrate a discrimination 
against women resulting from the law, in that if women could work 
the longer hours these jobs that are considered men's work might 
be open to them. This does not seem to be the case, however, be
cause many of the jobs within this category require muscular 
strength, for which men are preferred, while the statements of the 
employers do not indicate any likelihood that the more highly skilled 
jobs would be made available to women even if they could be em
ployed longer hours. 

The other reasons for satisfaction with the legal standard do not 
bulk very large, but they are nevertheless significant. Most of them 
can be classified as coming under the general policy of the firm. In 
a number of cases the plant had found after adjustments that con
ditions were satisfactory and there was no desire to go back to 
the longer hours that had been their original policy. 

In two plants the women themselves were a more powerful factor 
than the law in determining the hours they should work. One of 
these plants was a furniture factory in Wisconsin employing a small 
number of women as stripers and decorators. These women worked 
an 8-hour day and a 44-hour week, though the men in the plant 
worked 10 hours a day and 55 or 60 hours a week. The other women 
in the plant worked the legal limit for women. The short hours 
of the women stripers and decorators were explained by the fact 
that "decorators and stripers do high-class work and would not 
consider laborers' hours." In a sugar refinery in New York the 
women were working 10 hours a day and 54 a week while the men's 
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hours varied from 55 to 60 weekly. When asked the reason for the 
difference between men's and women's hours the employer did not 
cite the law, though it was obvious that women could not legally 
work any longer, but instead said, "The reason that women don't 
work after 11 o'clock on Saturday is that they won't-not even for 
pay." The men in the division where the women are employed 
work one hour longer on Saturdays than do the women, to clean 
things up. 

ATTITUDE OF •EMPLOYERS WHO WOULD EMPLOY WOMEN LONGER 
HOURS IF LEGAL 

Of the employers interviewed in this branch of the investigation, 
101 stated that they would employ women as long hours as men if 
it were legal. Longer hours were wanted as a regular schedule in 
72 plants, while in 29 it was desired to employ women longer hours 
only for overtime. These 101 employers form a very large propor
tion of the total number interviewed and it is their attitude that 
will largely determine the findings as to whether or not the hour 
legislation for women has resulted in a serious curtailment of oppor-
tunity for them. · 

In this group the most universal attitude was one of condemnation 
of the law limiting women's hours of work. This condemnation, 
however, usually was based on the effect of such laws on the em
ployers rather than on the women concerned. In practically no 
instance was there any indication that women were being given 
up or had been given up as a result of the law. Instead, it seemed 
to be generally accepted that women must be employed, and that 
whatever adjustments were made had to be rearrangements of hour 
schedules, or increased numbers of employees, rather than a sub
stitution of men so that the standard of the law need not be observed. 

A number of employers said that they planned to move out of th~ 
State to escape hour restrictions; one or two others said that if any 
more laws were passed women would lose their jobs. The fir.st policy 
indicates that the possibility of substitut,ion of men for women is not 
very immediate, if women are important enough to: a firm to cause 
it to contemplate so serious a change; and the second statement can 
not be verified, except by comparison with the accuracy of .similar 
statements made before the passage of almost eve,ry labor law. 
,. . In one plant in Califorma men had been subst,ituted on work 
formerly done by women because of the inability to use women over
time, but this was the only instance discovered of a direct substitu
tion. In this plant something over 500 men and 200 women were 
employed in manufacturing tin cans. It was reported that several 
years ago, in order to meet a, rush order for cans, it was necessary 
to run the lithographing department overtime. Most of the press 
feeders in this department were girls and permission was asked 
of_ the industrial commission to employ the.se girls overtime. This 
was r-efused and the employer considered the commission justified 
i n its refusal, as to. grant this request would have established a 
troublesome precedent. As a re.sult, however, men were put on as 
press feeders for the necessary overt,ime and as the girl press feeders 
.have left o:r have been transferred to other work men have been 
given their jobs, because there is always a possibility of overtime 
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on this work and " a busy time is not when you want to put new 
workers on for a few days." 

Diminution of the field of employment is not, however, the only 
measure of curtailment of opportunity. The past decade has seen 
an enormous enlargement of opportunity for women in industry. 
In many plants women were found during the war to be capable 
of carry.ing on certain processes and types of work that had been 
considered entirely outside the scope of possible work for them. 
Though this development of opportunity has slackened since the 
olose of the war, it still must be reckoned with, and no measur·e 
of the handicaps of a law would be. cQmplete unless it took into 
account a possible retardation of this development. In other words, 
examination must be made not only of whether a law has resulted 
in an actual decrease in opportun,ity for women, but also of whether 
it has prevented possible increases in opportunity. 

With the idea of making some such examination of this type of re
tardation of women's progress in industry the employers interviewed 
in Massachusetts were asked for information about additional occu
pations that would be open to women if they could work as long hours 
as men, and how many women could be used on these occupations. 
Occupations that would be open to women if they could work 

longer hours. 
Though 82 employers in Massachusetts reported that they would 

like to be able to employ women longer than the legal hours per
mitted for them, there were extremely few instances where there 
was any indication that additional occup·ations would be open to 
women if they could work longer hours. In only 12 establishments 
of the 82 did the employers state that the ability to work women 
longer hours would result in putting women in occupations in which 
they were not already employed. Three of these employers and 
four additional employers also reported that they would add to the 
number of women already in certain occupations if they could work 
longer hours. One of them, however, qualified his statement by 
adding that he did not think he could get any more women; the lint 
problem was exceptionally bad, so that it was "no privilege" to 
work in this type of plant. Another of these plants was manufac
turing rubber and canvas footwear, and already was employing 
about 700 women. It was reported by the manager of this plant 
that they kept about 35 men in what were really women's depart
ments to take care of the occasional need of overtime, and that in 
the packing department, where there were then employed 48 women 
and 150 men, women would replace about 100 men if they could 
work overtime. In this plant, therefore, there might be openings 
for 135 women if longer hours were permitted for them. A third 
employer did not know how many extra women he would employ 
as weavers if they could work overtime, but mer'ely stated that he 
would employ as many as he could get. His employees numbered 
250, half of whom were women. In the fourth plant, a wire-prod
ncts factory with about 900 employees, nearly 200 of whom were 
women, the superintendent stated that he would employ about 50 
more women in press work and hand forming if he could use them 
for overtime work. 
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The new occupations that would be open to women if they could 
work longer, as stated by the managers of 12 of the 82 plants, were 
not very extensive. With one plant not reporting the number of 
women who might be added, and with three plants reporting a total 
number of women some of whom would be put in new o,ecupations 
and some merely added in occupations where women already were 
employed, and accepting the largest estimate given as the probable 
number when an employer stated that he would add " 50 or 100 
women," the total increase in the number of women that, according 
to the employers' statements, would result if the hours of women were 
lengthened beyond the legal standard, was less than 500. The total 
number of women already employed in these 82 establishments that 
wanted to employ women longer hours was 10,391. 

The new occupations that might be open to women were described 
as follows: 

In a plant manufacturing jewelry it was stated that if they could 
work long hours 15 women probably would be put on a mesh
making machine, where the work was light and could be done as 
well by women as by men, but "the advantages of the lower wages 
of women are offset by their inability to work long hours." 

In a plant manufacturing metal parts it was reported that if they 
could work longer hours about 50 women would be employed on light 
lathe and drill operating, light erecting work, bench work, assem
bling, crane operating, inspecting, and chasing orders through the 
shop. This plant employed nearly 500 men on a schedule of 54 
hours a week and 6 women 48 hours a week. 

In a textile mill it was stated that about 26 women would be intro
duced in the finishing plant, tending all machines where there is no 
lifting, doing such work as drying, tacking, shearing, and examining. 
This same employer stated, however, that in spite of the legal regu
lation of women's hours he had a tendency to engage women be
cause they were of a better class than the men and because they 
worked better and were more " tractable." He also stated that he 
was not especially in favor of long hours and thought 48 hours prob
ably was enough. 

Other occupations on which women might be introdu.ced and the 
numb~rs of women who might be so employed were these: Twenty 
women knitting surgical appliance and corsets ( if they could work 
up to 70 hours in the busy season), 50 to 100 women operating cutting 
machines in the manufacture of rubber footwear, 6 women sorting in 
a dye house, 18 women weaving in a worsted mill, 40 or 50 women 
cutting and knitting ( women already were employed as knitters) in 
a textile mill, 35 women on woolen spinning and carding ( women 
already were employed on carding in this plant) in a woolen and 
worsted spinning and dyeing plant, 15 women as comb tenders in a 
wool-combing plant, and 12 women on wire testing in a wire-manu
facturing plant. 

Altogether the foregoing list does not indicate an extensive field 
that, according to the roughest estimates of employers, might be 
opened to women in Massachusetts if they could work longer hours. 
The statements made by Massachusetts employers intimate that if it 
were not for the hour law women would be employed lono-er hours in 
a number of plants. But it is not evident that a material increase in 
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the number of women employed nor in the occupations open to them 
would result from such increased hours. 
_ The situation illustrated by the Massachusetts firms just described 

seems to apply also to the other States investigated. In California, 
of nine employers who discussed this matter only one-the tin-can 
manufacturer who had substituted men press feeders for women
felt that leo-islation for women had controlled the jobs open to them. 
The following detailed statements made by the eight others who 
reported on this subject illustrate .more clearly than a summary the 
opinions of the employers in that State. 

1. The manager of a factory making electrical apparatus employed 
only a very few women as skilled designers and as office workers. 
He stated that if he had his way he would not employ any women, as 
" a factory is no place for women " and "women with husbands 
should keep the home." Nevertheless, he felt that the 8-hour law 
djd not hinder the women but" crippled the employer." The women 
he employed worked an 8-hour day and a 44-hour week, and he found 
that they were less willing to work overtime than men, who "in a 
pinch" were willing to help out and make extra money. 

2. In another factory making electrical appliances a small number 
of women ( fewer than 10) were employed 8 hours a day and 44 
hours a week~ while the men (not far from 50) worked 83/4 hours a 
day and 48 hours a week. It was stated in this plant that the men 
and women were on entirely different work and that the shorter 
hours for women had no effect on their employment opportunitjes. 

3. In a factory making storage batteries fewer than 10 women were 
employed 8 hours a day and 44½ hours a week, while the men (nearly 
30) worked 8½ hours a day and 47 hours a week. In this plant it 
was stated that the legal restrictions had not affected women in any 
way. On the contrary, it was said that the number of women had 
been increasing and as opportunities developed it was expected that 
the men who left would be replaced by women on all assembly jobs. 

4. In a metal-products factory, with a total of slightly over 100 
employees, about one-third of the workers were women, employed 8, 
hours a day and 44 hours a week. The men worked 9 hours a day 

· and 49½ hours a week. The president of this plant stated that the 
limitation of women's hours had no effect on women's opportunities, 
as his employment policies along sex lines were based entirely on the 
nature of the work. He felt that the standing jobs in his machine 
shop were too hard for women, and he would not use women in shop 
work even if there were no legal restrictions, because he did not 
approve of women working with men in a machine shop. 

5. In a can factory employing nearly 100 women 8 hours a day 
and 48 hours a week, and more than 150 men 9 hours a day and 54 
hours a week, it was stated that the 8-hour law was a drawback to 
employers in rush seasons but that it did not influence the jobs on 
which women were given work, because certain jobs were filled more 
cheaply by women than by men, irrespective of legal restrictions. 

6. In a metal-ware factory about one-fourth of the employees were 
women, who worked 8 hours a day and 44 hours a week. The men 
worked on different schedules, varying from an 8-hour day and a 
47-hour week to a 9½-hour day and a 53-hour week. In this plant 
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it was stated that women would be used overtime frequently if it 
were not for the law, but that no positions suitable for women were 
closed to them because of the law. 

7. In a textile mill more than 250 women were employed 7½ or 
8 hours a day and 45 hours a. week, while nearly 450 men worked 9 or 
10 hours a day or 11½ hours a night and from 49½ to 57½ hours 
a, week. The manager of this firm was much opposed to the hour 
and minimum-wage laws and said that they had almost bankrupted 
his company, which had moved some of its equipment to the South 
because otherwise it was impossible to compete against the cheap 
southern labor. Nevertheless, · he said that in spite of all the re
strictions that have been attached to women's employment they still 
are cheaper than men for most jobs, and no jobs have been closed to 
them because they can not work more than 8 hours. He felt that 
the hardship to the firm as a producer and the curtailed earnings of 
the women due to short hours were the chief objections to the law. 
As an example, he said that if women could be worked two 10-hour 
shifts his plant would be able to make a 20 per cent reduction in 
the equipment of its spinning department. 

8. In a furniture factory where the women worked 8 hours a 
day and 44 hours a week and the men 83/4 hours a day and 48 hours 
a week, it was stated that the women were employed on wrapping, 
upholstering, and rubbing and that no jobs were closed to them 
because of the law ; in fact, the manager said that he would not 
work women more than 8 hours and personally preferred putting 
men on a straight 8-hour day. 

With two plants that did not report on the effect of the hour law, 
and one that reported a decreased opportunity for women resulting 
from the law, it is obvious that, as far as these 11 establishments 
are representative of general conditions in California, there is no 
great curtailment of women's work resulting from the 8-hour law 
in that State. 

Practically the same situation existed in New York and Wiscon
sin. A relaxation or cancellation of the labor law would result in 
lengthened hours for women but not in greatly enlarged oppor
tunity for them, and in some plants it would result in the employ
ment of fewer women. 

This last was particularly evident in the Wisconsin firms, where 
the passage of the law limiting women's hours to 9 daily and 50 
weekly had been so recent (1923) that the employers were able to 
tell in grnat detail just what adjustments in their plants had been 
brought about by the enforced shortening of hours. There was even 
less evidence in the Wisconsin firms than in the California and 
Massachusetts firms of any probable restriction of women's employ
ment resulting from the State hour law. Of the total number of 
21 plants reporting in Wisconsin, in 12 it was stated that the effect 
.of the law was that larger numbers of women were employed. Two 
of these establishments put on more women and shortened their work 
day, and four put on more women .... o that all women employees 
could have a half day off each week. Six establishments took on 
more women during rush seasons, after the law eliminated the 
possibility of overtime for them. 

Two establishments reported that the 9-hour legal standard had 
had no effect on women's employment, as this standard always had 
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been the policy of the firm, and in a third plant it was said that 
overtime had never been required of women because it was not neces
sary for women's work. A. report similar to the last mentioned was 
made by another firm, where it was said that the law had had no 
effect because long hours for women were not necessary and, besides, 
women would not work long hours. 

A oertain amount of readjustment of work had been made in a 
few plants in order to meet the new requirements for women's hours, 
but the,se readjustments had not limited the jobs available to women 
nor decreased their numbers. In a paper mill employing men 9 
hours a day and 54 hours· a week, while about a dozen women were 
employed 9 hours daily and 50 hours weekly, it was reported that 
they had first tried to meet the requirements of the law by running 
the usual schedule and letting half the girls off for Saturday after
noons and the other half off for Monday mornings. This arrange
ment did not prove satisfactory. A better adjustment had been 
worked out as the result of a slight change in product , so that a 
larger proportion of heavy stock was made. A.s this heavy work 
was done by men only it was arranged so that the men worked on 
it on Saturday afternoons when the girls were off. In this way 
the work of the women in the finishing room did not get . out of 
balance. 

In a tannery about 600 men were employed 10 hours a day and 
55 a week and the small number of women employees ( about 50) 
worked a 9-hour day and a 50-hour week, the women's shorter hours 
resulting from an earlier quitting time-5 p. m. in.stead of 5.30-
and a longer lunch period-one hour. instead of the 30 minutes 
allowed for the men. It was reported in this plant that there had 
been no real difficulty in the adjustment to the 9-hour day. The 
only "inconvenience" had been on the measuring machine, where a 
man "fed" and a woman "took off." Because or the longer lunch 
hour required for the woman it was necessary to shift an extra 
man to " take off " for half an hour in the woman's place. It is 
significant that this adjustment had been made rather than a substi
tution of a man for the entire job. 

A £urniture factory had established two 15-minute r est periods 
for women, one in the morning and one in the afternoon, to shorten 
hours to the legal standard for women, who formed more than a 
third of its force of 200 workers. This company apparently did not 
consider the reduction in schedule to nine hours a hardship, a.s the 
superintendent said he thought" nine hours was enough for anyone." 
Nevertheless, he would have preferred to be able to work overtime 

, in rush seasons, as, although overtime, was not satisfactory, it .was 
preferable to loading up with green help only to be obliged to unload 
_them later. This situation, however, had not resulted in decreased 
employment of women. Instead, when overtime was needed on 
women's work in the upholstery department three men were em
ployed to work Saturday afternoons . 
. In this whole group of e.$tablishments that would like to employ 

women longer than legal hours is conspicuous what has appeared 
in all the establishments studied throughout this investigation-that 
.is., the consideration of certain types of work as "women's jobs" 
and a definite allocation of women to those jobs no matter what the 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



128 EFFECTS OF LABOR LEGISLATION 

circumstances of their employment may be. Most clearly illus
trating this point of view was the statement of one Massachusetts 
employer in the metal industry, who employed something over 2,000 
men 9 hours a day and 50 hours a week and not far from 100 women 
83/4 hours a day and 48 hours a week. He thought that if it were not 
for the hour law he probably would employ women longer hours, 
but he added that hours of employment had nothing to do with the 
choice of women for certain jobs. In his plant he· thought the 
number of women employed was practically negligible, as the firm 
frankly preferred men, but he . said that there were certain types 
of work that were distinctly " women's work," ·requiring " speed; 
accuracy, and quality, but not skilled work." He said girls would 
be hired for these jobs no matter what their hours were. 

THE EVENING SHIFT AS A SUBSTITUTE FOR OVERTIME 

One method of working out a compromise between the legal limita
tions of women's hours and the need for longer hours of work has 
been the establishment of an evening shift, on which an additional 
force of women is employed, beginning after the day shift is over 
and ending before the hours of the night-work prohibition. 

In Massachusetts this arrangement is not unusual, and as it ap
peared to be an adjustment to meet the needs of industry while con
forming with the legal standards for women's employment, it seemed 
to warrant investigation in connection with the possible effects on 
women of legislation limiting their hours of work. 

This situation is especially significant in Massachusetts, because 
in that State, thongh the hours prohibited are sufficiently late to 
permit of an evening shift for women in most manufacturing in
dustries, in the manufacture of textiles the night-work limitation 
for women's employment begins at 6 p . m., which effectively prevents 
the employment of women on the evening shift. 

Information regarding the administration and results of evening 
shifts was secured from seven establishments in Massachusetts. To 
find the reaction of the women themselves to evening-shift work, 
personal interviews were held with 50 women who were employed 
on evening shifts. 1 

The seven manufacturing establishments that were employing 
women on evening shifts were making leather goods, rubber prod
ucts, candy, paper products, soap, and electrical products. These 
fa.ctorie~ ranged in size from about 350 to more than 1,700 employees. 
With one exception, however, the number of women employed on 
the evening shift was small. The following figures show the numbers 
of women on the day and evening shifts of each plant. 

Product D ay E vening Product D ay Evening 
shift shift shift shift 

Total ___ ____ __ __ __ ___ ____ __ 1,775 339 Greeting cards and stationery ____ 290 5 
--- -- Soap __ ________ __ __ ____ ______ ___ _ 141 20 

Leather goods ___ __ _____ __ ________ 110 10 Paper products _________ _____ ___ _ 81 6 
Rubber products __ _____ ___ ______ 750 50 Electrical products __ _____ ____ __ _ 187 15 Candy _____ __ __ __________ __ _____ _ 216 233 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



EFFECTS OF LONG-HOUR INDUSTRIES 129 

It is apparent from these figures that the evening shift-except in 
the candy factory, where more women were employed than on the 
day shift-can not play a very important part either from the view
point of production or from that of opportunity for women. 

Hours. 
•There was quite a variety, even in the small number of plants 

scheduled, in the hours of the evening shift. Two of the plants ran 
what was almost a full-length shift. One actually divided the work 
equally, keeping the new and expensive machinery in one depart
ment running the full 16 hours during which women in Massachu
setts are permitted to work ( 6 a. m. to 10 p. m.). An interesting 
sidelight, in the case of this factory, is that because women can not 
work after 10 p. m. and the shift of necessity stopped at that hour, 
the plant also was trying out its men's second shift during those same 
hours, believing that an extra evening shift for men might be an 
improvement over what was felt to be the inefficiency of a regular 
night shift. 

The second of these two plants had not broken away from the 
rather customary opening hour of 7 a. m., so that the first shift lasted 
eight hour_s and the second only seven hours. In both these factories 
the two-shift departments formed only a small part of the force of 
women, the majority of them working on a regular day shift, some
what over 8 hours in leno-th. 

In two other plants the evening shift was comparatively long, 
running from 5 until 10 o'clock. 

Another plant ran its evening shift for approximately four and 
one-half hours. The hours in this plant were somewhat erratic, due 
to the system, customary in this industry, of breaking up the day's 
quota of work into a certain amount per person. When her quota is 
finished, the worker may go home. The scheduled closing time for 
day workers was 4.35, but so many of them finished early that the 
evening shift came on at 4, and similarly these women, too, were 
likely to finish before the scheduled closing hour. 

In one plant the evening shift was only four hours long, from 5 to 
9 p. m., and in one the shift ran for only three hours, from 6 until 9 
o'clock. 

On Saturdays the hours of the evening shift were likely to change 
entirely. Three of the factories took advantage of the half day to 
run the evening shift several hours earlier on Saturday, so that it 
became an afternoon shift on that day. In one of these plants the 
"Saturday-evening" shift ran from 11 a. m. to 3.30 p. m.; in another, 
from 12 noon to 5 p. m.; and in the third, from 1 to 4 p. m. Two 
plants omitted the second shift entirely on Saturdays, and two 
kept the usual hours. 
Season or duration of evening shift. 

The evening shift does not seem to have been intended as a 
permanent institution in any of the plants studied. In two cases it 
apparently was to fill the need for extra Christmas production. In 
another plant this shift was only for a short "busy season," lasting 
from six to eight weeks in late summer and early fall. Another 
estimated that the evening shift ran for five months, from September 
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to February; and another, a new organization, hoped it would be 
needed from October to May-six or seven months. 

The two remaining plants stated that the evening shift was used 
for "busy seasons" or in place of overtime but could not estimate 
the duration of those periods. It is obvious, however, that the eve
ning shift definitely was being used in these plants as a substitute for 
employing women overtime, which can not be done because of the 
law. In most plants the evening shift was resorted to when it was. 
necessary to use machines or space more intensively. With a limited 
equipment of expensive machinery or with limited space in the 
factory it is often not possible to increase the number of workers on 
duty at one time during a rush period, and the evening shift is the 
only alternative. 

In one plant, however, the adoption of the evening shift fot 
women was the answer to a different problem. . In this plant there 
was a shortage of women available for day work in one of the key 
departments of the plant. Many women formerly employees of 
this plant had been married and lived in the neighborhood, and 
though they were not free for the regular day shift they could leave 
their families for the shorter and more convenient hours of the 
evening shift. 
Employers' opinions. 

Opin,io,ns differed among employers as to the desirability of the 
evening shift. Two of them thought that it would be more satisfac
tory to employ the women overtime. In the candy factory the 
manager stated that the day shift wa;; more efficient and probably 
would finish in 2 or 2½ hours work for which the evening shift 
required three hours. He thought overtime for the day shift would 
be cheaper and was very much in favor of it. It may not be amiss 
to remark that this plant puts its short evening shift on an" evening 
pay" basis, whereas the day shift is on piecework, and the men,. 
mostly candy makers, sometimes work as late as 9 o'clock, keeping 
up on overtime with the two shifts of women. 

The other manager who said that he would like to employ women 
overtime rather than run an evening shift was in a factory making 
paper products. The problem here was to provide for the sudden 
demand for the Christmas products that this plant manufactured. 
It was ,impossible to anticipate just what this demand was going to 
be, and since certain machines were required for the manufacture· 
of the different products there was no'thing to do but to run those 
machines continuously as many hours as were required to sati,sfy 
the demand. Some of the men worked as much as three hours" 
overtime several evenings in the week during the three months of 
the rush season. This inanager found the extra shift for women ex-
pensive, because he must pay "five hours' wage for four." . 

Three factories, on the other hand, were almost as clearly opposed 
to the principle of overtime for women and in favor of the evening 
shift as a substitute. One manager stated, "Have never done over
time in that (paper-box) department. For both men and women 
prefer use of tour system to overtime. If shifts don't work [ the 
shift system, while in operation for a long time for men, was just 
being tried out for women] will go back to regular day work. 
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Most of work done on regular day schedule_._50 women so employed 
[ as against 12 on the two-shift system J . " · 

Another manager felt that " work in seasoning was too strenuous 
to allow overtime beyond the present daily schedule " ( 8 hours, 38 
minutes). Not overtime, but a night shift for any department fall
ing behind in its work, had been the policy of this plant heretofore 
as far as the men were concerned. This method proved inefficient 
and the system enforced at the time of the investigation was an even
ing shift for men, starting several hours before the closing hour of 
the re9,ular day shift and corresponding with the hours of the 
womens evening shift, which must, under the law, stop at 10 p. m. 

In the third plant the manager described a rather unusual situa
tion. This was a new organization. Men were on a night shift and 
women on an evening shift. The firm hoped to keep up . this ar.
rangement for six or seven months in the year. The women em
ployees, it was stated, were quite ambitious and some of them would 
have liked to be allowed to do a great deal of overtime, or, since 
there was an evening shift, to be allowed to stay and work on that, 
too. But, the manager said, "It couldn't be done. Production 
would not keep up with such continuous overtime. The quality of 
the work would fall down, and the workers, whether men or women~, 
could not keep it up." He said the women " didn't seem to realize 
that they couldn't keep up that sort of thing without completely 
running themselves down physically." This employer did not allow 
overtime for men, either. 

That the evening shift was necessary because women who would 
work the necessary overtime could not be secured was the ,case in two 
factories. · 

The superintendent of one factory stated that he believed in the 
principle of the 48-hour law and would not like to see the 54-hour law, 
for example, come back. At the same time he was "up against it " 
when it came to the inelasticity of the present hour limitation in 
an industry such as his, where each section of the plant is completely 
upset if for any reason production in any other part is held up. He 
said that four hours' overtime would be required to get out the 
extra production taken care of by the evening shift. However, he 
found it difficult to get enough women for daytime work in the 
department that has an evening shift, and the women on the day 
shift are averse to staying long enough to do extra work even when 
they finish the day's assignment early. On the other hand, he 
can get a good many married women, who could not leave their homes 
in the daytime, to come- in for the short evening shift. 

Another manager was very positive in · his convictions on the 
subject of overtime. He said that he does not really approve of 
overtime at all; that people can not do it often nor to any extent 
without overfatigue; that it should be absolutely prohibited for 

· everyone-men and women-and manufacturers would learn to adjust 
themselves without it. This statement of his real conviction on 
the subject of overtime came after a practical discussion of how it 
would apply in the case of his own plant. When asked whether 
he would prefer overtime for the women to their employment on 
an evening shift, he first answered, " yes," but after deliberation 
he said that only some of the women in the departments concerned 
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would be willing to stay, 15 or 20 out of 50 in each case, and that 
this would mean five hours' overtime every day, which would be 
impossible for a regular schedule for either men or women. 
The workers' opinions. 

To find out just how the hours of the evening shift were con
sidered by the women themselves, interviews were held with 50 
women, most of whom were working on the evening shifts in the 
plants just described. 

One-half of these women (26) were working from 5 to 10 p. m., but 
a considerable number (17) were employed only .. from 6 to 9 p. m.; 
6 worked from 4 to 8.30, and 1 from 5.30 to 9. The most outstanding 
fact about their employment was the shortness of its duration. Not 
one woman reported having worked on the evening shift for as much 
·as two months, and 35 had been employed less than one month. 
Another outstanding fact about these women was the extremely 
high proportion who were married. Of 44 women reporting on this 
matter, only 10 were single. This fact materially colors all the 
findings regarding the attitude of the women employed on this 
shift. 

Almost universally the women on the evening shift worked then 
because they had duties at home during the day that they could 
no"t leave. A few women worked on the evening shift just because 
they liked it, a few others because they were not able to get a job 
in the daytime, a very few because they had been transferred from 
the day shift to carry on some special process at night; but the great 
bulk of them, 34 of 50 reporting, worked at night because household 
cares prevented their employment in the daytime. Of these 34, 29 
were married and 5 were single women whose days were spent caring 
for invalid parents or young sisters and brothers.. Most of the 29 

· married women were working to supplement their husbands' incomes. 
A few were working to make money for some specific thing, such 
as schooling, shoes for the children, a holiday, or furnishings for 
the home. . 

Some of the women felt that work on the evening shift was pleas
anter than the work they would be doing if they had stayed at home. 
One woman, who was busy with her children all day, was working 
for three hours a night in the candy factory to make money for 
Christmas. In the evening she left her husband to wash the dishes 
and put the children to bed and said that she thought packing candy 
was an easier job than the one she left him to do. Another woman 
in the same candy factory left her husband at home with the chil
dren while she was on the evening shift. She said that even if it 
were not for the money it would be "worth something to get away 
from the kids in the evening for a few hours." A third woman in 
the same factory said that the job seemed more like an outing than 
work; and another who had two small children with her all day 
said she really enjoyed getting back to work in the factory and 
" getting together " with the other workers. 
Summary. 

The evening shift apparently can be a satisfactory substitute 
for overtime, both from the employer's standpoint and from that 
of his women employees. By this device the employer is able to 
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use his machines and workrooms to their :fullest capacity without 
having workers who are overtired from long hours o:f overtime and 
whose production is decreased or deteriorated thereby. From the 
women's point of view the evening shift offers occasion for employ
ment for short periods during hours when home cares and duties 
are at their least and when other working members of the household 
can be called on to take their turn. The chance to make the extra 
money without neglecting home duties, combined with the variety 
and companionship of a job with other workers, makes the evening 
shift an expedient that has been thoroughly appreciated. 

The testimony o:f most employers was that the evening shi:ft was 
preferable to overtime, and therefore, in those cases, the evening 
shift can not be considered to be an outgrowth o:f the legal restric
tion o:f women's hours o:f work. However, in the plants where the 
evening shi:ft is used only because overtime :for women is against 
the law the opportunity for such work is directly due to the law 
and is one o:f its effects that have definitely opened up work for 
women who otherwise would not be able to work at all. 
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CHAPTER V.-THE EFFECTS OF LEGISLATION 
REGULATING HOURS OF WORK AS SHO"\\'~ 

. . BY THE : EXPERIENCES OF WOMEN WORKERS 

. IN INDUSTRY 

Effect on hours-Effect on wages-Effect on opportunities-Attitude of women 
,, · ' ' workers toward overtime or longer hours 

'The experiences of women themselves in connection w,ith the 
enactment and enforcement of legislation limiting their hours of 
work 'offers the final unit of measurement of the effects of such 
legislation. The information presented in the earlier pages of this 
report is based entirely on the polic;ies and practices of management 
in indu.stry. The effects of these policies and practiceS', however, in 
the last analysis, must come down to the experiences of individual 
women, and S"uch experiences must be taken into account before 
final conclusions can be drawn as to whether legislation has been 
an a,id or a handicap. · 

No one will see this matter more clearly nor with a more immediate 
appreciation of its significance than the women whose actual work
ing life has been affected by any changes brought about by the law . 

. It is true that the testimony of women in this connection must be 
examined very closely to bring out its real significance. It is quite 
possible that certain effects that the women believe t6 have resulted 
from legislation may appe~r, on a wider knowledge of the situation, 
to be a result of some other factor. In some cases results that the 
women themselves may ascribe to other causes may be directly due 
to legislation itself. For this reason the facts as secured through 
interviews with women workers can not be g,iven a.s a scientific 
discussion of the effects of legislation. They show, however, the 
general feeling of the women themselves and are valuable as inter
pretations of the reactions and experiences of the group for whom 
the legislation was designed. · . 

With the idea of isolating a group of worker.s as homogeneous 
as poss,ible, the information discussed in the following pages does 
not include that given by women in the special occupations covered 
in other sections of this report. In other words, the experiences 
of women employed in newspaper offices, of women ,street-car con
ductors and ticket agents, of women who have been affected by the 
laws prohibiting employment in special occupations, or of women 
who have experienced the effect of night-work leg,islation are not 
included in this section. 

The collection of personal interviews with women workers was 
considered one of the most important phases of this study and 
became one of the most difficult to carry out. In spite of the fact 
that there are hundreds of thousands of women employed in indus
trial pursuits, it is not an easy matter to inter'view individuals among 
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these thousands. The apparently simple matter of securing names 
and addresses of persons who may be interviewed in their homes 
is fraught with many difficulties. The Women's Bureau was fortu
nate in having the cooperation of many organizations and individ
uals in every State where the study was carried on, but even with 
this cooperation it was surprisingly difficult to amass a large number 
of names and addresses of working women who could be interviewed. 
Once secured, an even greater problem was to find the women at 
home. Any investigator will know the time-consuming effort 
involved in locating the working members of a family. The few 
hours available for visiting after the factory day is over, the diffi
culty of finding addresses in crowded communities, and the very 
great probability that the person sought may have removed or may 
not be at home when the visit is made, all combine to make this type 
of investigation slow and tedious. In some cases in the present 
study, when the results of this method of securing intenriews were 
seemingly too few for the effort expended, recourse was had to the 
employers, who permitted interviews to be held in their plants. 
Such action was taken, however, only as a last resort, for it is diffi
cult to get satisfactory information in interviews he~d under these 
conditions. 

In every State where this section of the investigation was car
l'ied on the same method of locating women workers was used. 
Information was sought from the unions and other groups of work
ing women wherever they could be found, whether in settlements, 
church societies, Young Women's Christian Associations, or other' 
such organizations. In some instances employers themselves were 
asked to give names and addresses of their workers, so that they 
could be visited in their homes. Persons who were known to be con
nected with industrial interests or the concerns of working women 
were asked to bring the agents of the Women's Bureau in touch 
with organizations or individuals through whom these women could 
be located. An especial effort was made to secure the names of 
women workers who had been handicapped by the law. In order 
to find those who had such an experience, interviews were held with 
anyone who was known to have claimed knowledge of such a situa
tion•. Unfortunately, with this group the quest proved largely 
futile. Many persons were interviewed who disapproved of legis
lation for women in theory, but almost without exception these per
sons proved to have no definite information to give. In other cases, 
where the information seemed to be definite, it was apt to prove· 
more nebulous as it was followed up. 

One of the most serious drawbacks to the information given in 
many .cases by those who claimed handicaps resulting from legis
lation was a lack of thorough knowledge and understanding of the 
scope and application of the laws in question. For instance, in the 
State of California a number of clues were reported of women who 
had been handicapped by the law. When they were run down, how
ever, these clues almost alwa,ys evolved into women whose occupations 
did not come within the scope of the law in question. Often the 
persons who thought they knew of discriminations were perfectly 
honest in their ideas and felt that they had well-founded facts to 
back them up. One instance especially illustrates this situation. In 
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California the agents of the vVomen's Bureau were referred to a 
restaurant where, it was said, women waitresses had been replaced 
by men because of the restrictions of the California law. Investiga
tion of this claim, however, brought out a very different story. The 
restaurant originally had employed men only. Because of a strike 
the men had been replaced by women, who had been kept on for some 
time. When the strike was a matter of past history and the labor 
market was such that men could be secured again, the women were 
replaced by men because the patrons of the restaurant preferred the 
service of waiters. In this establishment it was apparent that 
the resubstitution of men for women was not because of any hour 
restriction but because it was the policy of the establishment to 
employ waiters and the women had been employed only in a tem
porary emergency as strike breakers. 

From such instances as this it is readily seen that the investigators 
had to proceed with the greatest caution in ascribing certain situa
tions to legislation. For this reason it was decided that no "hearsay" 
evidence would be acceptable, but only first-hand information from 
women workers themselves. 

In one case an attempt was made by the Women's Bureau to secure 
information on this subject by questionnaires sent to a group of 
women workers attending the summer school at Bryn Mawr College. 
It seemed that such a group of young women would be able to give 
intelligent information on this subject. The questionnaires were 
explained to the college authorities before they were sent and they 
were filled out with the assistance of these authorities. The answers,. 
returned by 59 women, were, however, not very significant. Only 16 
of the women had been employed at a time when any law went into 
effect. The others had no comparative conditions to report on. Not 
one woman knew of any person who had been handicapped by any 
legislation, though they were employed in 17 States. · 

The results of this questionnaire showed clearly that a mere 
selected group of women must be questioned if definite and positive 
information were to be secured from their interviews. It was de
cided, therefore, that interviews would be held only with those 
women who had been employed during a tim'3 when legislation went 
into effect, so that the changes reported by them at that time might 
be used as a basis for estimating the actual effects such legislation 
had had on their terms of employment. 

The outline used by the investigators in taking these interviews is 
given in full in the appendix to this report (pp. 483 to 495). 

The interviews were planned so as to secure material that would 
be largely objective. Throughout the investigation emphasis was 
laid on the £act that there was no desire to know whether or not the 
person interviewed approved or disapproved of legislation. What 
was sought for was the a,ctual effect of legi:Slation on each individual 
in terms of her opportunity and conditions of employment. In 
many interviews it was inevitable that a certain discussion of the 
theory of legislation should result, but the information as compiled 
and presented in the following pages has not been based on opinions 
except in regard to the matter of overtime employment where the 
law did not permit it. In this case the only information that could 
be secured was the general attitude and preferences of the women 
and for that reason such data were recorded. 
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Many of the women interviewed were not aware of the fact that 
they had been working at a time when a law went into effect. The 
dates of their employment, however, showed this to be true, and the 
investigator, through her questions, was able to isolate any changes 
that took place at the significant dates, so that though the woman 
herself may not have connected a special change with the ena.ctment 
of legislation this correlation could be made when the information 
finally was compiled. Table 1 shows the total number of women 
who were interviewed in the three States-California, Massachusetts, 
and New York-where this section of the investigation was carried 
on. It also shows the industries in which the women were employed. 

TABLE 1.-Women interviewed, by State and inditstry in which empZoyed at tim,e 
of interview 

Number 
Industry at time of interview ofwomen Cali- Massa- New 

inter- fornia chusetts York 
viewed 

---- -----------------1--- - --------
Total ___ ------ --------- -------- -- _________ . _____________ _ 919 

Manufacturing: Candy and food ____ ___________ ____ _____ ________ ____ ______ _ _ 16 Cartridges ________________________________________________ _ 1 
Celluloid and celluloid products ___________________________ _ 12 Cigars ___ _______________ ____________________ ______________ _ 

20 Clothing __________ _____ _____ __ __ • ____ • ____ ________________ _ 65 Electrical goods __________ _____ __ _____ ____ ___ ___ ___ __ ______ _ 16 
Fur -___ -- - -- - -- • - -- - -- -- - --- ---- - -- - - -- -- -- - -- - -- -- - -- -- -• - 9 
Hats. ___ ________ -- -- ___ ------- ------------ -------- -- --- ---- 8 
Jewelry and optical goods -- ---- - --- ------------- --------- - 38 
Leather goods ______ ___ ______ ___________ ____ ___ _____ ___ • ___ _ 5 Metal products _______ __________ ________________ _____ __ ___ _ 23 Paper and paper products ___ _________________________ __ ___ _ 74 Printing and publishing __ ______ ___ ____ _________ _________ __ _ 21 Rubber products __________________________ • _______________ _ 52 
Shoes ______ ___ __ -- - --------- _______ _________ ---- _____ --- - -- 40 Soap _____________ • __ ______________________________________ _ 4 
Textiles _____________ • _____ -- __ -_ - _ - _ - _____ -- - -- -- - -- -- - -- -- 253 Toys ___ ____ ______ __ ____________ __ ____ ____ _______ ____ _____ _ _ 

5 
Upholsteries, draperies, and curtains _____ _____________ ____ _ 11 
Miscellaneous ______________ __ ________ _____ _____ __ _________ _ 15 Laundries _____ ____ _________ ______ ___________ _____ _____________ _ 52 Stores ___ ____________ ___________ ___ ______ _______ _______________ _ 138 Clerical work. ______ ___ ____ __ __ _____________ _______ ____ • ____ _ _ 1 Telephone operating __________________________________________ _ 23 Restaurants (waitresses) ______ ______ ____ _______ _______________ _ 17 

32 

14 

----- -- ---
----------

9 
2 

- 7 

849 

13 
1 

12 
20 
45 
16 

9 
8 

38 
5 

2.1 
70 
21 
52 
40 

4 
235 

5 
11 
12 
39 

136 
1 

23 
10 

38 

4 

18 

3 
4 

Compiled in cold statistical form, the figures in this table give 
little idea of the vivid stories of the women employed in the long 
list of industries in these three States. Women of all ages fall 
within this group, from the old lady of 87 who had started work 
in Scotland when she was only 8, had been a weaver for about t>O 
years in the United States and had not retired until 1922, to the 
girl who could not really remember much about what happened 
in 1919 because she was " a lot younger then." Every type of woman 
is contained within the group : Married, widowed, single; young, 
middle-aged, old; skilled and unskilled; union members and non
union; some at work, some retired, they had had one common experi
ence-they had worked over a period when a law went into effect, 
and they could give testimony as to what had happened in their own 
cases over these significant dates. · 

The figures in Table 1 are shown by industry to illustrate the 
scope of the experiences recorded for these women. Except for 
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this fact, however, the industrial classification has not proved to 
have any great significance and in further tables will be disregarded, 
as the findings for the various industries do not seem to differ in 
any outstanding way. A very much larger group of women were 
interviewed in Massachusetts than in t)le two other States, because 
the Massachusetts law is of comparatively recent date and it was 
pm~sible to find many women who had been employed in 1919. In 
New York and California the laws had been passed as far back as 
1912 and 1911, respectively, and therefore it was very much more 
difficult to find women who had had a working experience before and 
after these dates. In Massachusetts a considerable number of the 
women who had had experience of the effect of the 1919 law also 
had had experience with other laws that had gone into effect in 
previous years. In fact, of a total of 849 women interviewed, 90 
had been employed during periods when two laws went into effect, 
183 had been employed over a period covering the enactment of 
three laws, and 2 had worked long enough to experience the enact
ment of four laws. There were 574 women who had experienced 
the changes of only one law. A number of these women had not 
always been in the industries in which they were employed at the 
time they were interviewed. Some of their earlier experiences were 
in other occupations, but, as already stated, their industrial group
ing is not especially significant in relation to their experiences of the 
law and is not sufficiently important to warrant special tn,bulation. 
The effects of the various laws as reported by the women them
selves are shown in Table 2.· 

TABLE 2.-Effects of hour iegislation as reported by w omen, by State and law 

Effect 

Women r(li)orting in-

Massachusetts 

California New York 
(8-48 hour · (9-54 hour 1910 (9-56 

1911 (10-54 
hour law 
for manu
facturing) 
and 1913 1919 law) law) hour law 

for manu
facturing) 

(10-54 hour (9-48 hour 

Total. ................................ . 32 38 207 

Effect on hours: 
Decreased.····-····-··-· · ·····-···-····- 30 23 76 
No efiect. _______ ·----------············ · 2 14 99 
Not recalled......................................... 1 25 
Not reported . . ........................... . ......... . ......... .. . 7 

Effect on wages: 
Increased.......................... ...... 5 •••••••.••.. 9 
Decreased............................. . . ....•.....•• 2 8 
Decreased at first and then increased.... 1 2 3 
No effect.. . ... . ........ . ................ 7 32 145 
Not recalled ........... . ..............•..... •... •. •........•• . . .. 25 
Not reported............................ 19 2 17 

Effect on opportunity: 
Improved............. . ................. 16 1 7 
No effect. .. -···························· 14 23 143 
Not recalled . ....................... ·-··· .•..•. -··· · • .•••.•...... 25 
Not reported............................ 2 14 32 

law for law) 
mercantile, 
telephone, 
and restau-

rant) 

273 

70 
173 
24 
6 

8 
6 
3 

215 
22 
19 

7 
209 

22 
35 

831 

563 
244 
21 
3 

24 
13 
17 

727 
17 
33 

17 
741 

73 
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Five reductions in the legal standard of hours wer~ reported on 
by the women included in this table. One of these was the inaugura
tion of the 8-hoµr day and 48-hour week in California. One was 
the inauguration of the 9-hour day and 54-hour week in New York, 
reducing the legal standard from a 10-hour day and 60-hour week. 
The other three were in Massachusetts, and they involved a reduc
tion of hours from 58 to 56 a week in 1910, a reduction from 56 to 
54 hours a week in 1911 for manufacturing and in 1913 for telephone 
and mercantile establishments and restaurants, and a reduction from 
54 to 48 hours a week for all groups in 1919. 

In certain industries there is considerable question as to whether 
the law was entirely responsible for the reduction of hours. This 
is especially true in the textile industry j_n 1919 in Massachusetts. 
In that industry the 48-hour week was established several months 
before the enactment of the hour law. Many of the women inter
viewed whose hours -were reduced at that time credited the reduction 
to the law, as they said that it would never have been granted by the 
employers if they had not known that the law was about to require 

_ it. Some women thought that the reduction, and probably the law 
itself, was brought about by the establishment· of the 48-hour week 
through union agreement. The large majority of women, however, 
knew only that the hours were reduced and did not credit the re
duction to any one thing. 

In interpreting the schedules in relation to this matter, the law 
and not the union nor the action of the employers has been credited 
with the reduction in hours for several different reasons. In the 
first place, the law established a standard that could not be exceeded, 
while the union standard would have permitted overtime at increased 
rates. In the second place, probably there were many establish
ments not affected oy the union agreements that reduced hours 
before the law went into effect in accordance with the action of 
other textile establishments making this reduction by agreement with 
the union. 

Also, for obvious reasons it was not considered advisable to ask 
the women whether they were union member$, and it is not pos ible, 
therefore, to discover definitely just what cflSes o,f reduction might 
be credited to the un,ion instead of to the law. 

In the third place, the general attitude of textile employers at 
the present time indicates that, though reductions in hours may have 
been made of their own initiative or because of union agreements 
before the law went i_nto effect, they would not have been permanent, 
and the present standard of hours in Massachusett,s is due largely 
to legal requirements. It was decided, therefore, that for those 
reduc~ions of hours in textile manufacturing in Massachusetts that 
took place approximately at the time at which the law became 
effective the cause of reduction should be clas,sified as the law. 

EFFECT ON HOURS 

The outstanding effect of hour legislation as reported by the 919 
women interviewed was to shorten hours. However, though the 
largest group of women reported that the law had decreased their 
hours, a very large .number reported that their hours had not been 
affected by the ena~tment of legal regulations. This bears out the 
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findings of the study of the effects of legislation on women in five 
industr,ies, that legislation is only one of many forces working to 
reduce hours in industry. Often a shorter standard of hours had 
boon achieved through the efforts of the union, but in many cases 
the employers themselves had .set a standard as short as or shorter 
than the legal provisions required. One woman reported that the 
enactment of a new legal standard had had no effect on her hours, 
as her employer had continued to run his shop on the old schedule, 
which was a violation of the law. This, however, was so rare an 
occurrence as to be entirely negligible in any discus.s,ion of the effects 
of legislation. · 

The largest groups of women in Massachusetts who reported that 
their hours had not been affected by legislation were employed in 
stores and in the manufacture of clothing, textiles, cigars, and shoes. 
In .stores the hours usually were shorter by custom than those per
mitted by law. In the other industries the short hours were due 
to employers' polic,ies or to union agreements . . 

EFFECT ON WAGES 

The leo-al reduction of women's hours had not resulted in any 
general decrease in their wages. By far the greater number of 
women reported "no effect" on their earnings, and to this group 
probably may be added the considerable number who reported that 
they could not remember what happened to their wages following the 
enactment of the law; for it is l;ikely that if there had been any 
undesirable decrease in earning power at that time it would not 
have been forgotten. The fact that legislation reducing hours usually 
did not reduce wages is especially important in view of the large 
group of women whose hours had been reduced. A few women re
_ported that legislation reducing hours resulted in increased wages 
for them. These women form a very small proportion of the entire 
gr_oup and probably are not representative of any significant situ
at10n. Nevertheless, they greatly outnumber those who reported 
actual decreases in earnings. That the group of women whose 
earnings were decreased should be so small is striking enough, but 
even more important are the reports made by them, three of every 
four definitely stating that the decrease in earnings was not looked 
on as a hardship in view of the greater benefits that accompanied 
the shorter hours. The details of the stories given by these women 
are worth considering, as they seem to show the extent of whatever 
handicap may have been experienced by women as a result of 
legislation. 
Massachusetts. 

1. J ewelry and optical-goods worker. Employed when 1910 and 1911 laws 
went into effect. Said wages were not raised per hour when law went into 
effect in 1910. Many women wer e on daily r ates and they were not changed. 
Thinks she was getting 17½ cents an hour ahd therefore lost about 70 cents a 
week at first. l s now working a 40-hour week and could not work even 48 
hours and get through her home duties. Thinks all women would be benefited 
by an even sho•rter week if they have a family to care for. 

2. Unemployed at time of interview but formerly a jewelry and optical-goods 
worker. Employed when 1910, 1911, and 1919 laws went into effect. Stated 
that she lost in 1910 and 1911, as she was on piecework and production ln 8¾ 
hours was not equal to that in 10. Did not lose in 1919, as rates were increas
ing. However, if she should return to work she woulcf not want a schedule in 
excess of 48 hours. 
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3. Jewelry and optical-goods worker. Employed when 1910, 1911, and 1919 
laws went into effect. Believes she lost a little in earnings in 1910 and 1911, 
when hours were shortened, but preferred the shorter time to the little she 
lost. Was very emphatic in declaring "no overtime wanted." 

4. Inspector in steel plant. Employed in the jewelry and optical-goods trade 
when 1910 and 1911 laws went into effect. When the laws passed the time 
workers lost a little. Thinks opportunities have improved with 48 hours, as 
it is possible for more married women to work with shorter hours. Was glad 
48-hour law was in operation when she returned to work two years agp. 

5. Jewelry and optical-goods worker. Employed when 1910, 1911, and 1919 
Jaws went into effect. Thinks she lost in wages with the change of 1910. 
Was getting about 15 cents an hour then, so it meant a loss of about 60 cents 
when working full time, because of hour change. 

6. Jewelry and optical-goods worker. Employed when 1910, 1911, and 1919 
laws went into effect. Was a time worker and remembers she did not approve 
of change to 54 hours as she feared it would affect her earnings. Lost a little 
when change to 54 hours came but preferred shorter hours. 

7. Jewelry and optical-goods worker. Employed when 1911 and 1919 laws 
went into effect. Was on time work in 1911. and lost a little, probably 35 
to 40 cents a week, but preferred shorter hours. Did not lose in 1919, as there 
was plenty of work and her employer was "anxious to keep you on the job." 

8. TextiJe worker (reeler). Employed when 1919 law went into effect. 
Said it made a difference of about $3 a week in earnings. Operating only one 
loom. the decrease in time could not be made up. However, would rather work 
shorter hours and get less pay. 

9. Textile (plush weaver). Employed when 1919 law went into effect. 
Made about $3 less a week but would rather work the short hours. 

10. Textile worker (carpet spooler). Employed when 1910, 1911, and 1919 
laws went into effect. Changes in 1910 and 1911 had no effect on her wages, 
but in 1919 thinks she did make somewhat less, but maybe rates were reduced 
about the same time. Would not want to go back to long hours, even if it 
meant more money. 

11. Textile worker (plush weaver). Employed when 1910, 1911, and 1919 
laws went into effect. In 1919, the difference of six hours a week made about 
$3 a week less in pay. Operates but one loom and the time can not be made 
up. Would rather have shorter hours and less pay. 

12. Textile worker ( cord fabric for tires, speeder). When 1919 law went 
into effect she "made a little less." 

13. Textile worker ( cord fabric for tires, spooler). When 1919 law went 
into effect it made "right smart difference." 

14. Textile worker (plush weaver). When 1919 law went into efrect it 
"made about $2.50 a week less in pay." She would rather work the shorter 
hours. 

15. Textile worker (plush weaver). Employed when 1919 law went into 
efl'ect. When hours wf're cut from 54 to 48, wages were cut about $3 a week, 
but 48 hours is long enough re~ardless of all else. 

16. Textile worker ·( cord fabric for tires, splicer). Employed when 1919 
law went into effect. Thinks they lost a little. There was no raise in the 
piece rate at that time. 

17. Textile worker (hosiery, looper). Employed when 1919 law went into 
efl'ect. Was working on piecework and made about $2 a week less after 
the ch::in~e. 

18. Textile worker (weaver). Employed when 1910, 1911, and 1919 laws 
went into effect. In 1910 and 1911, she thought earnings were reduced somewhat 
by shorter hours. 

19. Candy worker. Employed when 1919 law went into effect. Could not 
make quite so much in 48 hours as she had in longer hours but was glad to 
have more time for herself. 

20. Paper-box worker. Employed when 1919 Jaw went into effect. Lost a 
little in busy periods but did not feel longer hours were worth the little 
adrlitional earnings. 

21. Shoe-findings worker (packer). Employed when 1919 law went into 
efl'ect. Was on day work and the firm cut the weekly rates. It made about 
a <lollar's difference in her pay each week. 

22. Shoe worker (stitcher). Employed when 1910, 1911, and 1919 laws went 
into effect. In 1910, when Saturday afternoon was dropped, could not make 
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quite so much per week. Said, "I had rather work a short week. You get 
time to accomplish other things. Life is not all labor, and with shorter work
ing hours you may accomplish many things to broaden, your mind. ,Money 
is not everything, it does not buy ~11. One w'ho is con:(ined to work can not 
broaden out and is narrow and unhappy." . 

23. Shoe worker (stitcher). Employed when 1910, 1911, and 1919 laws 
went into effect. In 1910, when Saturday afternoon was discontinued, made 
a little less and could not seem to make it up at that time, but she added, 
"I like the shorter hours very much. You have more time for outside things. 
It's less like drudgery." 

New York. 
1. Textile worker ( knitting mill, taper). Employed when 1912 law went 

into effect. Had ." a slight decrease in earnings" at about the time Saturday
afternoon work was dropped, but there was also a slight cut in .rates at about 
that time and it ·was hard to tell which accounted for the sl,ight . decrease in 
earnings. , 

2. Candy worker. Employed when 1912 law went into effect. Thought that 
"nothing short of a law would have made the firm cut hours, and wages were 
probably cut at that time, but more than half the women preferred that to 
long hours." 

A third group of women, mostly textile employees in Massa
chusetts, reported that their earnings had decreased at first when a 
law went into effect but later had increased. One explanation of 
this was that some of the women were pieceworkers, who found that 
when their hours first were reduced t~ey did not turn out so much 
for a few days or weeks bqt after they had readjusted to the new 
schedules their production was as gr:eat as before. This was re~ 
ported by seven women. Others whose earnings were first decreased 
and then increased were timeworkers or pieceworkers who were 
given .a higher rate of pay shortly after the reduction of their hours. 
This occurred for 16 women. 

EFFECT ON OPPORTUNITIES . , 

That the law had had practically· no effect on opportunities for 
employment seemed to , have been the experience of most of the 
women. However, with the large majority of these working women 
a discussion of " opportunity " did not yield any very significant 
findings. Most of these who reported that opportunities had been 
improved said that they thought it was easier to get employment 
since the law went into effect. A number thought that shortening 
hours had increased the number of jobs. 

One woman reported that becaus.e of . shorter hours women were 
able to work better, with the result that their opportunities were 
improved. Another felt that shorter hours had encouraged women 
to go into industry and had made it possible for more women to 
work. The reasons given for their opinions by the 16 women in, 
California who stated that opportunities had improved because of 
the 'law were very general-either that jobs were easier to get or that 
opportunities were "better." . ' 

Though the general reports regarding the e:ff ects of legislation on 
opportunity were neither very definite nor very critical, the attitude 
of the women toward such effects as they had observed was_ signifi
cant only from a negative standpoint. There was not. one woman 
who felt that legislation had handicapped her in getting work or 
promotion, though there were large numbers of women who had no· 
opinion to express on the subject either way. r: .. ;;. . 
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ATTITUDE OF WOMEN WO81\ERS TOW ARD OVERTIME OR LONGER 
HOURS . .. 

When the interviews were secured with the women in Massachu
setts and New York many of them volunteered opinions as to whether 

· or not they wanted to be able to work overtime. As their attitude in 
this respect seems extr'emely pertinent in a study of the effects of 
legislation, their statements have been compiled. 

A total of 371 women in Massachusetts and 21 in New York ex
pressed their attitude . toward overtime work and the limitations 
imposed by law. Only 41 women in Massachusetts and 5 in New 
York stated that they would like to be able to work a certain amount 
of overtime. Three hundred and thirty women in Massachusetts and 
16 in New York stated that they would not want to work · overtime 
nor longer hours. 

The most usual reason given for not wanting overtime or longer 
hours was that the present hours were long enough and with longeF 
hours they would be too tired or " no good." , Reasons of this type 
were given by women scattered through many of the industries. 
Another large group of women, 156, simply dismissed the subject by 
saying that no overtime was wanted, or that the law was a good 
thing. Twenty-five women said they did not want longer hours be
cause they could not work longer and take care of their homes, too; 
12 said they did not n~ed overtime, as they could earn the same money 
in shorter hours; 8 said they did not want overtime because they 
could do better work with short hours; and 6 because they could 
work faster and harder .in .shorter hours. Other reasons for not 
wanting overtime, as given by a few women, were these: "The 
longer we work the more monotonous the work seems "; " want time 
to go to night school"; "overtime privileges are apt to be abused"; 
'' there is not enough work now for a full week and longer hours 
would make it worse "; " it shortens your life to lengthen hours "; 
"health is more important 'than money"; and "short hours give 
more women a chance to work." It is obvious, therefore, that there 
is no overwhelming demand from the women interviewed that they 
should be permitted to work longer hours. 

For the small number of women who did express a desire for the 
freedom to work longer hours the reason most often given was that 
they wanted to earn more money. This statement was made by 18 
of the 41 women in Massachusetts, of whom 9 were textile workers 
and 5 were manufacturing electrical goods, while the other 4 were in 
food, clothing, soap, and jewelry manufacturing. That they would 
be willing to work an occasional hour or two " to finish up," but not 
regularly, was stated by 13 Massachusetts women, of whom 5 were 
jewelry and optical-goods workers and 3 were textile workers. Five 
women said they would like to work overtime to make up for so 
much undertime. Two women said that they would not mind having 
30 minutes' overtime, but would not work more, and two others that 
they would like to be able to work another hour. One woman stated 
that she would rather work longer than hurry so. 

In New York one of the five women stated that she would not mind 
working some overtime if she were paid " time and a half," but 
added that it would not be worth while to work overtime :for straight 
pay. Another woman in New York who was employed in a mill 
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expressed rather ari unusual point of view when she said that though 
she did not care about working overtime, she felt that out of loyalty 
to her firm she should do it if she could. She and her fellow 
workers, she said, were grateful for the fact that the mill in which 
they were employed had run steadily £or years, with no shutdown 
except for two weeks in the summer for repairs. If the employees 
were given such steady work by the firm she felt it was up to them 
to reciprocate and give extra time if it were needed for rush work. 
A third New York woman felt that overtime should be allowed 
in seasonal industries. Of the remaining two who wanted overtime 
work one merely stated that she liked overtime, while the other 
said that older. workers could stand overtime but that young ones 
could not. 

SUMMARY 

The personal experiences of more than 900 wome;n who have actu
ally been employed at a time when a law regulating their hours 
has gone into effect may be briefly summarized as follows : 

For the great majority the laws resulted in shortened hours, 
though. a considerable number experienced no change in hours, as 
they already were working the legal standard or less. 

For almost all the women legislation brought no change in earn
ings. Decreases in earnings accompanying legislation were experi
enced by only a very few women-a smaller number than those who 
found that their earnings were increased. 

Not one woman had found that legislation limiting hours of work 
had handicapped her or limited her opportunity in industry. 
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CHAPTER VI.-THE EFFECTS OF NIGHT-WORK 
LAWS ON WOMEN IN MANUFACTURING IN
DUSTRIES 

Night work as an industrial practice--Women's employment at night where 
no legislation restricts-Amount of night work in woman-employing estab
lishments where it is prohibited for women-Substitution of men on women's 
work-Reasons for not employing women at night-Curtailment of women's 
opportunity due to night-work prohibition-Experience of women night 
workers 

Information regarding the effects of legislation limiting or pro
hibiting women's work at night in manufacturing industries was 
secured in eight States-Massachusetts, New York, ·w,isconsin, Indi
ana, California, Illinois, Ohio, and New Hampshire. These States 
represent nearly every type of legislative regulation of night work 
and two States are included-Ohio and Illinois-that place no 
restrictions on such work for women in industry. 

In New Hampshire night work for women in manufacturing is 
perip.itted, but it is limited to 8 hours a night and 48 hours during 
any one week. In Massachusetts work between 6 p. m. and 6 a. m. 
is prohibited for women in the manufacture of textiles, while for 
women in all other manufacturing work it is prohibited after 10 
p. m. and before 6 a. m. The New York night-work law places 
the same limitation on women in manufacturing as does the Massa
chusetts law-10 p. m. to 6 a. m. In .New York, however, the law 
covers more than the group in manufacturing and on some of the 
other groups a more extensive restriction is placed. The 10 p. m. 
to 6 a. m. prohibition applies to women employed in restaurants 
( except in hotels) and to women conductors and guards on street 
railways. Work is prohibited between the hours of 10 p. m. and 
7 a. m. for women employed in mercantile establishments, for women 
elevator operators,1 except in hotels, and for women messengers. 

In Wisconsin the prohibition for manufacturing establishments 
and laundries is more extensive than in New York and Massachu
setts, as it places the limits between which women may not work at 
6 p. m. and 6 a. m. Night work is permitted for women, however, 
in other places of employment, such as " mechanical or mercantile 
establishments, restaurants, confectionery stores, telegraph or tele
phone office or exchange, or express or transportation company," 
provided that any work performed between 6.30 p. m. and 6 a. m. 
shall be limit€d to 8 hours a night and 48 hour a week. The night
work p rohibition is more extreme 1n _W-isconsin than in any other 
State for women employed as conductors, motormen, or flagmen , on 
street-car lines. In cities of the first class they am proh,ibited from 

1 If the elevator is used in connection with a business or industry in which the employ
ment of women between 6 and 7 a. m. is not prohibited, a woman may begin wo,rk not 
r a rlier than 6 a . m. 
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working between 5 p. m. and 8 a. m., and elsewhere from working 
between 5 p. m. and 6 a. m. 

In Indiana night work is prohibited only for women in manufac
turing, between the hours of 10 p. m. and 6 a. m. In this State 
no other restriction is placed on the hours of women's work. 

In California prohibition or regulation of women's work at night 
is not incorporated in the laws of the State, but the law empowers 
the industrial welfare commission to make such prohibition or regula
tion. This commission has prohibited the employment of women 
between 10 or 11 o'clock at night and 6 o'clock in the morning in 
laundry and dry-cleaning establishments, in dried-fruit packing, in 
nut cracking and sorting, and in manufacturing. Some of thes.e 
prohibitions, however, are not so stringent as those of the laws in the 
other States just considered, for the commission is empowered to issue 
permits for women's employment between these hours in manufac
turing and nut cracking and sorting, provided that time and a half 
is paid for the hours worked during this time. 

The immediate result of these night-work prohib,itions obviously 
is the prevention of women's work at night. However, to discover 
the effect of this prevention on women's opportunities of employ
ment much more informatio;n is required than a simple statement 
of the industries and occupations from wh,ich they are barred dur
ing the night hours. To get an accurate measure of such effects it 
must be shown, first, how many of these industries and occupations 
are carried on during the hours prohibited for women; se·cond. 
whether employers would engage women for night work if they 
were not restrained from doing so by the law; third, whether the 
fact that women can not legally be employed at n,ight limits their 
employment in any occupations in the daytime; and, fourth , whether 
the women themselves would be willing to work on the night shifts. 

These are the questions that this study has sought to answer. The 
material secured necessarily was fragmentary. It covered a very 
broad field and the possible sources of information were few in 
number. On the whole, however, it shows certain general trends 
rega~ding the policies of women's employment at night that are 
sufficiently well defined to indicate the situation as it exists to-day 
in the chief industrial States. 

SUMMARY 

Summarized briefly, the data given in the following pages show 
that in States where night work was permitted for women such work, 
for either men or women, was not a common practice in establishments 
where women were employed in the daytime. "\Vhen such establish
ments did run night shifts, it was by no means usual for them to 
employ women at night. Almost half of them employed only men 
on the night shifts, either as a matter of policy or because of manu
facturing requirements. 

Where night work was prohibited for women, the majority o:f: 
establishments employing women in the daytime and running night 
shifts arranged their night work so that no women's occupations were 
included. Where women's occupations were carried on by men at 
night the majority of employers did not want to put women on, 
even if the law would permit it. 
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In some establishments there would have been opportunity for 
increased employment of women 'if the law had not prevented their 
working at night . Such increases would not have been widespread 
nor important,- but the fact that they might take place if it were not 
for the law must be recognized as one of the effects of limit ing night 
work for women. 

F ar more important, however, than any possible limitation of op
portunity resulting from night-work legislation is the limitation o:f 
women's work at night that results from the general managerial 
policies of most employers of women. There are conspicu ous ex
amples of establishments where night work for women is enthusi
astically indorsed by the management, but the more usual attitude is 
disapprobation from the standpoint of industrial efficiency. 

NIGHT WORK AS AN INDUSTRIAL PRACTICE 

There are several different types of night work that must be con
sider ed, as they all come within the, ·provisions of the prohibition 
of wopien's employment . 

In some cases the period of employment may extend only a few 
hours over the limit of the day set fo r women. In other words, this 
type of night work, that comes within the prohibiting regulations, 
could almost be classed as an evening shift, running to 11 or 12 
o'clock or slightly later. 

Another type of night shift starts in t he evening and runs through 
the night , ending at 5 or 6 o'clock in the morning. This is the shift 
that results in the greatest hardship to the' individual worker, as it 
effectively disrupts opportunities for normal living and necessitates 
sleeping during those periods of the day that are most subject to 
interruption. 

In some establishments work on all-night shifts or on late evening 
shifts is only sporadic, depending on the exigencies of trade demands 
or manufacturing requirements. In such cases the problem of night 
work from the managerial point of view is akin to that of overtime. 
Sometimes it is caused by badly balanced departments or lack of 
certain machinery. Where this is true the night shift usually is in 
force in only a few departments in the plant. In other establish
ments, because of the product manufactured or the service rendered, 
work must be done regularly at night. Typical of such establish
ments are bakeries, whose customers want fresh bread in the morn
ings, and newspaper offices, whose subscribers want the most recent 
news by breakfast time. Public utilities and transportation com
panies also come within this group. -In a third type of establish
ment the manufacturing process is such as to require, for economical 
operation, that continuous work be carried on. The manufacture 
of steel and glass, certain processes in rubber manufacture, and op
erations in sugar refineries come within this category. 

Finally, there are certain employers who consider that the greatest 
profit can be derived from their plants as a result of continuous 
operation. In such establishments, therefore, the night shift is as 
regular an institution as the day shift, and the entire plant is run 
and organized at night just as it is in the daytime. ' 

There are no statistics that show how exte1,1sively night work is 
engaged in throughout the country. In the so-called " continuous 
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industries," in public utilities, transportation, bakeries, and news
paper employment, a certain amount of night work may be expected 
and counted upon. In the general industrial life of the country, 
however, with the exception of textile manufacturing.in some south
ern States, though there are no definite figures on the subject, the 
indications are that night work is not used to any great extent and 
that it is decreasing as an industrial practice. 

Women's employment at night in industry naturally is less exten
sive than that of men. It varies with locality, season, and nature 
of the industry, but what figures have been collected show that gen
erally a very small proportion of women in industry ar'e so employed. 

In the 12 State studies of women in industry made by the Women's 
Bureau over a period of six years it was found that of 208,000 women 
surveyed in States with no prohibition of night work for women 
in industry, only 4,367, or 2.1 per cent, were employed at night. 
The figures in the following table show how small wer'e the num
bers of women night workers in each State compared with the total 
number of women for whom information was secured. T hey show 
also that what night work was carried on was apt to be concentrated 
in a few establishments, chiefly in one industry. 

TABLE 1.-Night work of wonien as f ound, in surveys by the Women's Bureau '11 
12 States, 1919 to 1925 1 

Included in Number 
doing night Per 

I 
survey work cent of Industry having 

State Period or survey worn- majority of the 
en ou wom e n night 

E stab- Estab- Worn- night workers 
lish- Worn- lish- work 

ments en ments en 

------
Tota]__ ____ See details __ ___ _____ ______ 2,464 208, 034 131 4, 367 2. 1 See details . 

Alabama ___ __ ___ February to April, 1922 ___ 131 6, 030 14 304 5. 0 Textiles, 302. 
Georgia ___ ___ ____ June to July , 1920; Feb- 131 9, 838 3 151 1.5 125 in 1 textile firm. 

ruary t o Apr il, 1921. 
Illinois ______ ____ February to April, 1921; 460 50,800 11 1, 405 2.8 Electrical appli-

February to M ay, 1924. ances, 996. Iowa ____________ October to December, 1920_ 223 10, 4i9 11 68 .6 Food products , 38; 
hotels and restau-
rants, 30. 

Kentucky _______ October to N ovember, 151 10,141 2 40 . 4 •r extiles, 32. 
1921. 

Mississippi ______ January to February, 1925_ 81 2,853 6 182 6. 4 T extiles , 180. 
N ew Jersey ______ September t o D ecember, 300 34,894 6 247 . 7 Textiles , 188. 

1922. 
Ohio _______ _____ September to D ecember, 302 32, 311 7 223 . 7 Rubber, 131; glass, 

1922. 77. 
Oklahoma ___ ____ May to December, 1922 ___ 172 4, 140 32 86 2.1 Telephone, 53. 
South Carolina __ November, 1921, to Janu- 151 11, 171 22 503 4. 5 T extiles, 503. 

ary, 1922. 
Tennessee ____ ___ F ebruary to May, 1925 ___ _ 216 16,596 11 357 2. 2 T extiles, 357. 
Virginia ______ ___ October, 1919, to J anuary, 146 18, 781 6 801 4.3 T obacco- at least 

1920. 700. 

1 The report on night work in these surveys was incidental t o t he main purpose of t he inquiries-to 
learn the hours, earnings, and working conditions in the principal woman-em ploying industries . 

In considering the sign,ificance of the foregoing figures it is im
portant to realize that they do not purport in any way to show the 
total number of women in any State employed at night. None of 
the investigations frQm which these figures were taken were for the 
purpose of reporting upon the prevalence of night work and none 
showed complete data for all the women employed in any State or 
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industry. The information was collected, however, from a large 
'l:nough group of women, in varied enough occupations, to be repre
sentative of conditions throughout the States or localities or in
dustries in which the investigations were conducted. The figures 
showing the number of women employed at night may therefore be 
considered fairly representative of the relative importance but not 
the actua,l extent of night work as an occupation for women in the 
industries and States investigated. Though the absolute number 
of over 4,000 women employed at n,ight is a considerable one from 
the standpoint of the experiences of individual women, the propor
tional importance of this group was not great. 

The small amount of night work as indica.ted by these figures is 
borne out by the facts of the present investigation. In order to get 
some general data abqut the extent of night work, the bureau sent 
out a questionnaire to the public employment offices cooperating 
w.ith the United States Employment Service, .asking for information 
as to the number of requests for ;night workers, the type of workers 
required, the number of applicants, and the number of placements. 
Replies to all or some of these questions were received from 32 offices 
in 15 States. 

The information returned on these questionnaires was very diverse 
and incomplete. However, it can serve as a rough indication of the 
demand for night work experienced by such employment offices. 

As far as the experience of the offices reporting is concerned, 
evidently the demand for night workers has not been very extensive 
and has been less for women than for men. Of the 28 offices report
ing a demand for night workers, 11 reported that men only were 
wanted and 17 that both men and women were wanted. The total 
number of men wanted far exceeded the number of women, but this 
was to be expected, as the greatest number of men were wanted in 
the States where night work for women is prohibited. In the States 
where night work is not prohibited for women there is very little 
difference .in the demand for men and for · women night workers. 
An examination of the questionnaires showing the occupations for 
which women are wanted at night indicates, however, that when 
women have been wanted for night work the occupations, even in the 
States where there is no legal restriction to their working in any 
occupation at night, usually are not in manufacturing industries. 
Only in Ohio was there any considerable demand for women in 
manufacturing, and in that case it was for women to work on the 
night shift in a plant manufacturing a rubber product. One office 
in Minnesota reported a demand for a few women night workers 
on candy packing in two candy factories. With these exceptions 
the work for which women were wanted at night was chiefly clean
ing and work in restaurants and hotels, a :few clerical positions, tele
phone operating, ushering in theaters, printing, and work in bakeries. 

The following table shows, by State, the amount of demand 
reported by these 32 offices. 
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TABLE 2.-Night work as reported upon by Federal employment offi,oes, by State 
and indvvi<lual quesUonnai re 

bl) 
Q)"' Oftices reporting demand for night work or workers :§ 'd ... 

t g~ 
0. ~~ t,I) e ~ Help wanted Placements AppJi. 
en,!< :e ~ Workers cations <1> ... 

8.~ 0 oo 0. 
~ ~ 

APPli• wanted in in excess !l:l ti; 
o..., ~~ f cations excess of of de• 

State and questionnaire number ..... .a ~ :a Workers :a Workers for work applica• mand Oc,r, B:ci !S 21 wanted 21 placed tions for ~·a !l:lt>D "'"' "'"' workers o·~ 0 <1)..., <1)..., 
..Ci:l .._.i:l ,...i:l ..... i=l 
so 0 ... 'o 0 <1) 0 <1) ------ -------::s ~.E ~ ... El 

<1) ~El , <1) <1) i:l <1) <1) 

~ ..C'd ..c ..c 'a al 'a 'a 3 ~§ El El Q) 

El ~ 
Q) 

~ 
<1) 

~ ~ ~ 
<1) 

~ o3 'a o3 'a 
0 zS ::s ::s ::s Q) z ::s ::s ::s ::s E-< z z R R R R ~ 

- - - -- - - - - - - -- - - -
Connecticut-total................ 3 1 2 .............. ·--- ................ . ..... --·- ....... . 

No. 1......................... .... .... 1 5 169 .•.• 5 131 ---· 206 .... ...... . .•• 37 ..•• 
No. 2................. ........ .... 1 ••....•••..................•......................•.•.•• 
No. 3......................... ••.• •... 1 (1) 100 •.•. (1) 50 .••• 75 .... 25 .•......•••• 

Kansas-total..................... 2 •••• 
No. 4 .•.....•...•.••.•.••.•.•........ ' 
No. 5 ...•.•••••••••.•••••••••.••••.•.• 

Massachusetts-total............. 3 •••• 
No. 6 .•.• ••••••••••••••••••••.••....•• 
No. 7 ...•••.•...•••••••..••.•..•...••• 
No. 8 ••••••••••••••••••••••••••••••••• 

New York-No. 9................ 1 .... 

2 •••• ---··· ••••••••••.••••• ·--· •••• ••••· • •••••••• ···-
1 7 60 •••• 7 54 •••• 64 ··-· -·-··· .•.. 4 ·- --
1 28 25 3 28 25 3 25 3 ••·••· ..•••••••.•• 

3 •••••••••.•••••••••••••••••••••••••••••••••• ··-- ----
1 160 100 60 130 80 50 75 40 25 20 ··-· ..•• 
1 53 500 5 53 300 . 5 150 50 350 .... ·--- 45 
1 (1) (!) (1) (1) (1) (1) tl) (1) •••••••••••••• ----

100 1,000 ···- 90 200 ..•. ··-· ••.• 1,000 .••...•• -··· 

Pennsylvania-total.............. 7 1 6 ••••••••.•.•.• ---- ..••.•.••.........•....•..•••••••. 
No. 10........................ .... .•.. 1 4 4 2 4 4 2 75 25 .••••. .••• 71 23 
No. lL....................... .... .... 1 (I) , (l) (1) (1) (1) (1) (1) (1) •••••••••••••••••• 
No. 12........................ .... .••• 1 308 217 91 180 147 33 164 45 53 46 ...•..•• 
No. 13 ••.•..••••••. ·..••••.••. ••.. 1 ••.•.•........ ••••.•••••..•........•.•.•.....•.....•..•• 
No. 14........................ .... ••.. 1 30 85 .... (1) 70 .... ____ .... 85 ··-· .......• 
No. 15........................ .... .... 1 12 125 160 12 125 160 200 276 .••••• ...• 75 116 
No. 16........................ .... .... 1 (1) (1) (1) (1) ' (1) (1) , (!) (1) ·--·-· •••••••• ··--

Maryland-No. 17................ 1 2 1 _ ' • •....•. · .................. ........................... . 

Minnesota-total................. 2 • ••• 
No. 18 .............•...........•....•. 
No. 19 ........•..........•....•....•.. 

' 

New Hampshire-No. 20......... 1 .... 

North Carolina-total............ 3 ___ _ 
No. 21. ••••••••••••••••••••••••••••••• 
No. 22 ...••. • ......••.......•..... .... 
No. 23 ..••.•......•.•.•....•...... ··--

• I 

I • 

2 •... -·-·· · ••.. · ·-- .•...... ··-- .•.....••• -··· ··-· ·- ·-
1 (I) 48 38 (1) 48 ' 38 50 50 ••••.. ••.• 2 12 
1 18 . , 83 50 18 37 50 62 125 21 ·-·· .... 75 

t• 

1 -··· 1 -·-- -··· ---- 1 ··-- ••.. -·--

3 ··-· ·····- •••• -·-- ·--- •••••••••••• ·····- •· ••••••• -··-
1 (1) 9 -··· (1) 9 .••. 32 ··-- ·-··· · ·-·- 23 --·-
1 6 25 .•.. (1) 25 -- -· 30 ·--· ··-··· ···- 5 --·-
1 2 , 2 2 2 2 2 4 2 •••••• ··-- 2 ···-

Ohio-total....................... 4 •••• 4 •••••••••• ____ •••• -·-- -••••••• --·- ••••• , •••• --·· -·--
No. 24 ••....••... . ••.••... · ... .... ..•• 1 (1) (l) (1) (1) (1) (') (1) (1) -·-·-- •••••••• -··-
No. 25 ••••.•.•. • .• ·· • .••. · •••.• · ..• ••.. 1 (1) 600 300 (1) 545 26 250 200 350 100 ••.. --·-
No. 26 .....•••.••••..•.•......•... --·· 1 (1) (1) •••• 6 (1) •••• (1) •••••.•••••••••••• ···-
No. 27........................ .... . ..• 1 (·) (1) (1) (1) (1) (1) (1) (1) •••••..•.••••• --·-

Oregon-No. 28................... 1.... (') (1) (1) (I) (I) (1) '· (,) (1) · · · ·-- ---· --·· •••• 
Rhode Island-No. 29. .. . ........ 1 2... ( 1) 211' ---· (!) , 166 : .. ~, 41) , 1 ( 1) •••••••••••••••••• 
South Dakota-No. 30............ 1 ~... (1) 5 6 (1) 5 6 (1) (3) (1) 5 --·· .••. 
Virginia-No. 31....... ........... 1 .... 1 11 '18 .... 11 18 .~.. 65 .... ...... .... 47 - - ·-
Washington-No. 32 ...•••. ~ .. : .• ;= 1 .........•. .. •.•.•..... , ...•..•••. ··-· -·-··· ........ -··-

1 Not reported. 
I I 

1 Thought to be "no such orders." · ' 
a Thought to be only one woman who expressed her preferen9e for night work. 

,/ ,. 
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Additional information regarding the amount of night work that 
might be available for women is given by an account of the night 
work found in the five industries of which detailed study was made 
during the course of this investigation. The table following shows 
the extent to which night work was being carried on in these 
industries. 

TABLE 3.-Night work in the five industries surveyed, by State and legal 
regulation 

States in which night work for women in industry is-

All Prohibited Limited Permitted 
Industry States 

Massa• New Wis• Indi• Cali• New Rhode chu• York consin ana fornia Hamp• Ohio Island Illinois 
setts shire 

-------------------
All five industries: 

Total number of 
establishments. 312 37 28 8 9 41 8 70 2 109 

Establishments 
, running night 

shifts ........... 45 12 3 3 5 3 5 8 6 

Boots and shoes: 
Total number of es• 

tablishments....... 37 ........ ....... ........ .•..... ....... ....•.... 23 14 
Establishments run• 

ningnightshifts ... .••.........•.... -······ •...............................•.................. 

Clothing: 
Total number of es• 

tablishments ...... . 81 ........ --·-··- ··-···-· .....•. 25 ·-----·· · ·--·-· ---··· · 56 
Establishments run• 

ning night shifts ..... ....•......••..........•..... . .. . ........ ...............................• 

Electrical products: 
Total number of es• 

t ablishments. ~ ..... 
Establishments run• 

ning night shifts .... 

Hosiery: 
Total number of es· 

tablishments ...... . 
Establishments run• 

ning night shifts .. . . 

Paper boxes: 
Total number of es• 

t ablishmen ts ...... . 
Establishments run• 

ning night shifts .... 

I 
106 

24 

22 

8 

28 ·--·-··· 

3 

9 ·-····· --····-·· 

5 •••••.• ••·•·•••· 

47 ·· ····· .•..... 

8 · •··•• • ······-

42 1 
18 1 

15 8 •••••• •.••••. • . 

46 [ •••• • ··· •••••. • •••••••• •··• ·• · 

a I········ ······· .............. . 

8 •••.•. I 

5 .......... . • • 

' : ~l 

9 

6 

This table brings out conspicuously the insignificant part played 
by night work in some important woman-employing industries. In 
the manufacture of clothing and of boots and shoes not one plant 
was running a night hift or reported having run a night hift for 
either men or women during the year in which the inve tigation 
was made. In t he manufacture of paper boxes only 3 of 46 firms 
were running or had run night shifts during the year, and these 3 
firms were not in Illinois, where the manufacturer is free to employ 
women at night, but in California, where night work for women is 
permitted only und~f order of the.industrial commission. 
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The two industries where night shifts were reported to any con
siderable extent were the manufacture of electrical products and that 
of hosiery. The greatest proportion of plants running night shifts 
were found in the manufacturing of hosiery, where in 18 of 42 estab
lishments some departments had run or were running at night. 

In electrical manufacturing 24 of 106 establishments reported 
night shifts. The full story of this night work is given in Tables 8 
and 9 for each industry in the detailed summaries of the five indus
t ries ( see pp. 363 to 469). From these details it is apparent that 
though night work is required in a fairly large number of plants it is 
not often required for more than a very limited number of employees 
in each department, and even when the law permits it is seldom 
required for any women. . 

Taking first the details of the night work in hosiery establish
ments, such work was required chiefly in the knitting departments. 
Of the 18 establishments reporting night work, 16 reported the 
departments for which such work was required. In 8 nigh t. work 
was for only the knitting departments. In 3 establishments night 
work was for the knitting and winding departments; in 2 it was 
for knitt ing and boarding ; in 1 it was for knitting and twisting. 
I n only 2 plants was knitting not among the departments for which 
night work was repor ted. In 1 of these 2 the night shift was for 
boarding and in the _other it was for winding. Analysis of the scope 
of employment for women in the departments in which there was 
night work reveals that it was not very extensive. In the knitting de-
partments in 7 plants, where 121 men were employed on night shifts, 
no women were employed even in the daytime. Two of these depart 
ments, employing 50 men at night, were in Illinois plants, where the 
law did not prevent such employment for women. Two other plants 
employing no women in knitting departments that used 31 men at 
night were in New Hampshire, where the employment of women at 
night is permitted though it is limited to eight hours. 

The knitt ing . departments in 6 plants employed a total of 171 
women during the daytime. One of these plants, in Illinois, em
ployed 11 women at ni~ht in the knitting department. The other 
5 employed 84 men at mght. 

In the 4 winding departments reporting night work a total of 
67 women were employed during the daytime. A total of 12 men 
were employed at night in these departments. Of the 3 boarding 
departments reporting night work, 2 employed no women during 
the day or night and 1 employed 13 women during the day and 4 at 
night. A total of 29 men were employed at night in these departments. 

Apparently, though the incidence of night work is rather wide
spread in this industry, the actual number of employees from whom 
night .work is required is small, and the occupations for which it 
is required usually are those involving special types of machinery 
that can not be increased without considerable expense, and there
fore must be used for extra. shifts when increased production is 
required. 

The statements of policy regarding night work made by the man
agers of the hosiery plants under discussion are listed in the detailed 
summary of conditions in the hosiery industry on pages 432 to 434. 
According to these statements, the employment of men rather than 
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women on night shifts is likely to be the policy both in States 
where night work for women is prohibited and in States where it 
is permitted. 

In the two States where women's work at night is pe"(mitted, 
Illinois without limitation and New Hampshire for as much as 8 
hours, only 2 of 11 establishments having night shifts employed 
women on these shifts. There is, therefore, probably not a very 
great restriction to the employment of women in the manufacturing 
of hosiery resulting from the prohibition of their employment at 
night. . . 

The other one of .the five industries in which a considerable num
ber of establishments reported night shifts was the manufacture of 
electrical products. In this industry 24 of 106 plants reported night 
shifts and -there seemed to be more night work in the States where 
it is prohibited for women than in Ohio where it is permitted. In 
Ohio 8 of the 47 plants reported night shifts. On the night shifts 
were employed not far frotn · 1,000 men, which figure does not in
clude the numbers of men in two plants where this fact was not 
reported. In one of these plants women were employed, but here 
the night shift . was used only occasionally dµring the peak season. 
When there was a night shift, however, the number of women (34) 
formed a considerable proportion of the total number of women 
employees in the plant. 

The reason for the small number of women employed in this in
dustry at night in Ohio, where such work is not prohibited, evi
dently is that the policy of the employers in this State is against 
such work for women. 

In the electrical industry, more than in the manufacturing of 
hosiery, there seems to be a great amount of the so-called women's 
work performed on the night sh:i,fts. Jn .spite of this fact, however, 
and the resulting ·need for substitution of men on women's work 
~uring the nigh~ hours, the detailed e~pr~ssions of pol~cy regard
mg this matter, hsted on pages 401-402, mdicate no extensive demand 
for women's employment at night in this industry. 

One other branch of the present investigation threw some light 
on the extent of opportunity for the employment of women at night. 
This was the stu1y of_ W?men's employment in 22 establishments i_n 
the metal trades m Michigan. ( See Ch. X, pp. ·218 to .233.) This 
State does not prohibit nor limit women's employment at night, but, 
in spite of this fact, of 15 plants for which data were obtained, only 
1 employed women at night though 13 had night work for men. 
Three of these plants reported that they occasionally tried women 
on night shifts, but in only one of them was it felt that night work 
for women was really satisfactory. In the other two plants it had 
been found that the problems of transportation and extra super- . 
vision made such employment undesirable from the standpoint of 
the management. 

SCOPE AND METHOD OF INVESTIGATION 

In every one of the States in which . i~f6r~ation about night work 
was secured the chief difficulty met with by the agents of the bureau 
"'7as to discover-both where night work for women was permitted 
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and where it was not permitted-plants that were operating at 
night. . 

In the absence of any State statistics as to the plants operating 
night shiftiS, the first sources of information sought by the investi
gators were the State departments of labor. The officials of these 
departments cooperated with the Women's B~reau by furnishing 
whatever general information they had as to plants likely to be run
ning a night shift. In Massachusetts and in New York the State 
department of labor sent questionnaires to its field agents asking 
for the namep and addresses of any firms in their districts that were 
operating at night. In addition to the information obtained in this 
way, the Women's Bureau secured similar· information from trade
union officials and from employers' associations. Individual employ
ers and workers and persons who were familiar with local industrial 
conditions also were asked to tell of plants that were operating at 
night. As a last report, visits were inade to establishments manu
facturing products for which it seemed likely that night work might 
be required. 

In California, through the courtesy of the industrial welfare com
mission, the records of requests made and permits issued for the em
ployment of women at night were consulted. Because of the insig
nificance of the matter in the industrial life of California the commis
sion had never made a peparate classification of night work in its 
records and files and the data collected through searching; the files 
were, therefore, probably incomplete, but the small number of re
quests found indicates that not a very large proportion of the Cali
fornia manufacturers have found it necessary to ava.il themselves of 
the ruling that allows the commission to issue permits for employing 
women at night under certain conditionp. _ The night-work prohibi
tion for California factories went into effect in 1918, and from that 
time to the date of this investigation the only records found were 
of 14 plants that asked for permission to employ women later than 
the limit set by the commission. A nu1I,1ber of these plants had asked 
to employ women on several different occasions, so that the total 
number of requests on file amounted to 34. An especially ptriking 
thing about these requests, however, was that the large majority of 
them were for the employment of women during the comparatively 
early hours of the night. Twenty requests were :for their employment 
not later than 12.30. One request was to employ women from 8 
until 2, while the other 13 were for employment from 11 or 12 until 
6, 7, or 8 o'clock in the morning. 

One of the reasons given for the small number of requests for 
night work in California was that the night-work prohibition had 
been put into effect before the State had begun to develop indus
trially, anticipating the development of a night-work problem rather 
than dealing with a situation that already had arisen. As a result, 
firms had come into California knowing that they could not ex
pect to employ women at night and had organized their schedules 
accordingly. 

The number o:f establishme;nts employing women and running 
night shifts located by the methods just described in the several 
States amounted in all to 301. This number does not include any 
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establishments with no women employees, though it doe,s include a 
large group employing women in the daytime but not at night. 

The tables following show the number, size, and type of establish
ments found in each State and the kind of night shifts they were 
operating. 

TABLE 4.-Number of establishments having night work and total number of day 
· and night employees, by State and industry 

All States Massachusetts New York Wisconsin 

Indust ry Es
tab
lish-

Es~ Es- Es-

Men W~m- ii~t Men Weo:i- ii~t Men Weo:1- i1~t Men Weo:i-
ments ments men ts men ts 

--------1---- --- - - - ------- 1-- -1-- -1-- - - ----

All industries___ 301 217, 421 71, 091 161 79, 135 38, 628 36 26, 575 8, 594 17 13,334 1, 140 

a.utomobiles and parts ______ _______ _ _ 
C hemicals __ __ __ _____ _ 
Electrical products __ _ 
Food and food prod-u cts _____ ______ ____ _ 
Glass __ _________ _____ _ 
Leather and leather 

products __ _____ ___ _ _ 
Metal products ___ ___ _ 
Pl\per ___ ____ ________ _ 
Paper products ______ _ 
Printing and publish-ing _______ ____ ____ _ _ 
Rubber products ___ _ _ 
Textiles __ ___ _____ __ _ _ 
Wire products ______ _ _ 
Miscellaneous ___ ____ _ 

Industry 

11 37, 598 4, 215 1 5, 200 400 
3 5, 800 1,328 - ----- -- - --- - -- - ---
9 6, 484 4, 484 6 2, 529 3, 630 

23 3,816 1,129 ------ - ----- ----- - -
11 6,043 1,566 ------ -- -- -- ----- - -

3 2, 720 625 2 9, 450 340 
2 5,063 1,304 ----- - ----- - -- ---- -
3 3,955 854 ---- - - -- - --- -- - -- - -

5 2,245 
1 1,260 

290 4 250 63 
540 - - - - -- --- --- ---- - --

5 1,648 213 4 1,058 163 --- -- - -- - - -- ------- 1 590 50 
32 30, 779 4, 983 
48 8, 210 2, 297 
4 502 844 

6 7, 675 1, 564 3 2, 575 39 2 772 102 
33 5, 167 1, 671 5 1, 211 198 6 1, 047 30£ 
2 362 784 ---- - - ---- - - ------- ----- - - --- - - --- - -- -

15 4,476 2,345 ------ ---- - - --- ---- 3 470 211 ---- - - ---- -- - ------
21 53,304 14,680 10 10,887 4, 790 1 463 52 1 725 125 
97 41,466 30, 145 86 36,398 24,259 7 3,176 3,321 - --- - - - - ---- -------
5 6,991 543 5 6,991 543 --- -- - - ----- --- -- -- - ---- - - -- - - - - -- - -- -

17 10,304 2,319 8 2,868 824 3 3,437 1,160 1 500 151 

Indiana California Illinois Ohio 

Es- Es- Es- Es-

ii~t Men Weo:1- ii~t Men Weo:i- i1~t Men We°nm- i1~t M en w::i-
ments men ts ments men ts 

-------- 1-- -- - ----- - - --- - - ----------
All industries ___ _ 

Automobiles and p arts _ Chemicals ____ ___ ____ __ _ 
Food and food products_ 
Glass ____ _____ ____ _____ _ 
Metal products __ ____ _ _ 
Paper _____ __ _______ __ _ _ 
Paper products _______ _ _ 
Printing and publish-ing ____ ___ ______ __ ___ _ 
Rubber products ____ __ _ 
Textiles. __ ___ ___ _____ _ _ 
Miscellaneous _________ _ 

29 29, 331 , 5, 985 7 3,066 983 15 4, 881 1, 397 36 61, 099 14, 364 

413, 728 
1 737 
3 427 
3 2,304 
5 4,684 
4 785 
2 140 

550 -- -- -- ---- ·- ----- - - --- - - - ------ -- -- - - - 1 6, 500 2,300 
24 - -- - -- - --- - - ·-- -- - - ---- - - -- -- - - -- - - -- - -- ---- ---- - - ------ -

173 -- --- - -- --- - ------- 3 241 287 8 653 316 
584 3 760 45 1 267 231 3 1, 452 166 
488 -- - --- ----- - -- -- --- 2 2,119 377 14 12,954 2,413 
119 - --- -- - ---- - - -- ---- -- - - - - --- -- - - -- - - -- - -- - - - -- - - - - - - - - -- -
60 ------ - - - - - - - - ----- - - - --- -- ---- --- ---- -- ---- -- - - -- - -- - - --

2 625 207 ---- - - ---- -- ------- 8 2,171 427 2 1,210 1,500 
2 2, 965 1, 437 1 1, 634 602 1 83 75 5 36, 547 7, 599 
2 1,336 2,233 2 556 332 ------ ------ ---- - -- - --- -- -- ---- - - - -- - -
1 ), 600 110 1 116 4 ------ - - - -- - - -- - - - - 3 1,783 70 
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TABLE 5.-Night work in establishtments h,alv-ilng the two-shift or three-sh-ift 
system, by State and industry 

A 
All States Massachusetts New York Wisconsin 

Two- Two- Two- Two-
shift shift shift shift 

system, system, system, system1 
em- em- em- em-

ployees ployees ployees ployees 
work- work- work- work-

Industry ing- ing- ing- ing-

s s s s 
,-~ 

;j• ;j . ;j . ...., 
2 2 2 2 :::s. 

; .0 s 
·~ 

.cs ; .a a ; .cs 
Sai El S"° s S d s EJd El ;t: .c<I .c<I ...., . c<I ;t: .c<I 

1 
0. ... . d ~ 

0. .... oi ~ 
0. .... ai :a 0. ... d o2 o2 o2 o2 .......... c<I d, 

,....,..., 
d, .......... c<I '(' .......... N 

3 8 
... C\l .... 3 0) ,_. Cll ... 3 f 

,_.Cll s 3 al ... C\l .... 
0)..., 2 Ii 0)..., 2 0) ..., 

Ii 
0)..., 2 0 .Cl ..., 0 

0 
..., 0 

0 .Cl ~g 0 
..., 0 

E-< E-< ~A ~ E-< E-< <"" ~ E-< E-< < E-< E-< ~.:: ::;J 
- - -- ---- - - ·- - - - - - - -

All industries ____________ 1301 99 22 2 208 1161 48 5 119 1 36 13 2 26 117 8 ---- 10 

Automobiles and parts ________ 11 
Chemicals_ ___________________ 3 
Electrical products ____________ 9 
Food and food products _______ 23 
Glass____ ____ __________ ___ ____ _ 11 
Leather ·and leather products__ 5 
Metal products __ __ ____________ 32 
Paper____ _____ ____ ____ ____ __ __ 48 
Paper products__ _______ ___ ___ _ 4 
Printing and publishing _______ 15 
Rubber products ______________ 21 
Textiles__________________ __ ____ 97 
Wire products__ ______________ 5 
Miscellaneous ____ ____________ _ 17 

Industry 

. 

---- ---- 11 1 1---- ---- 3 ---- ---- 3 2 -- -- ---- 2 
3 ---·· ----- 2 2 ---- -- - - ---- ---- --- - ----

3 
0 

E-< 

8 6 ,---- 1 5 3 ---- 1 3 ---- ---- - --- ----

1: === =, == ~ == = f f ==== --=- --=- ==== ==== -- -~ 

2 
4 5 

10 ----
4 i 3 --- - ---- ---- ---- 1 1 

8 2 
48 - - --

25 ,6 1 1 5 3 1 - --- 3 2 1 ----
1 33 33 ---- -- - - 5 5 ---- 1 6 6 ---- ----
4 2 ---- ---- 2 ---- ---- --- - ---- ---- ---- ---- ----

5 10 -· - - - --- - ---- - --- 3 3 ---- ---- ---- ----
9 3 15 10 3 9 1 --- - ---- 1 1 ---· ---- 1 6 4 95 86 5 2 84 7 l 1 7 _______________ _ 

~ 1f ~ ! ~ -· 3 l-______ --3 - - -1 - - -1 - ____ - · -1 

Indiana Cailfornia Illinois Ohio 

Two- Two - Two- Two-
shift shift shift shift 

system, system, system, system, 
em- em- em- em-

ployees ployees ployees ployees 
work- work- work- work-
ing- ing- ing- ing-

s ;j . s ~ - s ~- s ;. 
$ .cs 2 .cs 2 .cs 2 .cs ; EJoi s ; EJd Ei 

; s "° s ; EJd s ...., .c<I 
...., .c<I ;t: .c<I 

~ 
.c<I 

~ 
0. ... d ;§ 0. ... d ~ 

0. ... ai 0. ... d o2 o2 o2 o2 :';3 c<I '(' ........ c<I d, ........ c<I '(' :~ N 
0) 

t 3 
0) ... C\l s 3 ... C\l s 3 

0) 

~ ~ 0)..., 
0) 

O:,+.> f O:,+.> f 0)--> 

.Cl ..., 0 

~ 0 ll ..., 0 
0 .Cl ..., 0 

0 .Cl -->O 

~ E-< '.;;JA E-< E-< '.;;J A ~ E-< E-< <"" ::;J E-< E-< ~i:l 

- - --- - - -- - ------- - - - --
All industries _____ __ _ ~----- 129 13 3 16 17 4 15 2 4 9 I 36 11 7 25 

Automobiles and parts __________ _ 
Chemicals ____________________ __ _ 
Food and food products _________ _ 
Glass ______ __ _________ ___ ______ _ 
Metal products _________________ _ 
Paper ________ ------------ _______ _ 
Paper products ___ _____________ _ 
Printing and publishing _________ _ 
Rubber products ________________ _ 
Textiles _________________________ _ 
Miscellaneous ______________ -- -- - _ 

4 ----· ---- 4 ---- ---- --- - -- - - ---- ---- ---- ---- 1 ---- ---- 1 
1 1 ---- - -- - ---- ---- ---- ---- ---- ---- ---- ---- ---- ---- ---- ----
3 2 1 ---- ---- -- -- ---- 3 1 ---- 2 8 ---- 3 7 
3 3 1 3 3 ---- ---- 1 1 -- ~- ---- 3 2 ---- 2 
5 3 - --- 3 ---- -- - - -- -- ---- 2 - --- ---- 2 14 2 1 11 
4 4 -- -- ---- --- - --- - --- - -- - - - ---· ---- ---- ---- ---- --- - ---- ----
2 2 ---- ---- ---- - - -- ---- --- - ---- ---- -- - - - --- ---- ----
2 1 1 - --- ---- -- -- -- -- 8 ---- 4 4 2 --- - --- - 2 
2 1 ____ 2 1 __ __ ____ 1 --- - ____ 1 5 4 3 l 
2 ---- ---- 2 2 -·-- 1 2 ---- ---- ---- ---- --- - ---- ---- ----
1 1 --- - ---- 1 ---- - --- 1 ---- ---- - --- ---- 3 ----

1 Details aggregate more than total, because some establishments appPa.r in more than one classification. 
2 Seven of the firms report "occasional" night work . ' 
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These establishments represent the amount of night work found 
after a canvass of the industries in each State. The cities and towns 
in which attempt was made to find establishments operating night 
shifts are those listed on page 42 of this report under the discussion 
of the scope of the investigation. 

The figures in this table must not be interpreted as a complete 
presentation of the number of establishments in which women are 
employed and in which a night shift is operated. Undoubtedly there 
are more establishments in this category in each of the States visited 
than were located by the agents of the Women's Bureau. The 301 
establishments from which information was secured represent, how
ever, a large proportion of such establishments in each State and 
may be considered as representative not only of policies of employ
ment for women but of the relative importance of night work as a 
factor in women's industrial employment in the localities visited. 

'l'he type of night shift most commonly used is illustrated in 
Table 5. In the great ma.j ority of establishments the night shift 
was a regular institution and can be considered an integral part o.f' 
the operating plans of the establishment. In a few insta.nce~, 'seven 
in all , the mght shift was used only occasionally, at times of extra 
work. In 99 establishments, somewhat less than a third of the 
total, there were three shifts, two of which came within the hours 
prohibited for women at night. 

Many of thes~ 99 establishments were run on what is often called 
the "tour system." Under this system the plant is in continuous 
operation, usually in three 8-hour shifts, only one of which is carried 
on entirely during hours that would not be affected by a night-work 
prohibition of women's work. Where this system is in effect the 
employees change shifts at stated intervals, so that during the course 
of a few weeks all of them are liable to ~e employed on a shift some 
of whose hours come between 10 p. m. and 6 a. m., the usual limitation 
for women. 

Most of the small group of establishments (22) whose night shift 
did not run later than 2 a. m. dismissed the night force at a com-
paratively early hour, 11 of them running only until midnight and 
15 in all closing by 1 o'clock. · · 

The figures in the foregoing tables are significant to only a limited 
extent. They show in some degree the amount of opportunity there· 
is for the employment of women at night, for in each establishment 
included women are employed in the daytime. 

Further data must be considered, however, before it can be appar
ent whether or not this "opportunity" is real or merely inferential. 

There are two questions that must be asked if the correct answer 
is to be secured: First, To what extent are women actually employed 
at night in the establishments operating night shifts in States where 
such employment is permitted? Second, In the establishments 
where women can not legally be employed at night are there occupa
tions being carried on at night on which women could be employed,. 
and would employers in these establishments put women on these
occupations if the law permitted? 

110179-28-12 
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158 EFFECTS OF LABOR LEGISLATION 

WOMEN'S EMPLOYMENT AT NIGHT WHERE NO LEGISLATION 
RESTRICTS . 

The answer to the first of these questions must be sought from the 
records secured in Ohio and Illinois, where there is no legal restric
tion of the night work o.f women in industry, and it is found in the 
following table. 

TABLE 6.-Type of work done at nignt in States not prohibi ting night work, by 
State and vndustry 

Establishments doing men's and women's work at night in-

Two States Illinois Ohio 

Industry 
Wo,m- v;;~~- Wo1f- ~~~- WOYf-

Me;n's en s work Men's en s work · Men's en s 
Total work work done Total work work done Total work work 

only done by only <1:one by only done 

Wom
en's 

work 
done 

~ln worn- ~ln worn- ~!n 
en en 

by 
wom

en 
-------1- - ------------------ - - ----- ---

All industries__ 1 51 19 28 15 2 10 136 17 2 18 

.Automobiles and parts ______ __ ______ _ 
Food and food prod-

ucts__ _____________ _ 11 
Glass_______ ________ _ 4 
Metal products__ __ __ 16 
Printing and publish-

ing_________________ 10 
Rubber products_____ 1 6 
Miscellaneous________ 3 

1 10 3 ------ ------- 3 
1 3 1 ------ ----- - - 1 

12 2 2 2 1 1 - - -----

2 8 8 ------ 2 6 
1 1 5 1 1 ------- - - -----
3 ------- ------- - -- - -- - ----- ------- -------

8 
3 

14 

7 
2 
2 

2 ------ - ---- - - 2 
I 5 ______ 1 5 

3 3 ------- - ------

1 Details aggregate more than total, because one establishment appears in more than one classification. 

This table shows the number of establishments ,in these two States 
for which information was secured regarding night work for women. 
Each of the establishments ran a night shift and employed women 
during the daytime. The extent of women's employment on the 
night shift is indicated in the table; also the amount of substitution 
of men for women on night shifts. 

Of the 36 plants in Ohio empJoying women during the daytime 
and running night shifts, employment was open to women at night 
in only one-half; while of a similar group of establishments in Illi
nois, employment for women on the night shift was customary in 
two-thirds. In each State the instances are too few for generaliza
tion, and yet as individual illustrations they are significant. 

The first thing to be discovered is the hours of work of these 
women who were employed on night shifts, and the second thing is 
the kind of work they were doing. These may be learned in part in 
the tables following, which give the outJines of the hours, industries, 
and occupations of those night shifts on which women were employed 
in the two States. 
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TABLE 1.-EstabHshments employilng women at night, by State a,n,d, industry 

" Women employed at night-

Regularly 
Total 

On three•shi!t 
After 10 p. m. system 

After 2 a. m. but not after 
State and industry 2a.m. 

Num• Num• Num• Num• Num• 
ber of ber of ber of Num• ber of Num• berof Num• 
estab• women estab• ber of estab• berof estab• ber of 
lish• em• lish• women lish• women lish• women 

ments ployed ments ments ments at night 
' --------------------- ---

TotaL _ --- ···. ---· .....•. - · .. ·- 28 2,954 15 341 11 708 1,905 

10 259 Illinois--------------- ·-··-···· -·- ···- 5 136 4 19 J 104 
Food and food products _____ .. _ .. 1----1----1-----3-1--l-28---1-__ -.-__ -_-_---1_ -__ -_-_-__ -_-_ ,:-_-__ -_-_-__ -_-1-_-_-__ -.-.. --3 128 

6 27 Printing and publishing·-·---· --- 2 8 4 19 - -·- ·- -· -··-·---
1 104 Glass.-----------·-·---------·-·- ·----·-· ---·---- ···-···· ·-----·- 1 104 

18 2,695 Ohio ______________ ----- ·---------·-- 10 205 689 4 1,801 
1----1----1------1----1-----l------i------l----

7 41 Food and food products------··-- 5 23 3 18 -- ·----· ·-------
2 34 Glass ___ -----------·--- ..• . ----·- 1 
2 90 Metal products----------·-----·- 1 

10 -·····-· ·-···--- . 1 24 
40 50 ---·-- -- --------

2 120 Printing and publishing·-·-- ·---- 2 120 --··---- ---- -- -- ---·-- -- ·-------
5 2,410 Rubber products _____ ·-------·--- 1 12 3 621 3 1, 777 

TABLE 8.-Esta.blishments employing women at night, by State and by industry 
and occupation of women 

Industry and occupation 

Establishments em
ploying women at 
night 

sii7t~s Illinois Ohio 

-----------------'------------ ----·'--- ------
TotaL ..... ·-·. -·- ·--· .•.... .. ................•....... ····-·· .. .......•. . •. 28 10 18 

l===:j===k=== 
Food and food products ...•. . .. . .......•........•......•••••.•• ·--·····-·····-- 10 3 7 

~r::~. ~ ~ = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = Cake .. _ .. _ ... _. ___ . _______ . . ___ ·-. --·- __ ... ___ -· _________ ·- __ . __ ... _____ ._. 
Pack ice cream cones __ ·--·-·-···--·----·····----·----·------·--·····-·----· 
Doughnut department. __ ..•.... ·····---····-····--·-·-----·-·--·---··----· 

Printing and publishing_·--·-·-···· · ··--·--· -·-- -·-- ------------------ --·---·--
Proof reading.·-· __ . ________________ ...... _________________________________ _ 
Envelope making ... ------····-·--·-···-----·-----··--_ ·· ----------·--· _____ _ 
Feed binder .. _.-·- ________ ---·-----·-·-----------------------·-·--- _______ _ 

Glass._. ______ .. _ .. _ ... _ .. -·_. __ .... -· ______ . ___ ._ .... _______________ . ___ . _____ . 

Taking bottles off blowing machine _________ .. ____ . _____ . ________ .. __ ._ ..... 
Inspect and pack. ___ -·----- ································-·--······ · ···-· 

Metal. .... ·--· ........... _ .............. ·-.................................. ·-_ 

On belt soldering and i:ealing ____ ·--·-·--- · ---------------------------··---· 
Occupation not reported ............... · · ····-···-·······-·-········· ...... . 

Rubber ..... __ ..•... ··-·-··· .............. ······· -- ·- ·- · - - __ -·--·- ___ _ ·---·- ___ . 

~f!T~~~~ t~t: ~;c~~=l=== ========== ======== === ======= ===========~ == ==== == Tire department on stock preparation._ . ·· ···-·-·--·------·-· ------ · - -- -·--

~~~~~~~ta:?nt ~~~~~~~lice·~================ == ==~======= ========== ====== 

4 
3 
1 
1 
1 

8 

6 
1 
1 

3 

2 
1 

2 

5 

1 
2 

6 

--------··---·--1 

3 
1 
1 
1 
1 

2 

2 

2 
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Diligent search in the State of · Illinois in the spring of 1927 
discovered only 10 establishments in which women worked at night1 

with a total of 259 women employed between the hours of 10 p. m. 
and 6 a. m. Three of these 10 establishments were bakeries, in which 
128 women were employed later than 2 a. m. Six establishments 
were engaged- in printing or publishing; in 2 of these 8 women wer·e 
employed later than 2 a. m. and in 4 of them 19 women were em
ployed after 10 p. m. but not later than 2 a. m. In one establishment 
women were employed on the tour system, manufacturing glass 
bottles. One of the shifts, on which 53 women were employed, ran 
from 3 in the afternoon to 11 at night, one hour later than women 
would be permitted to work in most of the States prohibiting night 
work for women. The other shift in this plant that would have 
jnfringed a night-work law for women ran from 11 p. m. to 7 a. m. 
On this shift 51 women were employed. 

There was no great variety among the occupations of the women 
working at night in the different industries. · In the bakeries the 
women filled and prepared pies and wrapped bread. In the print
ing and publishing ~stablishments the women were proof readers, 
and in the glass factory they were employed in taking off bottles ·· 
from the blowing machines. 

In Ohio-a slightly greater number of establishments were found to 
be employing women at night, hut even in this State the total amount 
of night work for women was so small as to be almost negligible. 

A total of 18 establishments employed 2,695 women at night. In 
the greater number of these establishments the women were 
employed later than 2 a. m. T here were also, however, a consider
able number of plants in which the night shifts dismissed at an 
earlier hour or were practically evening shifts. These establish
ments employed by far the great majority of women. The tour 
system was in force in 4 establishments, in each of which two shifts 
came within the hours of 10 p. m. and 6 a. m. A total of 1,801 
women were employed on these two shifts. 

The greatest number of women employed at night were found in 
the manufacture of rubber goods, where 5 plants employed 2,410 
women during hours which in many States are prohibited for women. 
In 1 of these plants 75 women were employed only as late as 11 p. m. 
because the management disapproved emphatically of having women 
in the plant at night. Such a shift as this can hardly be called a 
night shift, but it has been classified as such here because, compar
ing it with conditions that would be permitted for women in States 
where there is a night-work prohibition, it is obvious that the night
work law_ would apply. 

In the 4 other rubber plants there was bona fide night · work as 
well as late evening shifts. These 4 plants employed 1,745 women 
on the evening shifts until 11 or · 12.30, and also r'an night shifts 
from 11 to 7 or from 12 to 6. On these night shifts 590 women 
were employed in the 4 plants. I n 3 of the plants the number of 
women employed on the all-night shift was fairly large, ranging 
from 120 to 264. In the fourth plant the number of women 
employed on the all-night shift was inconsiderable, being only 12 
of a total of 1,295 women employed in the plant. The superintend
ent of this plant stated that they employed women only occasionally 
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on the night shift, for assembly work. Instead of more extensive 
(•mployment of women at night, it was the custom in this plant to 
meet the need for extra work in women's departments by putting on 
extras for the day shifts. 

In the 7 establishments manufacturing food products there were 
41 women employed between the hours of 10 p. m. and 6 a. m. 
The hours of these women varied considerably ; some of them started 
work in the afternoons between 3 and 6 o'clock and worked until 
mi;dnight or after; others worked a straight all-night shift; ,in one 
plant four women were employed from 2 a. m. to 10.30 a: m. , which 
seem to be especially undesirable hours. The manager of the estab
lishment last mentioned said, however, that he started employing 
women at night as a "sort of charity job ; one of the m en asked if 
his wife could not come in and help; now we have four women on 
this s~ift." The distinguishing thing about the night shifts in these 
food establishments, or bakenes, is that they are. apt to vary at 
different parts of the week and the individual worker come and 
go at more or less irregular hours. 

In the 2 printing and publishing establishments that employed 
women at night, a total of 120 women were so employed. Most of 
these women (100) were in one fi rm, where they worked from 7 
p. m. to 5 a. m. The work they did at night was to jog folded sheets, 
remove slip sheets, feed binders, etc. In the other plant 20 women 
wo11ked from 8 p. m. to 5.30 a. m. on the envelope machines. 

In a plant manufacturing tin cans, 40 women were employed from 
7 p. m. to 5 a. m. soldering and sealing cans; and in a plant manu
facturing hardware, 50 women were employed on an evening shift 
that ran from 3 to 10.30 p. m. 

Two glass factories employed women at night. In one of these 
:plants part of the establishment was run on the tour system. with 
three shifts, from 7 .a. m. to 3 p. m., from 3 p. m. to 11 p. m., and 
from 11 p. m. to 7 a. m. Thirty-seven colored women were employed 
in this section, two-thirds of them working on the two shifts one 
-of which ended at 11 p. m. and the other of which followed. The 
-33 white women in this plant were employed during the daytime, 
from 7 a. m. to 5 p. m. The other glass plant ran on three shifts, 
one of which was :from 10 p. m. to 6 a. m. Ten women were emi
:ployed on this shift, inspect,ing and packing gla,ssware. The even
ing shift in this plant ran from 2 to 10 p. m., which hours are within 

· the possibilities for this industry in any Stat;e except Kansas, 
-Oregon, and Wisconsin, ,irrespective of night-work limitations in 
-the law. On the regular day shift in this plant 50 women were 
,employed from 7.30 a. m. untll 4 p. m. 

The establishments just described represented the sum total of 
the industrial night work for women found during careful investi
gation in two industrial States that do not prohibit such work. 

What was the reason for thi apparent scarcity of night work for 
-women in these localities where there is_ no apparent restriction 
of such employment~ Was it only that the establishments in the 
-community that off er occupation to women were not operating at 
night, or was it · that the employment of women at night was nO't 
-considered desirable and employers who would give work to women 
.,during. the day~ime would not do so at night~ 
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An examination of the information secured through interviews 
with the employers throws considerable light on these questions. 

In three plants in Illinois and in two in Ohio men were substituted 
on women's work at night though there was no legal reason why 
women should not be employed. In one Illinois plant the reason for 
this substitution was that such employment for women was against 
union regulations. In the other four cases the reason was simply that 
it was against the policy of the employers to employ women at night. 
One of these plants was a large establishment manufacturing metal 
goods, in which all the 375 women employees were on the day shift. 
The employment manager of this plant said that he disapproved of 
all night work and would discourage any attempt of the company's 
officers to employ women at night. He stated further that the men 
who work 12 hours a night on the same machines and processes on 
which women are employed 10 hours a day have an average produc
tion of only four-fifths of that of the women. A similar attitude was 
strongly evident also in the 17 Ohio and 2 Illinois plants employing 
only men on men's work at night. 

In one of the Illinois plants there was no question of policy con
nected with the nonemployment of women on the night shift. In 
this plant the only section that ran at night was the foundry, and as 
no women ever were employed in such work, there naturally were no 
women on the night shift. 

In the other Illinois plant the lack of women on the night shift was 
wholly due to the policy of the management. This plant manufac
tured a rubber product and employed 83 men and 75 women. A 
night shift for men ran from 7 p. m. to 6 a. m. The superintendent 
of this plant stated that he would not care to employ women at night. 
He did not approve of night work for women; " It is bad enough for 
men." When his orders demanded increased production he increased 
the number of machines and women for the day shift and put on 
extra m·en at night to keep up with the day shift. 

In the 17 _Ohio plants where only men's' work was carried on at 
night very much the same attitude was found toward women's 
employment at night. In each of these establishments it was stated 
that they did not want to employ women at night. In the majority 
of cases it was because the work women did was not needed on the 
night shift . . One employer in this group did not know that women 
could be employed at night, but when enlightened on the subject said 
that he would not want women on this shift anyway, because most 
.of the work done at night in his metal-products factory was packing 
in cartons, and he thought a woman not strong enough to lift a lot of 
finished work. 

Thr-ee employers expressed the.ir disapproval of night work from a 
more altruistic point of view. One of them, in a metal-products fac
tory employing about 300 women in tlie daytime, said that they would 
not employ women at• night because " the firm has very high stand
ards and would not allow: the women to, work overtime, much less do 
night work." 

In another metal-products factory it was stated that women were 
not wanted on the night shifts because "we would riot care to have 
the type of women we employ work at night." 
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In a third metal-products factory no women would be employed at 
ni~ht because the management did not consider it safe, as the night 
shift was" no place for women from a moral standpoint." 

A fourth metal-products factory, in which more than 800 women 
were employed on the day shift, had never employed women at night 
and would not care to do so because the company " did not believe 
in it." 

Of a total of 51 employers of women, 28 gave work to women at 
night and 23 did not, though men were. employed on night shifts 
by all of them. It is probable that the comparatively small number 
of women employed on night shifts in these two States is due chiefly 
to two things: First, occupations on which women normally are 
employed do not play an important part in the night work required 
in the industries; second, the policy of employers often is against 
employing women at night even though this standard has not been 
legally adopted. 

AMOUNT OF NIGHT WORK IN WOMAN-EMPLOYING ESTABLISH
MENTS WHERE IT IS PROHIBITED FOR WOMEN 

In the other States in which the investigation was carried on, and 
where night work was not permitted for women, information was 
secured from 250 employers of establishments employing women in 
the daytime that operated night shifts or shifts whose hours came 
between 10 p. m. and 6 a. m. but did not employ women during these 
hours. 

The establishments falling within this category were distributed 
through the different industries and States as shown in Table 4, 
page 155. 

It is important to emphasize that the establishments included in 
this table do not represent the extent of night work for men in any 
of the States from which data were collected. Many of the indus
tries most notable for running night shifts are those such as iron and 
steel and paper and pulp, the majority of which do not employ 
women during the daytime. The establishments listed in Table 4 
include only those that employed women during the daytime and 
ran night shifts. 

In these 250 establishments the night shifts sometimes included 
occupations performed by women during the day and sometimes only 
occupations of men were carried on at night. The extent to which 
the two situations existed is shown in Table 9. 
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T A BLE 9.- T ype of w or k done at night in States prohi biting night work , by State 
and inditstry 

Establishments in which type of work specified was ?one at night in--

I 
Five States Massachu• New York Wisconsin I Indiana California 

setts / 

Industry ~ · ~ i:i ~• ~ § ~ ~ i:i ~ ~ i:i ;--!-~- ~-. -i:i ,--...... -~ - ~ - i:: 

~ ~ s ~ ~ s ~ ~ s · ~ ~ s· ~ ~ s ~ ~ s 
0 a,>, 0 u,>. S u,>, 0 ,,,:,.. 0 u,>, S u,:,.. 

~ :si:i i ~ ·g~ ~ ·g~ ~ ~~ ~ §~ ~ ~~ 
3 § 0 0 :s g ~.g 3 i:l s g 3 i:: s § 3 i:l ~ g 3 i:l ~ § 
8 ~ ~ 'C 8 ~ ~ i i ~'O 8 i ~'C 8 i ~ 'O 8 i ~ 'C _ ___ _ _ _ _ , __ \._ 

All industries . .... 250 ~ 107 ~ 82 79 , 36 23 13 17 ~ 4 29 21 8 7 4 3 

~~t~f~~;;o;u~;t;== 
1

l ! ··~· ··~· <· ==;=1 i i ··~· ==;= ==;= ==== J .. !. ~=== ==== ==== ==== 
Food and food products. 12 8 4 . . . . . . . . . . . . 5 1 1 4 2 2 a 2 1 ........... . 
Glass ___ ···--··· · - · ----· 7 4 3 ____ ··-· ____ 1 _____ 1 ·--- -·- - -· -- 3 3 - ·-· 3 1 2 
Leather and leather 

products·-----···-· ·-- 5 3 2 4 2 2 ____ ---· ··-- l 1 ____ -- ·· -- - · . · · - -·-· --- - --·· 
M etal products_. _._._._ 16 12 4 6 5 1 3 3 --·· 2 2 -· · - 5 2 3 -··- -·-- ·-·· 
P aper_ _____ _ · ··-··· ---- 48 48 33 33 ---· 5 5 --·- 6 6 ____ 4 4 ... ... .. ____ ... . 
P aper products_ .. _._ . .. 4 3 1 2 2 ____ ··-- ··- · •. .. -· ·· --· · ·-·- 2 1 1 -·-· . . ...•. • 
Printing and p ublish• 

ing··· ·· ·· -··· ········ 5 3 2 .... ... . .. . . 3 2 1 .... ... . . ... 2 1 1 ........... . 

R~![i;,t:~~::: :1 :i ,1 :1 '! ,; --:- --:r- --;- :::: ;- -:- --;-::': --:- --:- :::i 
It is especially significant to· see in this tabulation the compara

tively small number of establishments that find it necessary to run a 
night shif t for what are women's occupations during the day. I n 
143 plants the n,ight shift included only those occupations normally 
performed by men. 

These figures .answer , to a certain extent, the question of how much 
of a limitation on women's opportunities in industry results from a 
night-work prohibition. 

SUBSTITUTION OF MEN ON WOMEN'S WORK 

In 107 establishments the work of women during the day was 
performed by men at night. Technica.lly this situation m~ght be 
considered to be a measure of the number of positions closed to 
women as a result of the night-work law. Actually, however, it 
means nothing of the kind, because of the attitude of many em
ployers that they would not employ women at night even if the law 
permitted it. The following table permits an e.stimate of the amount 
of subst,itution resulting from the law, and also shows, by detailing 
the employers' attitude toward employing women at night, to what 
extent this substitution may constitute a real curtailment of oppor
tunity for women resulting from the night-work law. 
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TABLE 10.- Sub@tituti on of men for women in States prohi biting night work for 
women, by policy of employer 

Five States M~~tt~hu- New York Wisconsin Indiana California 

Policy of employer Es- Es- Es- Es- Es- Es-

fi! t Men ii!t Men ii!t Men ii!t Men ii!t Men ii~t Men 
men ts men ts men ts menu, men ts men ts 

-----------,-- - - --------------------
Establishments substitu-

ting men for women___ _ 107 79 -- ---- 13 -- - - - 4 ---- - 8 ---- - 3 -----

Employer would like to employ 
women at night: 

Establishments reporting 
number of men substi-
t uted for women ________ _ 

Textile industry __ ____ _ _ 
Other ______ ____ ___ ____ _ 

E stablishments estimating 
number of men substi-
tuted for women __ ___ ___ _ 

Textile industry ______ _ 
Other ____ ___ ________ __ _ 

Establishments unable to 
estimate number of men 
substituted for women __ _ 

Textile industry _____ _ _ 
Other ______ ___ ________ _ 

Employer would not care to 
employ women at night: 

Establishments reporting 
number of men substi-
tuted for women ________ _ 

T extile industry ___ __ __ _ 
Other ____ ____ _________ _ 

Establishments estimat ing 
number of men substi-

. tuted for women __ ___ ___ _ 
T extile industry ____ ___ _ 
Other _________ __ ______ _ 

Establishments unable to 
estimate number of men 
substituted for women __ _ 

Textile industry __ ___ __ _ 
Other ______ ___ ___ _____ _ 

Employer 's policy not reported: 
Establishments reporting 

number of men substi-
tuted for women ______ __ _ 

Textile industry ______ _ 
Other ________ ______ ___ _ 

1--1--11 

24 1,446 
15 821 
9 625 

22 855 
19 707 
3 148 

22 453 
14 322 
8 131 

24 453 
23 448 
1 5 

21 1,381 
15 821 
6 560 

19 803 
17 675 
2 128 

31 9 25 - -- - - - - ----
-- ---- ----- ----- - ----- ---- -- ----- ------ -- ---

1 31 1 9 1 25 ---- -- - ----

3 
2 
1 

52 ---- - - - - - - - - - - --- - ---- - -- - - - - --- -
32 
20 

2 1 - --- - - - - -- - - - -- - ------ - - -- - 2 - - ---
1 ---- -- -- - --- - - --- - - --- - -- -- - ------ - --- - ---- -- - - -- -
1 1 - -- -- - ---- - ----- - - - -- - - -- - - 2 - - ---

13 318 4 93 30 3 10 2 
11 264 2 53 ------ --- - - 1 5 - · - - - - -----
2 54 2 40 1 30- 2 5 1 2 

23 450 3 -- ---- - -- - - - -- - - - - - - -- --- - -- - - - --
22 445 3 ----- - - ---- -- -- -- -- - -- - - --- - - - -- -
1 5 - - --- - - --- - - - - --- - -- -- -- - --- - ---- ------ -- - --

8 1 - --- - - 3 2 - ---- 2 -- - -- -- ---- - - - --
2 --- - - ---- -- - -- - - - - --- - -- - - - -- --- - --- - -3 1 --- - --

5 -- --- - -- - --- -- -- -- 1 2 2 -- --- --- - - - -----

34 - ----- ----- - -- - --- ---- - ------ - - - -- 34 -- - --- - ----
33 

1 
33 

1 

A mong the 107 establishments where men were substituted on 
women's jobs at night, 54 employers st ated that they did not want to 
employ women at night. It is obvious, therefore, that in these 54 
establishments it can not be considered that the substitution of men 
for women resulted from the night-work law. Instead it was clearly 
a matter of general managerial policy. 

In 51 establishments where men were substituted on women's jobs 
the employers stated that they would like to employ women at night 
if they could. Here the law was the cont rolling factor, and in these 
51 establishments, therefore, it may be considered that the law was 
immediately responsible for closing these jobs to women. 

Just how many women might be employed on the night shifts in 
these establishments, if it were not for the law, can not be said 
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accurately. According to the statement of 24 employers who gave 
the exact number and 22 who gave a general estimate, the total num
ber of women whose places are being taken by men at night, though 
their employers would like to have women, amounted to 2,301, without 
taking into consideration the five plants from which neither figures 
nor estimate ,could be secured. In the 54 plants where men were em
ployed on women 's jobs at night but where the employers st ated that 
they would not want to employ women, the actual and estimated 
number of men substituted for women at night, given by 46 plants, 
was 906, with no estimate for 8 plants. 

Massachusetts was the one State where night work was found to 
any great extent, and it is notable that in that State it is the textile 
industry that preponderates among the establishments operating at 
night. 

This is an industry in which many women are employed, so natu
rally it is the industry in which probably the greatest amount oi 
substitution of men for women at night would occur in a State that 
prohibited night work for women. It is interesting to find in Massa
chusetts, therefore, that of 86 textile plants 19 did not carry on any 
women's occupations during the night shift, while 34 employed men 
on women's occupations at night and stated that they would not care 
to employ women at night even if the law permitted it. This leaves 
a total of only 33 of 86 plants in the textile industry where the night
work law seems definitely to have brought about a substitution of 
men for women. 

A study of the occupations on whi,ch men are substituted for women 
in these textile establishments shows that there is no very definite 
cleavage along occupational lines for which women are wanted or 
not wanted for night work. In 44 establishments men were working 
at night on weaving, a job carried on also by women in the daytime. 
Nineteen of these establishments reported that they would like to 
employ women weavers at night, but 25 reported that they would 
not hire women for night weaving. Spinning represented the oppo
site situation. In 13 plants it was one of the jobs on which women 
were employed during the daytime and men at night. In 10 of 
these plants a preference was expressed for women on this work at 
night, while in only 3 plants were women night spinners not wanted. 
On the whole, the detailed occupational figures show that the occu
pations on which men are more extensively employed, such as 
weaving and carding, are those for whi,ch the greater number of 
plants do not want women at night, while for the occupations that 
are considered more exclusively women's, such as spinning, speeding, 
quilling, warping, etc., the greater number of establishments would 
prefer to employ women at night. The same thing holds true for 
the limited number of industries other than textile for which similar 
information was secured. 

In seasoning leather one plant reported that women were wanted 
for night work and one that they were not wanted. In the rubber 
industry it was stated that women would be used for finishing, in
specting, trimming, cutting down, making, and packing, all jobs 
in which women preponderate very greatly during the daytime. 
The same was true of the metal industry and the manufacture of 
electrical products. 
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REASONS FOR NOT EMPLOYING WOMEN AT ;NIGHT 

The attitude of the employers could be secured only through per
sonal interviews, and the information given at these interviews was 
dependent largely upon the personality and interests of each indi
vidual from whom data were secured. Many employers interested 
in problems of management and personnel went into the matter very 
thoroughly with the agents of the ,v omen's Bureau and enlarged on 
their pro~l<?ms and experiences. Other , who were uninterested or 
busy, dismissed the questions with the briefest amount of informa
tion. Whether or not and why an employer would put women on a 
night shift under conditions other than those in effect at the time 
of the interview was purely theoretical. Statements about it could 
not be checked in any way. It would be out of the question to attempt 
to state too definitely that so many employers would do this and so 
many do that because of any one thing. 

It can be stated, however, that in general the majority of em
ployer in industries employing women did not approve of night 
work for either men or women; that they used it only as a necessary 
evil, and that when it must be done it was in the majority of ca es 
not required of women. 

Even those employers who stated that they would like to use women 
at ni~ht in their plants had, some of them, mental reservations as to 
whether they could get women, while others would use women only 
as long as they had night work, which they were hoping to discon
tinue as soon as they could arrange for production in other ways. 

In 104 establishments that included women's occupations in the 
night shift and in 136 establishment that did not it was possible to 
get expressions of opinion from the employers as to their policies 
regarding the employment of women at night. These policies are 
summarized in Table 11. 

TABLE 11.-Reasons for rwt eniployvng women at night in States prohibiting 
night ioork for wornen, by general type of work 

General type of night work and reasons for not 
employing women 

Establishments in-

Five Wiscon- Cali- Indi- l\~t~~- . ew 
States sin fornia ana setts York 

------------- --- -1--- --------- - - - ---

Night work includes women's occupations-
totaL ____ ____________ _____________ _ . __ . _ .. _. _ _ 104 4 79 

44 
20 

13 

Law.· -··--- --- --·-·-------------·-----·------------- - -
General policy of firm. _.· · ---·-- --·---- - - - -- ·-- ··- ·-· 
Requires too much supervision_·-· -·· -· - ·- -·--·-·-·-· 
Women will not work at nighL------- ---------·- -·--
Women not physically able.·- ·· · - ·-·-··- -----··- - --· 
Women not especially needed---- ------·------······· 
Transportation problem .... _ .... .... .. _ .. . .. ......... ! 

Night work does not include women's occupa-

56 
24 
15 

1 2 
2 ....•... 
1 1 

3 ...... . . ···-···· ....... . 
4 -····-·· ·----- ·· 1 
1 
1 

9 
2 
3 
1 

tions- total... .. . _ .... ___ .. . ··-···· · ·· ··... .... 136 12 16 82 22 

Law_·· ······-···--·- -- --·-······-······-· · ........... . 8 3 ' 5 
General policy of firm .. _·-·-·-···--·-·· -· . . ......... _ 28 2 --···-· - 3 18 5 
Requires too much supervision_·--·-···- ·-··-· · .. . .. . 5 1 ··- - - ·-· · -·· · ··· ···-·-·· 4 
Women will not work at night ...... ·-·- · ·-- ··-······ · 1 ........ ··---·-- 1 ···----- -· -·----
Women not physically able .. ·-····---·-··-· ·· ·· · · -·· 1 . .... ... -······- . .... ·-· 1 ···-·-·-
Women not especially needed ....... -. . .. ... ..... ... . . 92 9 1 12 58 12 
Dransportation problem ............... . .. -·_ ........ . 1 ·-······ ·-······ ........ --- ··--· 1 
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Dividing the establishments into two groups, those that included 
and those that did not include women's occupations on the night 
shift, makes possible a clearer exposition of the attitude of the 
different employers. In the first place it shows that the largest group 
of the establishments runnin9 night shifts and employing women 
during the day had no womens occupations on the night shift. The 
reason for this, judging by the statements of 136 employers, is that 
in most of these establishments (92) the work done at night is not 
work on which women eyer are used. In about one-fifth of the 
1Jlants there are no women's occupations carried on at night because 
the management does not approve of night work for women and has 
been able to increase the day force or balance production so that 
the women's work is completed during the daytime. In only eight 
plants was the law responsible for there being no women, nor open
ings for women, at night. 

Of the 107 plants where women's occupa~ions were carried on at 
night, a statement was made as to policy of employment in 104. It 
is natural to find that the law played the greatest part in the closing 
of such occupati<_>ns to women at night. Nevertheless, of the 104 
plants where the law might have been the only reason for not em
ploying women at night on occupations being carried on that nor
mally employed women, in only 56 was the law given as the reason 
for not employing them. In 24 firms it was against the general policy 
to employ women at n,ight and in 15 firms it had been found that 
night work for women required too much supervision. 

The general attitude of employers toward night work for women 
is reflected in the fact that half of those running women's occupa
tions at night who did not employ women at night for reasons other 
than the law, gave as their reason no specific cause but only that it 
was not the policy of the firm to do this; and that in more than two
thirds of those hav,ing no women's occupations at night, this fact 
was due to the type of process carried on at night. 

In some plants the night shift was run for only a part of the plant, 
and in such cases it was usual for the employer to state that it 
would not pay him to provide the necessary supervision for the small 
number of women who might be used at night. The matter of super
vision seemed to loom large in the minds of the employers in dis
cus~ng the problems of night employment of women, and it was 
very generally felt that supervision was especially important on a 
night shift and even more so when only a few women were employed 
at night. Part of the special problem of night supervision, in the 
opinion of some employers, was due to the fact that it was difficult 
to secure the best class of workers at night. In fact, some of the 
employers who stated that they would employ women at night if it 
were not for the law, were rather dub,ious of the possibility of get
ting any women. One employer in a textile mill with more than 
150 women on the day shift said that he did not think he could get 
women to work at night even if it were not illegal. He added that 
women ~lways were more pleased than were men at getting shorter 
hours, and that he had never heard of any women wanting night 
work. Another employer, who had more than 200 women on his 
day shift manufacturing electrical products, stated that he would 
try women at n,ight if the law permitted, because women were bet-
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ter on certain jobs and turned out more work than men did, but his 
experience had shown that it was difficult to get satisfactory night 
workers. Ordinarily he could get only the " riff raff " of men and 
he thought it would probably be the same with women. 

Whether or not they would employ women at night, again and 
again the · different employers expressed themselves as opposed to 
any night work for either sex. The problem of the textile operator 

• was well represented by the statement of an employer in a large mill 
operating with about 600 persons, which follows: 

It costs us over 15 per cent more to run nights and we get 30 per cent poorer 
work. There are 7,000 threads on a warp and that makes 7,000 shadows at 
night. We do not like to employ either men or women at night, but must do it, 
because of seasonal conditions in the business which have come up in the last 
few years. · -

I'm sure our workers don't like the night work. We have trouble all the 
time. A worker has pride in her alley and machine. She keeps it clean, polishes 
some of the parts, it's her "house." Then a night man comes in. H e spits on 
the floor, does not have any pride at all, a,nd the result is tha,t we b,ave continual 
complain ts. 

I have started a new system. If a husband and wife work here, I have the 
wife on days and the husband on her machine nights. It saves a lot of disputes 
and they can shake hands as they pass each other on the way in and out. 

We want a law which will stop night work for men and women in all the 
States. 

Another employer brought out the same question of the conditions 
of the machinery resulting from night work. He felt that night 
work was unsatisfactory, especially because most of the trouble with 
the machines came at night, and also because the machines were not 
clean and in good condition for the day force. In this establish
ment they were gradually enlarging so as to do away with night 
work entirely, but in the meantime they would like to be able to 
employ women when they had a night shift. 

Possible disadvantages of night work from a commercial standpoint 
were brought out by the manager of two large mills in Massachu
setts employing in all over 1,000 women and 1,500 men. He felt that 
the hour laws and other industrial legislation of Massachusetts had 
been a great hardship for the textile manufacturers. Nevertheless, 
he stated, he did not believe in night work. Though undoubtedly it 
reduced overhead costs, he thought it resulted in overproduc~ion, so 
that in the long run the manufacturer was obliged to sell for less 
and it was a question whether he made any more in the end. He 
said that because of night work in the South 36,000,000 spindles in 
the United States were now producing an output of 50,000,000 
spindles, and he considered the extra 14,000,000 spindle production 
as overproduction. In his opinion, 48 hours for all mills probably 
would produce all the country needs. Other drawbacks to night 
work, in his experience, were rapid deterioration of machinery be
cause of lack of opportunity for proper repairs, with a ~esulting 
deterioration in quality of material produced and loss of reputation 
for the manufacturer. He blamed the inferiority of material pro
duced on night shifts to two things: First; the poorer type of work
ers obtainable for such work; and, second, the difficulty of determin
ing responsibility for the condition of machines where two sets of 
people are wn .. : __ 6 on the same machines, each holding the other 
responsible .for poor work. 
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The policies of the employers just outlined, discovered through the 
more general investigation of plants operating night shifts, were 
very largely duplicated by the statements made by the manage.rs and 
surerintendents. of the hosiery and electrical ma:nufacturin9 plants in 
which the detailed study of the factors aff ectmg women s employ
ment was made. In the statements regarding mght work listed m 
Appendix B, pages 363 to 469, all attitudes toward this matter are 
indicated, but the employer who wanted women at night wa.s much 
in the minority. 

A report from 12 of the employment offices in N e,v York State 
contained an especially interesting statement regarding the demand_ 
for night workers from the experience of the employment office.. 
This statement is as follows: 

It haE? been our experience in the public employment offices for the past 10 
years that laws regulating night work for women have had very little effect on 
employers' orders for female help. In New York State production has gen
erally been so arranged in manufacturing concerns that night work for women 
is rarely preferable from the viewpoint of the employer. In hotel and restau
rant work there may have been a few instances in which employers may have 
wished to employ women for hours at night later than those permitted by law. 
It has been my experience generally in discussing this matter with employers 
that women usually do not wish to work at night. It is difficult to secure men 
to work at night and the labor turnover of men night workers, I am told, is 
much greater than that of day workers. It is • usually necessary to pay men 
night workers higher weekly wages than that of ·day workers. Industrial 
conditions for women in recent years have _generally been satisfactory enough 
so that women need not work at night when it is legally permitted unless they 
care to do so. · · 

CURTAILMENT OF WOMEN'S OPPORTUNITY DUE TO NIGHT-WORK 
PROHIBITION 

In a very few plants there seemed to be a curtailment of women's 
opportunities during the daytime and a substitution of men on 
women's work because of the night-work prohibition for women. 
The superintendent of one Massachusetts textile mill was much 
opposed to the labor laws of that State. He reported that he em
ployed about 450 men and . 310 women, a very much smaller pro
portion of women than is common in mills manufacturing his 
specialty. About 180 of the men were used at night, but even on the 
day force th'e per cent of men was unusually large. This situation 
he explained by the fact that his policy was to " prefer men for aU 
jobs on which they can work as efficiently as women and at approxi
mately the same labor cost." He said he was using about 120 
"Bravas" (Portuguese from Cape Verde Islands) on women's jobs 
at night and paid them the sa;me rate as women, though they earned 
more, as they worked longer hours than the women. He stated that 
he was plannina to introduce the Bravas on the day shifts and 
gradually to rep9.ace· women, because then he would be able to run 
his plant whenever needed. As this experiment has not yet been 
carriBd out it is still open to question how much real effect the 
night-work law has had on the women's opportunities in that mill. 

In another mill, however , th.e effects were. more direct. In this 
woolen mill the men were employed weaving, spinning, and carding 
and the women were on weavil).g, sewing, and burling. When the 
mill ran at night, extra women were taken on in the day and men 
were transferred from the day to the night shift. The superin-
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tendent said he would. employ more women regularly on the day 
shift but he had to keep enough men in women's occupations on the 
ooy shift to form the skeleton for a night force for use in emergencies. 

In three other Massachusetts mills and in one California gla~ 
factory there was found evidence of a possible curtailment of 
women's work during the daytime, resulting from the prohibition of 
their employment at night. 

In one of the Massachusetts mills, where 140 men and 116 women 
were employed on the day shift and 125 men at night, the superin
c:endent said the proportion of men in the plant was higher than 
it would be if women could work overtime and could be used at 
night, as women then could be shifted to night work. 

In a silk mill, employing 103 men and 61 women on the day shift 
and 166 men on evening and night shifts, the superintendent said 
that if women could work any shift and overtime he probably would 
employ more women weavers, who would be given the same oppor
tunity as men to work at night. 

1n a knitting mill, employing 24 men and 90 women on the day 
shift and 23 men at night, the manager said he did not want espe
cially to employ women at night but would "just as soon employ 
men-can't give all the men's jobs over to women." Nevertheless, 
he stated that the primary reason he had almost no women knitting , 
was that he could not rotate them between day and night shifts dur
ing the se~sons when the plant was running at night. He said he 
could not expect anyone to work at night continuously; they must 
be able to rotate. 

In a California plant manufacturing glass bottles, 17 women and 
482 men were employed. The manager of this plant stated that in 
August, 1925, about 35 girls were laid off who had been packing 
from the machines in the glass factory on the day shift, from 8 to 
4., because he desired to have all employees work on a regular tour 
system, and with the girls on one shift only it was .impossible for 
men who did this work on the other two shifts ever to get night 
relief. Also, he thought it was a better policy to have all men in 
the glass plant as long as women could not work on the same basis 
as men. He had found that there were plenty of men available for 
only a slightly higher rate than the girls. The fact that women 
must have at least half an hour for lunch, he stated, was an.other 
reason for discontinuing their employment on the tours. At the 
time of the interview the 17 women employees were·setting up paper 
cartons and, in the stock room, packing bottles in corrugated boxes. 

The few establishments just listed and described represent the 
sum total of cases in which it seemed that there had been a definite 
limitation of women's opportunities resulting from night-work 
legislation. ,· · 

It is possible that in the industries conducted on the tour system 
this result may be more extensive, but it would be exceed,ingly diffi
cult to measure its extent because of the fact that mo.st of t he so
called continuous processes about which the tour system usually is 
built are processes not adapted to women's strength and ability. 

An interesting illustration of the relation between women's em
ployment on jobs for which the tour system is used and their em
ployment at night appears on page 225 of the section of this report 
dealing with the employment of women in the metal industries in 
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Michigan. Though the Michigan law does not prohibit nor limit 
women's employment at. night in any way, one highly ,important firm 
manufacturing automobiles, and employing a very large number of 
men, re.ported that all its employment policies with reference to 
women are affected by its policy regarding night work for them. 
When the plant is operating at full production capacity, most of 
the work is done on three 8-hour sh,ifts, the employees taking turns 
on the various shifts. A limited number of jobs are carried on only 
in the daytime. Because the president of the firm has a strong 
personal bias against the employment of women at night, they are 
employed only by day; and because it is not considered fair to the 
men to employ women for day work and the men for night work 
only, the three-shift jobs are closed to women. Many of the light 
jobs ,in the plant_, that if it were not for this situation might be done 
by women, are given to handicapped men. 

It is evident, therefore, that from the employers' standpoint legal 
prohibition is by no means the only factor that limits night work for 
women and that by limiting night work also limits the day employ
ment of women. 

EXPERIENCE OF WOMEN NIGHT WORKERS 

As a final measure of the effects of the night-work law on women, 
interviews were held with a number of women-57 in all-who 
actually were employed at night, in order to find out what they 
thought of working during these hours. From these interviews it 
was obvious that among the women employed in manufacturing 
processes it was the familiar story of the night worker that was 
again being unfolded. The following table summar izes the st ate
ments of the women who reported their opinion. 

Women 's opinion s of night work Number 
of women 

All women reporting __________ ____ _______________ '" _ _ _ _ _ _ _ _ _ _ _ _ 53 

Likenightwork ___ _____ __ _______________________ __ ________ ____ ____ _ 15 

Lighter work, cooler, whole day to self_ ____ ____ __ ___ ___ ____ ________ 1 
Easier than day work_ ______ ___ ____ _______ _________ ______ _______ 3 
More money __________________ ________ ______ ___ ____ ____________ 1 
Easier; better pay _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 2 
Saturday morning to Monday night free ______ ______________________ 2 
Reason not reported__ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 6 

Do not like night work_ _____ __ _______________________ ______ _______ __ 10 

Difficult to sleep during day_ ____________________________ ______ ___ 3 
Interferes with evening pleasures_ ___ ______ _____ ______ __________ ___ 2 
Electric lights hurt eyes _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 1 
Reason not reported__ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 4 

Miscellaneous reasons for working at night __ ~--------------- - -- - -- - --- - 28 

Gan not get day job ___ _________________ ___ ____ ______ ______ __ ____ 1 
Can get no other job __ ___ __ ____ __ __ ___ ___ ________ ____________ .__ _ 2 
Can do home duties in daytime_______ ______________ _____ ________ _ 25 
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The interviews are too few to permit of a satisfactory correlation 
between age or experience and an opinion of night work, but it is 
significant to note that of the group of women who reported that 
they took night work because they could not get anything else or so 
that they could do their housework in the daytime not one was . 
younger than 25, 17 were between 25 and 40, and 9 were 40- years 
old or more. Of the 15 who expressed a liking for night work, 4 
were younger than 25, 6 were between 25 and 40, and 5 were 40 or 
older. 

This table indicate:, a considerable difference of opinion about 
night work on the part of the women who were doing it. Fifteen 
of them preferred night work to day work for various reasons. The 
schedules show that 9 of these 15 women were restaurant workers, 
constituting two-thirds of the restaurant workers interviewed. 

A dislike of night work was expressed by 10 of the 53 women who 
expressed their opinion;, on the subject. Four of them were restau
rant workers and 4 were workers in food 'manufacturing. 

Half the women did not express either dislike or preference for 
night work, but simply took what they could get and did what work 
they could when they were :free 'from other duties. It appears typi
cal of what other studies of this same subject have shown, that of the 
women in industrial work, manufacturing food and electrical sup-
plies, 17 of 26 in the former work and 6 of 11 in the latter should • 
have taken up night work :,o as to "do home duties during the day-
time.~' \ 

Another indication of the general attitude of the workers toward 
night work is given by the reports already quoted of the public 
employment offices. Table 2, page 150, shows that five offices reported 
more applications :from women than there was demand from em
ployers _for night work. Nine offices reported a similar situation 
regarding men. On the other liand, three offices reported more 
women wa~ted by employers than applied for night work, whil~ nine. 
reported a ·similar situation for men. In regard to this question of 
supply and demand for night workers, one employment office . re
ported, " The supply of men :for night work has almost always heel?-. 
less than the demand. Many applicants claim that they are unable to 
do night work because they can not sleep days nor do work by , arti
ficial light." In this office the files showed that 150 men had applied 
for night work and 300 had been placed on night shifts. It was 
explained that "the balance , * * * applied for daywork, but . 
took night work b~cause it wa~ the only employment available." 

110179--28--. 13 

,· 
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.CHAPTER VII.-THE EFFECTS OF THE NIGHT 
WORK LAW ON WOMEN EMPLOYED IN NEWS-· 
PAPER OFFICES AS PROOF READERS, LINOTYP~ 
ISTS, ANI) MONOTYPISTS 

Women in newspaper offices in New York-Women in newspaper offices in 
Illinois, Wisconsin, and Ohio-Women's experience with night work and 
night-work legislation 

Women are not employed to any very great extent as proof readers, 
linotypists, or monotypists. Nevertheless, they have worked in 
such capacity for many years in small numbers and the probabilities 
are that they have increased considerably within the past generation. 
Wherever they have been employed, however, they have been in the 
minority and have worked under standards of hours and wages that 
have been decided largely by the trade-union organization for such 
work. This union, probably one of the most powerful labor groups 
in the country, for many years has admitted women to m~mbership. 
As a result the women's status as union members has contributed to 
making their position one of more or less equality with the men 
employed. Because of this fact the enforcement of legislation regu
lating women's daily and weekly hours of work probably has had 
little effect on their •employment. The union has practically every
where secured the 8-hour day and the 44-l;wur week for .this work, 
and such hours applying to the women as well as to the men ~ould 
not conflict with any hour legislation passed for women only. The 
effect of such legislation as a possible handicap to the employment of 
women in these occupations, therefore, is not important and need not 
be dealt with in ' considering this ~ype of work for women. 

The prohibition of wom~n's empl'oyment at night is another 
matter. Employment in newspaper offices presupposes for certain 
types of papers that some work should be carried on at night. It 
is a well-known fact that for most morning newspapers the period 
of greatest activity is during the night, and that is the time when 
the largest number of employees must be at work. There is, of 
course, a certain residue of work to be carried on during the daytime, 
but the outstanding qualification for work for morning newspapers 
is that it should be done during hours when almost every other 
occupation has ceased. Because some lines of work must be done at 
all hours of the day, it is the custom in such offices to have different 
shifts, for which choice is made by the employees' using their 
"seniority rights." By this method the employee who has the 
longer service is abl'e to make the first choice of shifts. Under such 
a system if women were not free to work on the night shift, because 
of legal restrictions, those whose seniority rights did not give them 
great freedom of choice might be seriously hampered. 

There are laws prohibiting or regulating night work for women 
in 18 States. In four States the law is so worded that obviously 
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it does not apply to women in these occupations in newspaper " 
offices. To find out from the remaining 14 States how extensively 
these occupations came under the night-wo_rk laws2 the Wom~n's· 
Bureau secured statements from the enforcmg officials concernmg 
the application of the law.1 

It appears from these statements that in six States 2 alt the occupa
tions (linotyping, monotyping, copy holding, and proof reading) 
are exempt from the la,v, while in -one additional State (Pennsyl
vania) proof readers are exempt though the other occupations are 
prohibited after 10 p. m. 

In six other States 3 the laws apply to all these occupations. I? 
New Hampshire and Wisconsin, however, the law does not prohibit 
the employment of women but limits the number of hours the 
may work at night. 

It is apparent, therefore, that the restrictions of a night-work Iav -
have not been very extensively applied to women in these occupa- 
tions. Nevertheless, in one instance at least this application has: 
been made with an effect that has handicapped .a few women and 
by such handicap has thrown suspicion on the effects of the night
work law on other occupations in which women are employed. 

This situation occurred in New York State and it has been by 
far the most conspicuous illustration of possible restrictions to 
women's work resulting from the enforcement of legislation. 

The story of the women printers has been told wherever there
has been a discussion of the effects of labor legislation on any group· 
of women. It has become a "cause celebre" in the annals of in- · 
dustrial legislation. The importance of-the effects of the legislation' 
in question, from the standpoint of the women in the printing 
trades, is beyond dispute. Its insignificance in respect to the broader 
field of industrial occupations is equally certain. 

Women's employment ~n printing is not comparable with the-
general run of manufacturing occupations. These women are mem
bers of trades that are strongly organized and that probably hav 
as general a standard of short hours and high wages as any occupa--· 
tion in which womeia are engaged outside of business and profes-
sional activities. They must meet requirements £or continuous oper:
ation,. due to the necessities of newspaper publication, that also are· 
not comparable with most manufacturing industries. For these· 
reasons the application of legislation to women 'in the printing. 
trades presents problems that are unique and that should not be· 
confused with those of any other occupation. 

The investigations reported on in the pages following show that 
women in newspaper offices are not numerous, and that even. wheni 
they are free from any special legal regulations their emploj7'.ment 
at night is not extensive. Nevertheless, their employment at nigli 
is accepted as normal and inevitable and not undesirable by many
employers and by most of the women themselves. At the time when, 
the night-work law was applied to these women undoubtedly there 
were instances in which women's opportunity was restricted as a. 
result. The number was not great, h,~t it offers an important ex-

1 The reply from one State (Maryland) was so indefinite that it could not be used. 
2 Cal\forn!a, ~/:\nsa~, Massac~usctts, Neb.raska, North, Dakota, and South 8arolirui,. 
3 Connecticut, Delaware, Indiana, N~w Hampshire, Oregon, and Wisconsin,. 
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ample of occupations not susceptible of ·adjustment without handicap "-
to legal standards devised for industrial processes. --::;,---_,_ 

WOMEN IN NEWSPAPER OFFICES IN NEW YORK 

The history of night-work legislation and women in the newspaper 
offices of New York State already has been so thoroughly studied 
that it did not seem necessary to collect additional information 
:about it for the current investigation. However, as it is one of the 
-focal points of the entire controversy over special legislation, it is 
important to include here a brief statement of the subject. 

The following account is drawn from the report of a study made 
by the bureau of women in industry of the New York State Depart
ment of Labor in 1926. 4 

women employed in newspaper offices as proof readers, lino typists, and mono
typists represent a small, highly skilled, highly organized, and mature group of 
workers. Attention out of all proportion to their numbers centered for many 
years upon these workers, due to their efforts to amend the night-work law 
for factory women, which became applicable to them in 1913 when newspaper 
offices were classified 'under the law as factories. Representatives of this group 
appeared at each session of the legislature, urging exemption from the law on 
the grounds that women in this work were being discriminated against due to 
their inability to work at night; that they were unable to take advantage of 
the higher wages paid for night worki; that they were losing their places on 
the seniority list and were not given the same opportunity for employment as 
men. It was not until the 1921 session of the legislature, however, that a bill 
was passed which removed these women from any statutory limitations as far 
as hours were concerned. The exemption ( ch. 489, Art. I, subdivision 9, New 
York State labor law) reads as follows: 

"Nor shall the provisions of this chapter prohibiting the employment of 
women over 21 as proof readers at certain hours apply to newspaper publishing 
establishments, linotypists, and monotypists." 

It seems reasonable that women in this highly skilled trade, amply protected 
by a powerful trade-union organization, should have the right to work at night 
if they so desire. To assume, however, that this group is in any way typical of 
the great mass of factory women, for whom the n :ght-work law is: an indis
pensable measure for health and welfare, would be a serious misrepresentation 

· of the situation. Because the stir and publicity created by the continued legis
lative battles which led to the passage of the amendment gave the impression, 
widely circulated, that scores of women were being handicapped by exclusion 
from night work, it is pertinent to inquire how large a group has actually been 
affected by the removal of night-work restrictions. 

The bureau of women in industry has, therefore, just completed a survey of
(1) The number of women employed on newspaper work. 
(2) The number of women who have taken advantage of the opportunity: to 

work at night in the five years which have elapsed since the bars on night work 
for women in newspaper establishments were let down. 

Scope. 
Questionnaires were sent to 92 newspapers in the State asking information 

on the number and occupations of ·women employees, their hours of wor~, and 
the wage scale. Replies were received from 77 newspapers-:-16 in New York 
City and 61 throughout the rest of the State. The following report covers, 
therefore, a large number of newspapers representative of all sections of the 
State. 
Number of newspapers employing women. 

Of the 77 newspapers covered in the report, 53 employed women while 24 
had no women workers. Less than-three-quarters of the newspapers, therefore, 
used women workers. Of the 16 New York City papers, 6 employed no women; 
-of the 61 upstate papers, there were 18 which had no women employees. No 

'New York. Department of Labor. lnqustrlal Bulletin, November, 1926, p. 37;. 
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particular difference is shown in the policy of employing women workers between 
the papers published in and outside New York City. 

Numbe;r and occupations of women employed. 
The 53 newspapers which used women workers employed 150 women. Proof 

reading and linotype operating were the main types of work. Seventy-eight 
women worked as proof readers, 69 operated linotype machines, and 3 mono
type machines. Fifty-three of the 150 women employed worked in New York 
City, 97 throughout the rest of the State. Since the relative size of the New 
York City and upstate newspapers covered is not known, it is not possible to 
gage whether there is a greater tendency towards the employment of women 
in New York or in the smaller upstate communities. 

Hours of work. 
Night work is necessary in newspaper publishing: Big mo·rning papers, in 

fact, have three shifts, a day, a night, and a lobster shift, the latter starting 
after midnight and continuing until 9 or 10 in the morning. On evening 
papers, however, the bulk of work is done in the daytime. Day work was 
found to be more customary for women employees than night work. One 
hundred and ten, or 73 per cent of the 150 women employed on newspapers,. 
worked in the daytime; only 40, or 27 per cent, worked at night. Of the 4 
women working at night, 4 were employed on the lobster shift. 

Night work was much more prevalent among New York City than among 
upstate workers. About one-half (27) of the women on ew York papers 
worked at night; only 11 per cent (11) upstate. Although exact figures were 
not obtained, it is assumed that upstate newspapers would show a higher 
proportion of evening publications than New York papers, a fact which 
would, of course, limit the opportunities for night work on the upstate papers. 
There were no cases of women employed on the lobster shift upstate. 

Hours of women worker s -both on the day and the night shift were found to 
vary somewhat. In New York City the two main day shifts were from 8 a . m. 
to 4 p. m. or from 10 a. m. to 6 p. m. Upstate cities showed a greater variety 
of hour schedules with a decided tendency for work to start earlier. The 
largest proportion of women worked from 7.30 a. m. to 4 p. m., the next largest 
group from 8 a. m. to 4 p. m. A variety of other schedules were shown 

· varying from a short and early schedule, 7.30 a. m. to 2 p. m., to a longer and 
later one, 9 a . m. to 6 p. m. 

Work on the night shift in New York City fell in most cases between 6 p. m. 
and 2 a. m. A few women worked from 8 p. m. to 4 a. m. and a few from 
7 p. m. to 3 a . m. The four women working on the lobster shift began work 
at 2 a. m. and stopped either at 9.30 or 10 in the morning. 

Wages. 
Wages in New York City are fixed by trade-union agreement. Minimum rates 

for proof rea<ling, linotype, and monotype operating are $60 a week for day 
work, $63 for work on the night shift, and $66 for the lobster shift. Fifty of 
the fifty-three women employed on the 16 New York newspapers included in 
this study were being paid at these rates. 

In some of the upstate cities minimum scales are in effect; in others no 
union agreement exists. Consequently, wage rates are much more 'Varied than 
in New York City. The earnings of proof readers employed on day work 
ranged from $11 to $47.50 per week, of linotypists from $21 to $49. Earnings 
for night work ranged between $45 and $53 per week. Twenty proof readers 
on the day shift earned less than $20 a week, 13 between $20 and $30, 3 between 
$30 and $40, and 6 more than $40. Linotype operating was higher paid. 
Only three linotype operators earned less than $30, 8 earned between $30 and 
$40, and 14 earned more than $40. There were a few proof readers and 
linotypists whose weekly earnings could not be determined, as they werE> 
employed on an hour or piecework basis. 

The facts brought out by this survey show that the number of women actually 
engaged in newspaper work is sma11, a total of 150 on 77 newspapers. A mBre 
handful, 40 women in all, have taken advantage of the opportunity to work 
at night in the five years since night-work restrictions were removed. In 
reality, therefore, the law against which such heated protests were raised 
excluded a minute number of workers from night employment in this particular 
trade. · 
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It is evident from the findings of the New York Bureau of Women 
in Industry that though very few women can have been affected 
by this night-work law in New York there was a small group who 
would not have been employed had they not been exempted from 
the law. This, of course, is true of other occupations to which the 
night-work law applies.. The findings in the detailed study of night 
work in manufacturing establishments has shown indubitably that 
.there are a few occupations on which women would be employed at 
.:night if such employment were permitted for them. The fact that 
· is peculiar to the employment of women proof readers, lino typists, 
:and monotypists; however, is that they are a highly skilled group 
-of operatives, with hou·rs, wages, and working conditions, stipulated 
and enforced by union agreement, far better than those usually found 
in manufacturing establishments. For this reason the question arises 

· as to whether inclusion of this group within the law is justifiable 
from any results that it brings about in improving conditions among 
the women themselves. 

WOMEN IN NEW SP APER OFFICES IN ILLINOIS, WISCONSIN, AND 
OHIO 

To secure additional light on this subject the Women's Bureau 
attempted in three States-Illinois, Wisconsin, and Ohio-to find out 
how extensively women are employed on newspapers and what was 
t he attitude of their employers. Personal interviews were held 
with 12 woinen employed at night in Indiana. The newspapers from 
which information was secured were limited to those employing some 
women, as the attempt was to show as clearly as possible the propor
tional importance of women in newspaper offices when they had once · 
·secured an opening in such work. The findings in this regard were 
very similar to those of the New York study just quoted. In other 
words, the opportunity for women's employment in newspaper offices 
is not yet very great. 

In the 12 newspaper offices from which information was secured 
there were employed 1,158 men and 107 women-a larger number of 
women per newspaper than was found in New York, where on 77 
newspapers a total of only 150 women were employed. Three of the 
newspapers employed women only at night and five employed women 
only in the daytime. Four employe_d women on both day and night 
shifts. Irr all t:iere were not very many women employed at night
a total of only 15, which also verifies the findings of the New York 
study. The hours of these women ranged from '5.30 or 6 p. m. to 
1 or 3 a. m. These 15 women were employed mostly as proof readers, 
9 falling within this group; 4 were linotype-machine operators. The 
occupat10ns of 2 women were not reported. 

The employers on these newspapers were indifferent whether · or 
not women worked at night. Of the five employers who had no 
women on the night shift, though they did use them in the daytime, 
this fact in three cases was not due to any disapproval of night work 
for women. It was a matter of indifference to the employer him
self whether or not he had women at night. He said that it was " up 
to the union or up to the women." 

On the other two newspapers it was simply stated that women's 
work at night was not necessary. In one case the business manager 
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added that they had only one woman on the force; she was old, and 
he did not think he would want her to be going home at night. Any
way, he said, night work for women is not necessary. 

In the seven establishments where women were employed at night 
the attitude toward such work for them also was one of indifference. 

· Night work for women did not seem to be a problem w.ith which any 
of the papers were especially conGerned. Their attitude probably 
was well illustrated by one morning newspaper that employed four 
women in the daytime and two at night. When the employer was 
asked for a statement on his policy about employing women at night, 
he said " )Vomen are just as good as men. This is not like a factory. 
,vomen are union members, have as good jobs as men, and are paid 
the same. They are here to work. The pr,iority rule in the shop 
requires new employees to begin on the night shift. A night-work 
law would cut women out of these jobs on newspapers." In this 
e,stablishment 6 women were employed-2 as linotypists, 2 as copy
holders, and 2 as proof readers. 

From this summary of the attitude of employers who are and 
are not using women at night, it is obvious that where women have 
been introduced in the shop as union members on an equal basis 
w,ith men as far as standards of work and wages are concerned the 
employer does not consider that they should be on any other status 
in the shop itself. The fact of the priority rule brought out by the 
last quotation probably is a very serious one from the standpoint of 
women in this kind of work. It is very likely that where such a 
rule is in force limitation of women's choice might result in their 
dimination from the occupations for which such choice of shifts 
must be made. 

WOMEN'S EXPERIENCE WITH NIGHT WORK AND NIGHT-WORK 
LEGISLATION 

Interviews with the women themselves elicited the fact that from 
their standpoint night work was far from being a hardship. Only 
12 women who were employed at night were located; 6 of these 
women were working on newspapers and 6 in printing establish
ments. 

Only one woman in the entire group said that she preferred day 
work to night work. She worked at night only because she could 
not get another job. The other 11 worked at night from preference. 
Most of them had many years of service behind them, 7 having had 
more than 5 years and only 1 having had less than a year of night 
work. The most usual hours for th.is group of women were from 
6 p. m. to 2 or 2 .. 30 a. m. Many of these women had some home 
responsibilities that they had to carry on outside their working 
hours. Only 2 had no housework to do. Two said that they did all 
their cooking and housework except the laundry, 2 others said that 
they did " most " of their own housework, and 6 had help at home. 

In spite of the extra work at home and what seemed to the casual 
observer to be rather trying hours, these 12 women were unusually 
enthusiastic about their work. Many reasons were given for liking 
it, varying, of course, with individual circumstances and preferences, 
but the most usual one was that they could be out in the daytime and 
sometimes do shopping or go to the theater in the afternoon. An-
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other condition accompanying: night work that several women found 
a ,great ,inducement was that they did not hav~ to come and go to 
work in a crowd. It was the usual thing for almost every woma:u 
to ,e~press several reasons for preferring night wonk • to day work, 
.asjn the case of the woman who said she liked night work best be
cause " it is much quieter working at night and easier reading. You 
get paid more ($1.50 a night ·extra) and you have more time to your
self than when you work all dar, I like not getting ,in the crowd 
when I go and come from work.' 

Another woman who was a proof reader said that she liked night 
work for :a number of reasons. Her husband worked at night in 
the same shop, and they could come and go together. She liked 
going the opposite way of the crowd, because she could always get 
a seat, and she liked being able to go shopping or to a play in the 
afternoon. A few women liked night work because it gave them 
more time for their home duties, but th.is situation did not loom so 
large with this group of workers as with women who worked at night 
in industrial pursuits. 

A very considered opinion of the advantages and disadvantages 
of night work was given by a woman linotype operator on a morn
ing newspaper. She was about 35 and had been a linotype operator 
for perhaps 13 years. Her first job had been from 3.30 to 9.30 p. m. , 
which hours she found much less desirable than her present shift of 
6 p. m. to 2 a. m., as the former shift spoiled both afternoon and 
evening. She lived with her mother and sisters and the mother 
kept house for the family, but she had to help with the housework 
at home. She earned from $35 to $40 a week, making about $3 
more on night shift than on day work. She very much preferred 
the night work, especially in summer, when it was nice to have the 
afternoons off. When she began on the night shift, eight years 
before, her mother was ill, and being on the night shift gave her 
a chance to be at home with her mother in the afternoon, her sister 
being at home in the evening. She said she had no difficulty in 
sleeping in the morning, but when she was asked if she would 
advise a young sister of 18 to follow the same work on a night 
shift, she said, " If my sister were a home body like me, I would 
say yes. If she wanted company or friends outside, she might get 
lonely." 

One woman gave the surprising reason for liking night wo_rk that 
she found she could get more sleep in the daytime than at night. 
She was a vigorous woman of about 65, most enthusiastic about her 
work, and seemed able to withstand considerable fatigue. For 17½ 
years she had been on the night shift, from 6 p. m. to 2.30 a. m., 
as a proof reader. Her family consisted of herself and a mature son 
who also worked at night or in the evening. Housekeeping was 
simple for her with such a small family, and she hired a woman to 
come in for the day . work on three days a week. She said that she 
had never tried night work when she had family responsibilities, 
but that she could not be hired to go on a day shift now. She 
thought . she would dislike working in the heat of the day and going 
to work in the crush on the cars. She would hate to hurry to get 
off in the early morning. She said she got eight hours of straight 
sleep, breakfasting with her son about 11 or 12. She thinks people 
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are not so apt to cut short their rest at 10 a. m. as to cut off an 
hour after 10 p. m. at night. Her son drives a car and usually 
takes her to work in the afternoon, and one of the printers " taxis " 
several of the girls home in the early morning. The Women's Bu
reau agent who interviewed this woman said that she had never' 
talked with anyone who was more enthusiastic about her work. Of 
course, not every woman night worker presented so happy- a picture 
as this. 

One woman worked off and on at night as a linotypist because she 
had two children to care for and housework to do. For this reason 
she thought it was really, better for her to work at night, and she 
liked night work. Her hours in the shop were from 6 p. m. to 2.30 
a. m. When she got home she usually slept until about midday. 

A very intelligent young woman who is employed as a linotypist 
on a morning newspaper from 6 p. m. to 2 a. m. finds night work 
especially satisfactory for several different reasons. Her father also 
works at night, and as hers is a small, quiet family she thinks that 
she gets more rest than her sister, who works in an office during the 
<lay and is very apt to cut her night's rest short, while she herself 
gets her full quota of sleep, as the house is quiet and she has no 
difficulty in sleeping. After a few weeks of night work, she said, she 
had always preferred it. It gives her the afternoon with her mother, 
and she also has the daytime for shopping and the theater. The 
drawback to the work, she finds, is that socially her acquaintances 
are limited to the people who can play when she is free, and she has 
very few close friends. Another handicap is .that she misses evening 
entertainments, especially. in the line of concerts and lectures. fNev
ertheless she finds that the job pays well. She makes more than her 
sister who is in office work, and unless she could teach she knows 
nothing she would rather do. • · 

None of these women had had any experience of the effect of legis
lation on their employment. In New York, however, two women 
printers were interviewed who had had such experience, and though 
their stories pertain to a situation which has been remedied, it seems 
important to quote them here, so that fullest weight may· be given to 
the experiences of those who have been handicapped by the law even 
though this legal handicap has been removed. 

One of these women was a journeyman printer and had been em
ployed in this work for about 25 years. At the time she was inter
viewed she was working on the "lobster" shift, from 2 a. m. to 9.30 
a. m. When the night-work law of New York State was int~rpreted 
as applying to newsJ?aper offices, in 1913, this woman was obliged to 
work on the day shift, :which meant a reduction in wages and loss 
of priority. She did not actually lose her job, and she said that the 
effect of the law on her was not so disastrous financially as some 
"bitter-end" opponents of the legisln,tion would have one believe. 
Her finances were curtailed somewhat, she said, but 'it was her feel
ings more than her finances that were hurt. " I felt as though my 
personal liberty was being interfered with. You really should have 
the right to work when you want to. I don't compete with women
I compete with men." In regard to the question of the desirability 
of night work, this woman printer was firmly in favor of it. She 
said she liked it, had done it all her life, and preferred it to daywork. 
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Working on the lobster shift, she said, made it possible to get her 
sleep either in the daytime 'or at night, her afternoons were free for 
swimming, gardening, etc. Also she found life more " serene," being 
able to keep out of the rush coming from and going to work. Though 
disliking the law when it applied to herself, this woman was in favor 
of laws limiting hours of work for women, because she thought most 
of them were temporary workers. She said that a few newspaper 
women were violently against the night-work _law. "But those 
women have a Big Six card in their pocket; they don't know that all 
women can't be organized." · 

The other New York woman whose interview brought out that she 
had been affected by the New York law reported more serious handi
caps resulting from it. She said that when the law was interpreted 
as applying to her job she was a proof reader at night on a news
paper, and because of the law she lost her job. She could not get a 
permanent job on the day force of any newspaper, she said, because 
of the union rule that requires that workers shall choose their shifts 
according to their priority. It was impossible for her tlo get a job 
unless she could take her turn at night, because the night force is 
much larger than the day force on morning papers and the workers 
with better priority _ rights than hers had first choice of the day 
shifts. She did not get a day job until 1918, she said, and in the 
meantime she supported herself and her two children by typing, 
sewing, and different kinds of home work. After women in news
paper offices were exempted from the law she returned to her former 
job on the lobster shift. 

This woman also preferred night work to employment on the day 
shift. Her reason was chiefly that working at night enabled her to 
give more time to looking after her children during the day. She is 
able to go home at 9.30 a. m., when she goes right to bed and by the 
middle of the afternoon is ready to get up and attend to her house or 
go out. She finds that six hours of sleep when she is tired and has 
Just finished her job are worth eight hours when she goes home an_d 
attends to a dozen thinis before going to bed. vVhen her children 
were young she worked. from 6 p. m to 2 a. m. Then she would 
come home and sleep until 10 a. m., having left the children's break
fast ready so that they could feed themselves and get off to school 
alone. This woman was convinced the special laws for women were 
a hindrance to them in the industrial world. She felt that laws put 
women who are unorganized at the same disadvantage with un
organized men as that of the organized women with organized men. 
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CHAPTER VIII.-W AITRESSES IN RESTAURANTS 

Trade-union standards-Legal standards-Restaurant requirements and lega1J 
standards-Waiters' and waitresses' hours and legal standards-Reasons for 
·employing waiters or waitresses 

One of the primary reasons for selecting the employment of women 
as waitresses for study in connection with the effects of labor legis
lation on women's employment was that in this occupation there is 
very definite competition for jobs between men and women and the 
possibility of substituting one for the other. If legislation for 
women affects their opportunities for employment adversely, there 
should be evidence of such effects in an occupation where there is 
always potential if not actual competition between men and women. 
Then, too, the restaurant trade by its nature has problems of long 
hours, often a seven-day week, and night work, which add to the com
plications of regulating hours by statute without affecting the oppor
tunities of those to whom the statute applies. 

Men and women are employed for waiting at t_able in restaurants 
in about equal numbers, according to the occupation statistics for the 
country as a whole. The Census of Occupations for 1920 recorded a 
total of 228,985 waiters and waitresses-112,064 men and 116,921 
women. Waitresses were slightly more thari one-half of the total , or 
51.1 per cent. 

The trend of employment for women as waitresses for the country 
as a whole has been upward, but, since this occupation is one of the 
old and established jobs for women, the increase is not so marked as 
in most of the manufacturing trades. In 1900, waitresses numbered 
about 40 per cent (39.9) of the total; in 1910, 45.6 p,er cent; and in 
1920, 51.1 per cent. While these figures do not necessarily show the 
actual increases among women in this occupation, they do imply that 
the trend has been for increased numbers of women to enter the 
industry and that women have been entering in larger numbers 
than have men. Comparing the reported numbers of waiters and 
waitresses for the years 1910 and 1920, there was a total increase of 
40,692, of which 31,123 was attributed to the women. 

ln examining the factors influencing women's employment in this 
occupation, attempting thereby to discover the part played by labor 
legislation, the three States .selected for study were New York, Illi
nois, and California. These States represent three widely separated 
sections of the country and illustrate the application of 8-, 9-, and 10-
hour laws, respectively, to all or some of the waitresses employed in 
restaurants in these States. Approximately one-third, 76,410, of the 
total number in thi,s occupation (men and women) in the country as 
a whole were massed in these three States, according to the 1920 
Census of Occupations. Forty per c~nt of the waiters in the coun
try in 1920 and about 27 per cent of the waitresses were employed 
in California, Illinois, and New York. In all three States the pro-
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portion of women was slightly less than the proportion for the 
United States. Illinois, with 49.8 per cent waitres,ses, had the highest 
percentage of women; California had 45.7 per cent waitresses and 
New York had 36.4 per cent. In comparing the figures for 1910 
and 1920 those of California show the greatest increase in the num
ber of waitresses-57.3 per cent-while the number of waiters was 
l()nly 11.3 per cent greater than in 1910. Illinois shows an increase 
,of 49.3 per cent for women and of 26.2 per cent for men and New 
York of 6.9 per cent for women and of 17.8 per cent for men. It i,s 
apparent, therefore, that California is the State that has seen the 
greatest recent development in the status of women's employment in 
this occupation. In New York, on the contrary, women's employ
:ment as waitresses seems to be more nearly static. The more recent 
development of the State of California as a whole pr.obably explains 
this difference. It is po,ssible that the restaurant trade has more 
nearly reached the saturation point in New York than in the younger 
and still developing State on the west coast. 

The application of labor legislation to the work of a waitre,ss has 
been brought ab.out chiefly as ~ result of individual experiences and 
factual investigations of conditions of work in this occupation. The 
duties of the waiter or waitress in serving often carry with them 
strains and irregularities not appreciated by the person impatiently 
waiting for his food. Restaurant work, like all public-housekeeping 
jobs, has many of the unpleasant characteristics of domestic service in 
catering to human idiosyncrasies and personal wants. Then, too, 
working conditions may add much to the strain of the job. Kitchens 
frequently are located at a considerable distance from the dining 
room, and the waiter often is required to carry trays up and down 
narrow stairways. The inconvenient location of the kitchen in a 
basement or on another floor than that of the dining room was given 
by several employers as a rea,son :for employing waiters instead o:f 
waitresses. While the peak load of a meal is on, the employee must 
move at top speed. Even the hours actually worked do not always 
give the whole story of the working day. The waiter's or waitress's 
hours may be broken into two or more shifts and the time off between 
meals may be of little actual value to the worker. Al.so, the public 
must be fed on Sundays as well as week days, and this sometimes 
means a seven-day week. 

It is conditions such as these that the law has sought to remedy as 
far as women are concerned. In how tar .such remedies have been 
consonant with · the requirements inherent in the occupation itself it 
has been the purpose of this study to discover. 

TRADE-UNION STANDARDS 

Before discussing the standarcis set by law for women's employ
ment, it is interesting to know the standards that have been con.sidered 
practicable and nec.essary by the workers themselves. 

Trade-union organization among hotel and restaurant employees 
in the United States as a wliole is not extensive. The Hotel and 
Restaurant Employees' International Alliance and Bartenders' Inter
national League of America is the American Federation of Labor 
affiliation of the organized waiters and waitre.sses. In November, 
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1926, its membership was reported as about 39,000. (Figures epa
rate for waiters and waitresses were not available.) California., with 
approximately 10,500 members, lead in the extent of organization , 
and New York, with 5,400, is next in rank. 

Waitresses in Los Angeles and San Francisco have their own 
locals apart from the men. The San Francisco waitresses' local has 
a membership of about 1,000 and that of Los Angeles of about 500. 
It is an especially important fact that the standards and regulations 
of these two locals go a step further than the statutory regulation 
for the employment of waitresses. The Los Angeles union limits 
the daily over-all of working hours to 12 and stipulates that the 
week shall be limited to 6 days, while the State allows a 13-hour 
over-all and a 7-day week, provided the waitress is not employed. 
more than 6 hours on any day. The minimum-wage rate set by 
the Industrial Welfare Commission of California is $16 weekly . 
while the Los Angeles local has a minimum of $17 for a straight, 
8-hour shift and, where the shift is split, a minimum of $18. Also,, 
where both waiters and waitresses are employed, they are to be paidi 
according to the same scale. The regulations of the San Francisco 
local differ slightly; the working day of the union waitress has 
been limited to 7½ hours and no broken shifts are allowed unless 
one watch is 6 hours or more; the basic wage is $18 for a 6-day week, 
straight shift, and $21 if a split trick is worked. Both locals have 
higher rates for night work. 

LEGAL STANDARDS 

State laws regulating the hours of work of industrial women do, 
not always apply to women employed as waitresses. However, more· 
than one-half of the States have included restaurant workers iill 
their general hour legislation either by specific mention or by in
cluding in the terms of the law general phrases such as "any busi-
ness whatsoever," "any establishment," or "any employer." Eleven 
States (five of which have no hour laws) do not place any limitation 
on the hours of waitresses.1 

In the three States selected for study waitresses are covered by 
the general hour legislation. California and Illinois include in their 
legislation all women employed in restaurants, but New York 
specifically excludes hotels and excludes restaurant workers in places
outside those grouped as cities of the first and second class by the 
State legislature. 

In California the law limits women's employment as waitresses 
to 8 hours a day, which must be performed within 13 hours, and 
48 hours a week. A seven-day week is permitted if the daily Irour.s
do not exceed six. Night work is not prohibited for waitres es in 
California. 

In New York the employment of women as waitresses is limited 
to 9 hours a day and 54 a week, , six days a wook, and is prohibitec 
after 10 p. m. and before 6 a. m. in cities of the first and secorrd class~ 
except in hotel restaurants, which are exempt. 

1 Alabama, Florida, Iowa, Georgia, Indiana, Maine, Maryland, North ea..x:olina, South 
Carolina, Vermont, and West Virginia. 
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In Illinois the hours o:f waitresses are limited to 10 a day. A 
sev_en-day week is permitted and there is '110 prohibition of night 
work. 

There has been no change in the legal standards for women's work 
in restaurants in Illinois since 1911, but in California and New 
York there are certain dates that mark changes significant in relation 
to the ~r<?gres~ o:f wome~ in this occu~ation. . . . 

In Cahforma the waitresses were mcluded m the or1gmal hour 
law in 1911, limiting women's hours to 8 daily and 48 weekly. In 
1913 this law was broadened to include public lodging houses, apart
ment houses, and hospitals. 2 The industrial welfare commission 
issued a hotel-and-restaurant order in 1919,3 that was amended in 
1920 4 and again in 1923. 5 The original 1919 order provided that 
the hours of work for women in hotels and restaurants were to come 
within a -period not to exceed 13 hours, and required a 6-day week, 
allowing work on the day of rest only in cases of emergency, at a 
rate of one and one-fourth of the legal minimum rate, and requiring 
that the commission be notified o.f the conditions of the emergency. 
A minimum wage of $13.50 was applied to the trade. The amend
ment in 1920 provided that women in restaurants and hotels employed 
six hours or less a day might be employed seven days without extra 
pay. This provision was continued in 1923 when the minimum wage 
·was increased to $16 and an absolute 6-day week established for 
full-time workers. There has been no regulation of night work in 
restaurants, though night work in manufacturing is limited. 

In New York it was not until 1917 that women employed in 
restaurants of cities of the first and second class were brought under 
the legal requirement restricting their employment to a 9-hour day 
and a 6-day and 54-hour week. Women employed in the kit~hens 

;or dining rooms of hotels were exempted from the provisions of 
this law.6 

New York is the only one of the three States studied that regu
lates the work of women in restaurants at night, but this regulation 
is by no means unusual in other States, eight of which have some 
regulation of the night work of all or some waitresses in public 
housekeeping. 7 

New York prohibits the employment of women in restaurants of 
cities of t!i.e first arid second class between 10 p. m. and 6 a. m., but 
exempts hotel restaurants from this provision as well as from the 
daily and weekly limits.8 

2 California. SPssion laws of 1913, ch 352. Etrective Aug. 10. 1913. 
3 California. Industrial Welfare Commission. Order No. 12, effective Sept. 17, 1919. 
' Ibid., No. 12, amPnded 1920, et'l'ectlve ,Tuly 31, 1920. 
11 Ibld., No. 12-a, effective Sept. 14. 1923. 
8 New York. Session laws of 1917, ch. 5~5. Et'l'Pctive Oct. 1, 1917. 
7 Two of the eight States, Nebraska and North Dakota, have prohibited the employment 

of women in hotels and restaurants and public housekeeping, respectively, from employ
ment durln~ certain periods of the night; North Dakota prohibits employment between 

· 1 a. m. and 5 a. m. and Nebraska between 10 p. m. and 6 a. m. In Kansas a special 
public-housekeeping order of the industrial welfare commission issued in 1922, prohibiting 
the work of women in rei,;taurants between 12 midnight and 6 a. m., was modified to 
allow women to be employed in rallroad-sta tlon restaurants during these hours, provided 
their work was not to total more than 7 hours a day or 42 a wPek if any part or all of it 
ca me after 12, and that women under 25 were not to be employed at all during this 
period. Connecticut prohibits work between 10 p. m. and 6 a . m. for womPn in publlc 
dining rooms and restaurants, but exempts hotel restaurants. · Delaware, New Hamp
shire, and Wisconsin have special provisions for shorter hours for night work. New 
Hampshire exempts hotels. 

8 New York. Session laws of 1921, ch. 50, sec. 182. 
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SCOPE OF INVESTIGATION 

Information regarding the employment of waiters and waitresses 
was secured for 198 restaurants, 17 of which were in California, 56 
in Illinois, and 125 in New York. 

Restaurant types are· extremely varied and it is difficult to find 
in them a possible basis of classification. Many restaurants are 
mere eating places, but almost as many :ntice the public by appeals 
of unusual foods and specialties; some cater to special diet need,s, 
to the religious and racial tastes of their patrons; and others depend 
on environmental atmosphere or entertainment as their drawing 
cards. In this study the restaurants have been ola,ssified in three 
groups, based roughly on the nature of the service offered; first, 
the cafe and grill, in which group were classified restaurants that 
primarily have formal a la carte service; second, the coffee room 
and tea room, that serve chiefly table. d'hote meals, afternoon teas, 
and ~ight lunches; and third, restaurants with counter and table 
service, such as the dairy-lunch rooms and others in which service 
is informal and of secondary importan_ce. In these three groups 
there were restaurants that employed only waiters, only waitresses, 
and both. There were restaurants that were open 24 hours of the 
day; others opened early-before 7 in the morning-and closed 
lat&-after 10 at night; and still others were open only at specified 
meal periods. Altogther, in the three States, 198 dining rooms, 
employ.ing 2,537 waiters and 2,361 waitresses, were scheduled. More 
emphasis was placed on securing restaurant data in New York than 
in the States of Illinois and California, because New York had the 
largest number employed in this occupation and also because it is 
the only one of the three States that has experienced a change in hour 
legislation in the last 10 years-. 
· Because of the var,iations · in the application of the New York 
hour and night-work laws, the data for New York have been com
piled independently and must be considered separately for restau
rants in cities of the first and second class, restaurants in other cities, 
and hotel restaurants. The 125 New York establishments included 
63 independent re.staurants in cities of the first and second class 
(Brooklyn, Buffalo, New Y-ork, Niagara Falls, Rochester, and Syra- · 
cuse), to which apply the 9-hour day, the 54-hour and 6-day week. 
and the prohibition of night work after 10 p. m.; 6 independent 
restaurants in other cities (Elmira and Binghamton), to which 
the Jaws mentioned do. _not apply; and 56 restaurants connected with 
hotels that ar(} specincally. exempted from the application of hour 
legislation for women. ··· About one-half of the restaurants employed 
less than 15 waiters or waitre~es. California· had the largest pr.o
port,ion of small restaurants and New York the largest proportion 
of establishments with more than 25 dining-room employees. The 
following table shows the number of restaurants from which informa
tion was secured and the number of waiters and waitresses employed. 
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TABLE 1.-Number of r:estaurants studied and number of w aiters and waitres.s-es 
they mnp•loyed, by State 

Number Number Men Women 

State of res- of waiters 
and wait• taurants resses Number Per cent Number Per cent 

! --- ---- ----- ---• All States ...... -· · -- __ : __ _____ ______ 198 4,898 2,537 51.8 2,361 48.2 

New York- totaL _______ _____ ________ _ . __ 125 3, 399 2, 199 64. 7 1,200 35.3 

In cities of first and second class_. _____ 63 1,670 876 52. 5 794 47.5 
In other cities- -------- --- ---- -· ---·· ·-' 6 34 9 26. 5 25 73. 5 
In hotels •. . . · -· · ···· · ····· -· -····-·· · · 56 1,695 1,314 77. 5 381 22. 5 

Illinois . . _ . . .. _ . . _ . . _ ......... __ _ . __ . . .... . 56 1, 139 232 20. 4 907 79. 6 California. __ __ .. . __ . __________ _____ ___ ____ 17 360 106 29. 4 254 70. 6 
' . 

SUMMARY 

From the information secured from these 198 restaurants the 
outstanding conclusion is that laws limiting the number of daily or 
weekly hours of work, laws requiring that work should be done 
within a certain specified number of hours, and laws requiring one 
day of rest in seven have little effect on women's opportunity as 
waitresses. · · 

Though the majority of restaurants are open for business during 
the greater part of the 24 hours and every day in the week, it is not 
customary for either waiters or waitresses to be employed for the 
entire period during which the restaurant is open. Adjustments 
of hours are made for both men and women, and legal limitations 
of women's hours are reflected very definitely in the generat stand
ards of hours for both men and women. Only a very small pro
portion of waiters had scheduled hours lo.:r:iger than were leg~lly 
permitted for women. The same is true of the seven-day week. It 
was only occasionally that waiters or waitresses were employed 
seven days a week, even where the law permitted .it. . 

The prohibition of work for women after 10 p . m: -in New York 
has restricted their employment to a certain extent, but not nearl'y 
so extensively as might appear on the face of it; .for where women 
could legally be employed at night in that State, waitresses formed 
only 10 per cent of the men and women employed after 10 p. m. 
Custom, the type of restaurant, and· thb personal . bias of m~nager:s 
or patrons all were powerful influences making for the employmen_t 
of men rather than women at night. Nevertheless, in States where 
there was no night-work prohibition for women about one-fourth 
of the waitresses were empl'oyed at .n~ght. 

·it is not apparent that night-work legislation reacts · to limit 
women's employment as waitresses in the most desirable · type of 
restaurant. In the great majority o:£ the first-class restaurants 
waiters are employed in preference to waitresses because of the type 
of service they give, which is considered better by both employers 
and patrons. This applies to night service in restaurants even 
more universally than it does to day service. 

Entirely without respect to legislative regulation, waitresses gen-. 
erally are preferred by managers and patrons in the tea-room and 
coffee-shop type of restaurant, waiters are preferred for the first-

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



WAITRESSES IN RESTAURANTS 189 

class restaurant with a la carte service, and either men or women 
are considered suitable for the lower-grade restaurant with both 
counter and table service. 

RESTAURANT REQUIREMENTS AND LEGAL STANDARDS 

One complicating factor in the application of hour laws to res
taurant employees is that the hours of the restaurants themselves 
are not characterized by uniformity nor standardization. Some res
taurants serve only at mealtimes and sometimes <;mly one or two 
meals a day; some open at 6 in the morning or earlier and serve 
continuousl'y until 10 at night or later; others are open for service 
at all hours during the 24. Then, too, the public must be fed on 
Sundays as well as on week days, so many restaurants are open seven 
days a week. 

A seven-day week is most common in the operation of restaurants. 
Of all the restaurants covered by this survey, 142 of the 198 had a 
business week of seven days. 9 Restaurants that were open 24 hours 
were found less frequently; there were 5 in California, 16 in Illinois, 
and 20 in New York. None of these were hotels, and all but one were 
in cities of the first or second class. 

With the 24-hour restaurants and in connection with the applica
tion of night-work prohibitions, it is well to consider those estab
lishments that opened before 7 in the morning and those that closed 
after 10 at night. Early opening was customary in 46 restaurants, 
which began serving at s'Ome time earlier than 7 a. m. Eight of these 
restaurants were in Illinois, 2 in California, and 36 in New York; 
of the last named, 22 were hotel restaurants, 13 were independent 
restaurants, and 1 was in a city to which the law did not apply. 
Restaurants that were open at night later than a night-work law 
would permit .women's employment were more numerous. Including 
the 41 establishments that were open 24 hours, 108 restaurants were 
open after 10 p. m. Sixty-seven of the firms visited were open after 
10 at night but not all night; 4.5 of these were in New York, 25 being 
hotels, 17 in cities to which the law applies, and 3 in other cities; 15 
were in Illinois and 7 were in California. 

These long periods between the beginning and the end of the work
ing day-the early beginning and late ending hours-and the seven
day week are factors affecting both managerial and legislative regu
lations and policies in restaurants. 

WAITERS' AND WAITRESSES' HOURS AND LEGAL STANDARDS 

In many restaurants the legal standards of hours for women are 
definitely reflected in the current standards of hours, and, what is 
more significant still, the legal standards for women seem to have 
been accepted for men also. 

In collecting the information regarding hours of work it was not 
possible to · get data showing · the actual hours worked, including 
overtime or undertime. Because of the irregular schedules nec·essary 

11 Thirteen of the 17 California establishments, 38 of the 56 in Illinois, and, in New 
York, 54 of the 56 hotel restaurants, 33 of the 63 independent restaurants in cities of the 
first and second class, and 4 of the 6 in other cities. 

110179-28--14 
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in many restaurants, to secure figures showing actual hours worked 
would have involved taking the hours of each waiter or waitress on 
each day of the week. Obviously it was impossible to do this in a 
survey of this character. The data given on hours, therefore, are 
only the hours for which the waiters and waitresses were scheduled 
to work. It is very likely that overtime requirements may increase 
the length of such working schedule. These schedules, however, 
represent the employers' general policies and show any differences in 
standards prevailing for men and women. As an indication of the 
part played by legislation in determining standards, therefore, the 
scheduled hours--are a· reliable index. · 

Daily and weekly hours. 
From the information gathered in the 198 restaurants studied it 

appears that though the business day of the restaurant often is long, 
the scheduled hours of work usually are not excessive for either 
waiters or waitresses. The waiter who works more than the legal 
limit allowed for women is an exceptional rather than a usual case. 

Jn' California the 8-hour day and the 48-hour Vfeek are legal re
quirements for waitresses. Only two establishments, employing 16 
waiters, reported a day of more than 8 hours or a week of more than 
48. hours ,for any of their employee$ serving food. Only one estab
lishment · was scheduled which employed its waiters an over-all of 
more than 13 hours, the regulation for women set by order of the 
industrial welfare commission. 

It is apparent, therefore, that in California the employers have 
accepted the legal standard-or the lawmakers have accepted the 
employers' standard-and there is no conflict between the two. 

In New York of the 63 restaurants to which the law applies it 
was found that only 19 empl9yed men ( 86) longer than the 9 hours 
daily" that is the legal limit for women and only 18 employed men 
( 85) more than the women's legal limit of 54 hours a week. The 
number of men employed these hours amounted to slightly less than 
10 per cent of the total number of, men employed. The manager of 
one restaurant~ with 16 waiters, said that he had given up employing 
women and taken on men because men could work 10 hours a day, 
and in another restaurant the manager said he employed six waiters 
and no waitresses, because "men can work longer, also they are 
stronger." These were the Ol},ly instances in which the hour law 
wa-s· repor.ted to have resulted m a decreased employment of women. 

In the 56 New York hotel restaurants, where the women's hour 
law does not apply, the hours were more than 9 a day in only 3 
employing 29 men, about 2 per cent of the ~aiters, and in 3 employ
ing 33 women, not quite 9 per cent of the waitresses. The 54-hour 
week was exceeded in hotels in only 3 restaurants with 39 waiters 
and 3 with 43 waitresses. ' 

The restaurants that did not come under the law and those that 
did had very nearly the same working hours for men and women. 
In each case the general standard of hours did not greatly exceed 
the legal maximum for women. Apparently the New York law as 
it now exists is not very much in advance of the standards that 
would he in force in r0$taurants irrespective of legal regulation, or 
else by applying to most rest~urants it has set a standard that others 
must meet whether or not the law applies to them. 
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The Illinois law allows a 10-hour . day and a 70-hour week, a 
standard that need hardly be considered as affecting present-day 
terms of employment. In Illinois restaurants long hours were more 
usual than in the New York hotel restaurants that are not regulated 
by law. Of the 56 Illinois restaurants, 13 employed 84 men and 9 
women a daily schedule of more than 9 hours, and 17 employed 89 
men and 42 women a weekly schedule of more than 54 hours. 

From these figures, gathered in three States with different legal 
hour. standards for women, there is an apparent correlation between 
hou,r laws and hour standards, so that the shorter legal standard 
for women's hours seems to be accompanied by a correspondingly 
shorter general standard for the occupation, whether or not the per
sons in that occupation come under' the legal regulation. 

That the law probably has not resulted in any discrimination 
against women in California i~ indicated by the fact that men'i:: 
and _ women's hours were found to be the same in practically every 
1·estaurant from which information was obtained. 

In New York it does not seem that the hour law can have limited · 
women's employment extensively, as of 876 men who were employed 
as waiters in establishments to which the women's hour law applied 
only 86 were employed more than the women's legal daily limit 
and only 85 more than the women's legal weekly limit. And 1 estab
lishment of the 63 to which the law applied reported that men were 
employed, rather than women, on account of the legal limitation of 
women's ~aily hours of work. This impression is supported by the 
£act that m the New York hotel restaurants that legally could employ 
women any number of hours, only 33 of 381 women worked more 
than the legal daily standard and only 43 more than the legal 
weekly standard. 
Six-day week. 

Another provision of the law regulating women's hours that has 
been applied to their employment in restaurants is the stipulation 
that not more than six days should be worked during any week. 
This is one of the provisions of the law in New York. In California, 
if a waitress is not employed more than six hours on any day she is 
allowed to work a seven-day week. In Illinois the seven-day week is 
permitted without restriction. 

The data collected from the restaurants visited indicate that, with 
or without legislation, a seven-day week is an unusual- requinement 
for waiters or waitresses. In California not one :restaurant reported 
an actual seven-day working week for either sex. In New York, of 
the 63 restaurants t-0 which the six-day law applied, only 1, with 8 
waiters, employed waiters more than 6 days a week. In the 56 New 
York hotels to which the law did not apply, only 12 reported em
ploying some waiters or waitresses 7 days a week, though 54 were 
open for business on all 7 days. The total persons employed on 7 
days in these 12 restaurants were 44 waiters and 81 waitresses. In 
Illinois, of 56 restaurants that could require employees to work a 
seven-day week, this requirement was made in only 17. 

Though in many instances restaurant service is a seven-day propo
sition, there apparently is a strong tendency among employers to 
adjust schedules so that seven days' work is not required of either 
waiters or waitresses. This provision of the law, therefore, probably 
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is a reflection of a standard already accepted as practicable ancl 
advisable by many employers. 
Night work. 

New York is the only one of the three States that has prohibited 
night work for waitresses in restaurants, and even in New York such 
employment is permitted in hotel restaurants. 

It is difficult to determine what effect this restriction may have 
had and how extensive has been any effect that may be traced. In 
the first place, it is obvious that the prohibition effectively keep~ 
women from working at night in certain types of restaurant, but 
would women be hired £or night work in these restaurants if it were 
not for the night-work prohibition 1 an<l does the £act that they can 
not be employed at night keep them from being employed during 
the day1 

Th~ following table answers these questions to a certain extent by 
showmg how many women were employed at night where the law 
permitted it rind how many men were employed where it was not 
legal for women, thus giving some idea of the possible opportunity 
that might be available to women if they could work at night. 

TABLE 2.-Night em..ployment of waiters and w aitresses 'in establishments 
operating after 10 p. m., by State 

California Illinois 

I Number of employees Number of employees 
Total I· --- ------ Total 

Sex of employees num- 1 Employed num- Employed ber of I Total ber of Total 
estab-

1 

after 10 p. m . estab- after 10 p . m. 
lµ;h- : lish-

ments 
Fe- Fe-

ments 
Fe- Fe-Male Male Male Male 

: male male male male 
--- - --------- - ----

Total. __ ____ -- -- -- -- -- -- 12 75 238 21 57 31 135 602 61 130 

Women only ___ ____ ___ ___ __ ___ 9 - -- -- -- 220 54 I 16 ------- 563 ---- -- - 125 
Men and women _____ ______ ___ 2 19 18 5 3 I 8 29 39 26 5 Men only __ __ __ ___ ___ ____ ____ _ 1 56 -- --- -- 16 -- -- --- 7 106 -- ----- 35 -- ---- -I 

New York 

Where law applies to women Where law does not apply 
. 

Sex of employees Number of employees Number of employees 
Total Total 
num- num-
ber of Total Em- ber of Total Employed 
estab- ployed cstab- after IO p. m. 
lish- after lish- - -ments lOp.m., ments 

M ale Ff)male male Male Female Male Female 
---- - - ---- - - -- - -

TotaL. __ ____ - -- - -- - - -- 35 705 449 238 25 793 151 347 39 
------- - - - - - - - -----

Women only ______ __________ 1 -- -- - -- - 11 3 -- --- --- 113 39 
lvlen and women ___ _____ ____ 21 401 438 158 2 13 38 13 ------- -Men only ___ ______ ___ __ ___ __ 13 304 - -- --- - - 80 20 780 ----- --- 334 -- ------

First considering the situation in New York, it is plain that the 
night-work law is not the only factor that keeps women from working -
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-at night in restaurants. Of the hotel restaurants to which the law 
does not apply,10 25 were open after ·10 o'clock, with 347 waiters, 
representing 43.8 per cent of the waiters employed in these estab- , 
lishments, and 39 waitresses, representing 25.8 per cent of the wait
resses, on duty after 10 at night. Waitresses constituted only about 
10 per cent of the total number employed after 10 o'clock. There 
was no statutory reason why women should not be employed in the 
same or greater numbers than men, so the explanation for the small 
number of women must be in the managerial policies. Many hotel
dining-room managers either stated directly or intimated that they 
did not approve of the employment of women at night, a typical 
comment made by one manager being as follows : 

Women are excluded from dinner work. Night work is a man's job. Girls 
give more sat i factory service to luncheon clientele but consider night work a 
man's job. 

Of the 63 New York restaurants to which the night-work law 
applied, 35 were open after 10 o'clock and employed £or this service 
238 waiters, or slightly more than one-fourth (27.2 per cent) of the 
men employed in these establishments. In 13 of these, all of the cafe 
and grill type, probably there would have been no opportunity for 
women's employment at night if there had been no law, because only 
waiters were employed in serving before 10. However, in the other 
22 both men and women were employed for service before 10-
451 waitresses and 243 waiters on day service-and 158 of the 
waiters were employed after 10. But even in those establishments 
it is not at all certain that women would be employed at night if 
it were not for the law, because, of the 35 restaurants with night work, 
only . 3 gave the night-work law as having an effect on their employ
ment policies. The reasons given by these three were as follows: 

Would like t o work women after 10 p. m.-used to before the night-work 
law; found it very satisfactory, and the girls liked it. Not fair that a coffee 
shop becau e att ached to hotel can work girls until 12 at night and I can't. 
(This firm employs 20 men, 30 women; 8 men work after 10 p. m.) 

Can't have girls at night on account of law. (This firm employs 9 women and 
9 men. Two of the men are on duty after 10 p. m.) 

Women do not work after 10 at night any time because of law restriction. 
None of our women work later than 9 p. m. (This firm employs 32 women and 
33 men; seven of these men are on duty after 10 p. m.) 

Another manager gave the fact that women can not work at night 
as his reason for not employing them, but as his restaurant closed 
at 8 p. m., was open only six days a week, and none of his 20 waiters 
were scheduled for more than 9 hours' work a day, his statement 
does not seem significant. 

More often than crediting their employment policies to the law, 
comments were made by managers to the effect that they did not 
approve of night work for women and that they would no_t employ 
them irrespective of law. Typical statements of managers of 
restaurants having night work to which the law applied are these: 

Have always had men at night, because night work is heavy and there are 
large trays of food. 

Girls quit at 5 o'clock. If I had my way women would not work anywhere 
after 8 o'clock. 

Night work is ver~· rough, and this would be no place for women at night. 

10 Restaurants in cities of other than first and second class have been omitted from thts 
section, as there were too few in the group to warrant any generalization. 
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In general, the reports of the restaurants to which the law applies 
would not lead one to feel that the night-work prohibition is having 
any marked effect on employment policies with reference to whether 
waiters ·and waitresses shall be used after 10 o'clock. In New York 
custom, the type of restaurant, and the personal bias of the manager 
seem to have been factors much more important than any existing 
legal restriction in determining that 'women shall not work at night. 
The legal restriction has, however, played its part, and the three 
restaurants just quoted as desiring to employ women at night if it 
were not for the· law probably are by no means the only ones. 
· It may be that the existence of the night-work prohibition has 
so completely eliminated waitresses at night from the realm of possi
bility that the New York employer does not bother to consider even 
the potential employment of women at night and that if he were 
permitted to experiment with them his attitude toward the suita: 
bility of such work might change. This possibility is indicated 
by the figures showing the extent of women's employment at night 
as waitresses in California and Illinois, where there is no prnhibition 
of such work. 

The 12 restaurants studied in California that were open after 
10 p. m. employed 21 waiters and 57 waitresses after this hour, Six
teen of the waiters were in one establishment, of the cafe and grill 
type, whose managers have never considered employing women in 
their dining room at any hour. Of the waitresses, 54 were in res
taurants that employed only women in the dining rooms. The 
restaurants were of all types, 2 women being employed in cafes 
and grills, 29 in tea or coffee rooms, and 23 in restaurants with 
counter and table service. 

The proportion of night workers among the waiters and waitresses 
in the establishments having night work was practically the same, 
28 per cent for the waiters and 24 per cent for the waitresses. It is· 
evident, therefore, that in California, where their night work is 
not prohibited, women are used as extensively as men in relation 
to the total numbers employed and more extensively in relation to 
the numbers employed at night. In the 31 restaurants open after 
10 p. m. studied in Illinois there were 61 waiters and 130 waitresses. 
The men formed a far larger per cent of all waiters employed ( 44.8) 
than did the women of all waitresses (21.6), but this proportion of 
night workers among the women bears a striking resemblance to 
corresponding figures in California, 24 per cent, and in New York 
hotels, 25.8 per cent. If these figures can be considered a reliable 
basis, it may be estimated that without legal prohibition of night 
work from one-fourth to ·one-fifth of the waitresses would be em
ployed after 10 p. m. 

REASONS FOR EMPLOYING. WAITERS OR WAITRESSES 

If, as is apparent from the foregoing statements of employers' 
policies, legislation is not the ma.in factor that determines working 
conditions and policies of employment of women in restaurants, 
what are the underlying principles that influence a.n employer's 
choice in this matter~ · 
Type of establishment. 
· Perhap,s the outstanding influence in determ,ining· employment 
for men or women in · restaurants is the type of establishment. 
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Throughout the three States there was found a definite tendency 
to prefer waiters or waitresses for different kinds of service, and this 
preference did not seem to depend on the legal regulations under 
which women had to be employed. 

In cafes and grills there was considerable variety in the class of 
serv,ice, but those restaurants in which formal service is an out
standing cnaracteristic generally are considered the field of the 
waiter. Waiters' unions often term these restaurants " Number 1 
houses" or "A hou,se.s" and they sometimes allow a lower weekly 
rate for them, as tips usually are high and looked upon as the chief 
item of compensation in these places. Excerpts from the statements 
made by managers of hotel restaurants illustrate the reasons given for 
preferring men in e;gtablishments of this type: 

High-class hotel restaurants employ men, as they are trained for high-cla~ 
service. 

Men are more efficient for a la carte service. Hours have nothing to do 
with employment policies, as men won't work over 54 hours even if there is 
no law to stop them from so doing. 

Men have better memories for orders and are more efficient for a la carte 
service. 

In the 34 New York cafes and grills, 1,333 waiters and waitresses 
were employed, and of these 97.6 per cent were waiters. An addi
tional groul? of 40 restaurants to which the hour laws of the three 
States applied has been selected as typical of " Number 1 houses," 
and the proportions of men and women employed have been com
puted. The iSelection of these establishments was based not on one 
specific factor but on the general surroundings, the equipment, the 
location, the clientele, and the relative price level in the community. 
The numbers and proportions of waiters and wa,itresses in these 
first-class restaurants are shown by the following tabulation: 

NEW YORK 

Men Women Men Women 

Restaurant Restaurant 
Num- Per Num- Per Num• Per Num- Per 

ber cent ber cent ber cent ber cent 
------1---------____ ,,_ _____ , _ _ ------
No. L __________ _ 
No. 2 _______ __ __ _ 
No. 3 _____ ______ _ 
No. 4 ___________ _ 
No. 5 __ ____ ___ __ _ 
No. 6 ___________ _ 
No. 7 __ _________ _ 
No. 8 __ ______ ___ _ 
No. 9 _________ __ _ 
No. 10 __________ _ 
No. IL _____ ____ _ 

· No. 12 __________ _ 

No. 25 __________ _ 
No. 26 ____ ___ ___ _ 
No. 27 __________ _ 
No. 28 __________ _ 
No. 29 __________ _ 
No. 30 ______ ____ _ 

No. 36 ___________ 1 
No. 37 __________ _ 
No. 38 __________ _ 

65 
60 
40 
38 
20 
18 
16 
14 
12 
10 
10 
10 

JOO. 0 
100. 0 
100. 0 
100. 0 
100. 0 
100. 0 
100. 0 
100. 0 
100. 0 
100. 0 
100. 0 
100. 0 

16 100. 0 
14 100. 0 
14 · 100. 0 
12 100. 0 
9 100. 0 
8 100. 0 

No. 13 _______ ____ 6 100. 0 
No. 14___________ 6 100. 0 
No. 15___________ 25 83. 3 
No. 16___________ 10 83. 3 
No. 17______ _____ 7 70. 0 
No. 18___ ________ 18 56. 3 
No. 19___________ 9 52. 9 
No. 20_ ______ __ __ 14 51. 9 
No. 21____ __ ____ _ 16 50. 0 
No. 22___ _____ __ _ 9 50. 0 
No. 23________ ___ 9 52. 9 No. 24 __________________________ _ 

ILLINOIS 

No. 31_ __ ____ ____ 17 70. 8 
No. 32_ __ ____ ___ _ 25 33. 3 
No. 33_ _______ ___ 1 .5. 9 
No. 34 ________ __ _ ___ ___ __ ------- -
No. 35 ______ _____ ---- - --- --------

CALIFORNIA 

. 596
7

1100. 0 1--------1--------11 No. 39 ___________ 1 100. 0 ________ ________ No. 40 __________ _ 

100. 0 ·--- - --- --------

5 16. 7 
2 16. 7 
3 30.0 

14 43. 8 
8 47.1 

13 48.1 
16 50. 0 
9 50.0 
8 47.1 

25 100.0 

7 
50 
16 
3 

110 

29. 2 
66. 7 
94.1 

100.0 
100.0 
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Waiters predominated in all but 7 restaurants, and in 24, or three
fifths, they were employed exclusively. Waitresses predomi~ated 
in 5 restaurants, in 3 of which they were employed exclusively. 
Where both men and women were employed, waiters were in the 
majority in 9 establishments, waitresses in 2, and the numbers of 
men and women were equal in 2. 

The restaurants that were classed as tea rooms and coffee shops 
-employed almost exclusively waitresses, mor'e than three-fourths of 
them having only women. The 34 tea or coffee rooms employed 626 
women and 33 men, women being about 95 per cent of the total 
number of waiters and waitresses in such establishments. In 17 
New York restaurants of this type, employing a total of 270 waiters 
and waitresses, only 14 were men; and in 12 Illinois tea rooms only 
4 men in a total of 181 persons were reported. 

The third classification of restaurants-those having counter and 
table service-showed no tendency to employ either waiters or wait
resses exclusively. Many of them employed both men and women. 
In some places the men were used for the counter work and the 
women for table service, and in others the opposite was true. In 
actual numbers covered by this study, the waitresses exceed waiters 
in this type of restaurants in California, Illinois, and in New York 
hotels; but in the other restaurants in New York giving counter 
and table service the waiters are in the majority. A chain restau
rant of this type reported that women were being hired in increasing 
proportions, as the management has found that a higher-class person 
is available as a waitress than most of the men who apply for posi
tions as waiters in this type of place. 

Throughout the restaurants studied the distinction between men's 
and women's employment was that, whether or not legal regulations 
applied to women, the first-class restaurants with formal service 
employed chiefly :r:nen, the tea room and coffee shop employed chiefly 
women, and the cheaper type of restaurant with counter service 
employed either sex. 

This difference in type of restaurant employing men and women 
is a very significant point, and it is important to realize that the 
underlying reason for it is primarily the general attitude, on the part 
of the public and the restaurant manager, that first-class service, 
that of the highest type, requires men. Other reasons frequently 
given are that the work is considered too heavy for a woman and 
that men can be used on different kinds of work. But the chief 
reason is precedent; men are expected in certain types of restautants, 
and until this precedent is replaced by another they will continue 
to be employed in those types and the elimination of legal regula
tion of women's hours would have little effect on their chances in 
this respect. 

The following table summarizes briefly the outstanding reasons 
given by employers for having waiters or waitresses: 
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TABLE 3.-Rea,sons for empl01fing wai t ers or wa.i tre&s·ea, 011 type of •restaUJr(llfl,t 

Reason Total Car~. and Tea room Counter 
grill and table 

Number of establishments repor ting_____________________ 1 167 1 96 1 33 
l====l====l====:!=== 

Establishments giving reasons for employing waiters___ ________ 132 111 5 16 

Policy or preference of-Employer ____________________________________________ _ 
P atrons ___________________________ ____________________ _ 

Nature of work-
Formal and a la carte service _________________________ _ 
Heavy work or other duties ___________________________ _ 

More dependable _________________________________________ _ 
Better service _____________________________________________ _ 
Easier to manage _________________________________________ _ 
Cheapness ________________ ____________________________ ____ _ 
T oo long hours- . Employer's policy ____________________________________ _ 

Legal restriction __ __ ________________ ___ _________ _____ _ _ 
Night work-Employer's policy ________ __________ __________ ________ _ 

Legal restrict ion ____________________________ __________ _ 
M oral reasons __ -------------------------------------------Union ________ _________ ________ ___ __________ _____ _________ _ 

Establishments giving reasons for employing waitresses _______ _ 

Policy or preference of-EmployersJ ______________________ ____ ___________ _____ _ 
Patrons ______ _____________________ ____________________ _ 

Nature of work _________________________ __ ________________ _ 
M ore dependable _________________________________________ _ 
Better service _________ ______ ___________ _________ _____ __ ___ _ 
Easier to manage ___________ ____ ___ __ __________ ___________ _ 
E asier to obtain ____________________________ __ _______ _____ _ 
M ake place more refined __________________________________ _ 
Men do not like rush work ____ __ ______________________ ___ _ 
Men will not clean _______________________________________ _ 
Cheapne~s- _______ · ____ __ ______________ _____________ ______ _ 
Strike ____ __________ _ .. _. ___ •. __ . _ .. _ .. _ ...... _ .. - - - --- - -... -... - • -

----1----1-------,1---

5 
9 

45 
33 
8 

13 
1 
1 

1 
2 

9 
3 
1 
1 

127 

4 

9 --------- - ----------

43 
25 

2 
6 

8 ---------- ----------
10 

1 
1 

5 
1 

3 

1 
2 

1 ---- --- --- ----------
1 

45 46 36 
1--------1----+----

15 
21 
35 
9 

25 
1 
2 
3 
1 
2 

12 
1 

6 
10 
4 
3 

12 

2 
6 

20 
4 
6 

7 
5 

11 
2 
7 

1 --- - ------ - - --------
1 
1 
1 
2 
3 
1 

1 ----------
1 1 

6 3 

1 Details aggregate more than total, because some establishments appear in both classes. 

In this table the influence of the type of establishment in deter
mining employment of men or women is very obvious. In the cafe 
and grill the nature of the work leads to a preference for men; in the 
tea room the same thing leads to a preference for women. 

Where men were preferred, the strain of the job or inconveniences 
in methods of serving and working conditions frequently were given 
by managers as a ! eason for employing waiters rather than wa~t
resses. Numerous mstances were reported where the manager said 
that women could not be employed because the kitchen and serving 
pantries were on another floor-usually in the basement-and carry
ing trays loaded with .food for such a long distance was considered 
.too strenuous for waitresses. Heavy trays and speedy service also 
were given a number of times as considerations that favored the em
ployment of men. A few excerpts from schedules illustrating this 
are given here : 

No women in restaurant because of stairs to kitchen. 
Long stairs up which food must be carried to dining room. Work t oo heavy 

for women. Men are better suited for this sort of service. 
Have waitresses in winter but as soon as weather gets warm girls leave. 

Kitchen is downstairs and the women must carry the trays up the stairs. 
Women complain of heat more than men and though have tried to keep girls 
over summer find they only stay a few days. In. cool weather girls just as 
reliable as men. 
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Food · has to be carried up . from basement kitchen and . there are many. large 
heavy trays which would make this a difficult place for women. Also, men 
work faster and sell more food. 

Trays are too heavy and speed is necessary. Women have been found to 
give up quickly under the strain. 

v\7here both waiters and waitresses were employed they rarely had 
the same duties. Occasionally places were scheduled in which wait
resses were used for lunch and breakfast service and waiters for din
ner. In the counter-and-table type of restaurant, sometimes women 
would be employed fo~ the table service and men for the counter, 
and in other places this division of work would be reversed. Waiters, 
in addition to serving, had such jobs as cleaning coffee urns, wiping 
off tables, and returning used dishes to the kitchen. The following 
extracts from schedules show some of the difference in · duties 
reported: 

Men serve on first floor where there is a la carte serv 'ce and women on the 
second floor where service is slower and trays lighter, as women largely 
patronize this part of restaurant. 

Man works three hours helping with heavier dinner trays. 
Men employed for heavier work, such as cleaning coffee urns, although 

they do not serve customers. 
Women serve at counter only as trays are too heavy and speed is neces

sary in serving at the tables. 

Another important reason given for the choice in employing wait
ers or waitresses was that the sex chosen gave "better service." But 
the ways in which men and women excelled in service were very 
different. " Better service " from the waiters meant in their em
ployers' minds that they were more responsible, worked faster, or 
were stronger. "Better service" from the waitresses meant that 
they were neater, more interested, more courteous, or gave more 
homelike service. · 

That many of the reasons given for employing one sex were given 
also for employing the other shows how intangible are the real 
factors that underlie such conscious policy as was adopted. It shows, 
also, to how great an extent the personal element enters into the 
question of whether men or women shall be employed. The lower 
labor cost of women ·was mentioned by a goodly number of employers 
as the primary reason for employing waitresses rather than waiters, 
but, aside fro:rµ this, the reasons other than service, type of wor~ 
and employers' policy do not fall into large groups. 

The following excerpts are typical of the considerable number of 
miscellaneous comments recorded : 

The public prefers women, especially the men customers. Management pre
fers men but hires women to please his customers. 

Restaurant catered to refined people and waitresses preferable for this type 
of customer. -

Women make a place more homelike. 
Girls could not be used in a kosher place. 
Place too tough for women, in opinion of manager. 
One of the oldest restaurants in town and has always, had foreign ·men, 

mostly Germans, and even during war was able to get them. 
Several times when help was scarce tried women but found them unsatis

factory every time. 
At one time a barroom, and customers naturally expect to find men in this 

type of place. 
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Reasons for substituting either sex for the other. 
_ The heterogeneous combii:iation of reasons for employing men or 
women in this occupation is shown also in examining the reasons 
given for substituting waiters for waitresses or vice versa. Thirty
.six restaurants reported either a _change in the proportion of waiters 
and waitresses employed or a substitution of one for the other. Of 
these; two New York restaurants gave the hour or night-work law 
as reason for the decrease in proportion of women employed. ( See 
p . 197.) T wenty-two restaurants indicated an increase and 14 a 
-decrease in the number of women employed. 

One of the 17 restaurants scheduled in California reported a 
change in proportions of waiters and waitresses. It was a coffee 
·shop that had always had women, except for a ·period of about six 
weeks several years ago when boys were tried out for the evening 
work;· but as the boys did not give satisfaction to the management nor 
to the customers, waitresses were hired again for this work. 

Seven of. the 56 restaurants reported in Illinois showed changes 
in the relative number of waiters and waitresses employed; 5 showed 
an increa e in number of waitresses and 2 a decrease. The reasons 
given for increasing the number of wa.itresses were these : 

Men not satisfactory ; did not like to clean tables and sweep. 
Men not so reliable as women ; men were underchecking. 
Women cheaper and preferred by customers. 
Management pr efers women. 
K itchen moved upstairs, making it possible to employ women as they could 

carry t rays from kitchen on same floor. 

Of the two that had reduced their force of waitresses, one gave as 
the reason cafeteria service at noon, so that the number of waitresses 
could be reduced; and a Chinese-restaurant manager said that he had 
trie<l: women but did not think that the patrons liked to find women 
in his type of place. 

Four New York hotel restaurants to which the law does not apply 
reported that during the war or during the waiters' strike they had 
employed waitresses in place of waiters, but that as soon as men were 
available again they had replaced the women either entirely or to a 
large extent. E xtracts from the schedules or these four are as 
follows : 

At one time and a lso during the strike in 1918 tried employing waitresses but 
they were unsatisfactory both times. Women were not quick enough. Af~ .. 
strike was over, changed back to men. (This hotel has 190 waiters and no 
waitresses. ) · 

Propor tion of waiters and waitresses (218 waiters and 8 waitresses ) has re
mained about the same, except during war, when we had more women. After 
war, when men became available again, we took them back. 

During war and strike had to put women on ; changed back to men when 
men were available, except for 28 women whom the management had promised 
to keep on af ter the strike. ( This hotel employs 144 men and 28 women.) 

In 1919, at time of strike, had all waitresses, but after strike was settled used 
all men again. Work is too difficult for women. (This hotel has 30 waiters; 
no waitresses.) 

Two hotels that had at one time all men were now employing in 
one case only waitresses and in the other both waiters and waitresses. 
Comments from these schedules are as follows : 

Originally, 30 years ago, when hotel was built, employed women; then grill 
and bar installed and colored . men employed. After prohibition, women were 
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pl'lt back in grill room and main dining room closed. (This hotel employs 10 
waitresses ; no waiters.) 

Before 1923, all men in dining room; put women in dining room, as could 
get them for less mon·ey and had to economize. ( This hotel empi.nys 8 tnen 
and 4 women.) 

Another hotel reported as follows: 
When hotel started, 20 years ago, was on American plan and had waitresses. 

After first few years, changed to European plan and have used men since. 

In the New York restaurants to which the law applies, two re
ported legislation as a reason for not employing women at all or for 
not employing more women. Excerpts from the schedules of these 
two restaurants are given on page 190. 

Two restaurants reported a decrease in the proportion of women 
because of scarcity of waitresses, and two claimed that waitresses 
were not so satisfactory as men from the standpoint of service, so 
they had been decreasin()' the number employed. 

One establishment haJ dropped its waitresses because the work was 
too heavy. Thirteen restaurants under one management reported an 
increase in the proportion of women employed since 1917, as it is now 
the custom to keep the girls on for the supper hour, for which they 
formerly employed men. The other restaurants that .reported an in
crease in the proportion of waitresses, having given up men or added 
to the number of women employed, gave the dependability and better 
service of women as their reasons. 
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CHAPTER IX.-WOMEN IN MERCANTILE 
ESTABLISHMENTS 

Prevailing hours and legal standards-Part played by legislation in establishing 
hour. standards-Overtime and women's hour laws-Factors that have deter
mined type of occupations open to women-The personnel policies of Penn
sylvania department stores 

Though the large majority of laws regulating women's hours in 
various States apply alike to manufacturing and mercantile estab
lishments, in estimating the effect of such law,s it is necessary to 
consider these two types of employment separately. Among wage
earning occupations for women, employment in stor·es forms a dis
tinct group, in which women in the United States are employed in 
considerable numbers. Their employment in this group has increased 
greatly during recent years not only numerically, from 369,291 
in 1910 to 539,162 in 1920, but al.so proportionally, from 26.7 per 
cent of the total employees in 1910 to 32 per cent in 1920.1 

In spite of this numerical and proportional increase that is obvious 
to everyone who has been at all familiar with the service given in 
stores during the past 20 years, it has been suggested that the ad
vancement of women in this work may have been retarded by the 
legislation that has limited their hours. This type of legislation has 
been given as one of the reasons why women are not employed more 
extensively in the higher positions in stores, such as heads of depart
ments, supervisors, buyers, floorwalkers, etc. The extent to which 
women ar·e permitted to work in such occupations certainly is one of 
the measures of their advancement in occupational opportunity and 
therefore is an important aspect of the possible effects of legislation. 
It is equally important, however, in measuring such effects to take 
account of the ,shortening of hours :for the large bulk of the women 
store employees, which also may have been due to hour legislation. 

The measur·ement of legislation's effect in mercantile establish
ments.presents some problems very different from those accompanying 
a similar measurement in factories. For instance, through the · de
creases in hours of stores during the past decade probably have been 
more conspicuous to the general public than have those in the manu
facturing establishments, it is equally plain that these decreases can by 
no means be laid entirely to the enforcement of legislative standards. 
The agitation against the extremely long hours formerly required of 
store employee.s, especially during the Christmas season, has resulted 
in a general realization of the problem of hours in stores that prob
ably is not paralleled in any other type of woman's employment. 
There are few persons who can at this day do their shopping in 
stores that are open until 8, 9, or 10 o'clock at night without a feeling 

1 U. S. Bureau of the Census. Fourteenth census: 1920, v. 4. Population, Occupations. 
pp. 4o--41. Classifications used: Clerks in stores ; floorwalker s and· foremen in stores ; 
laborers, porters, and helpers in stores; and saleswomen. 
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of guilt and personal responsibility for the overfatigue o:f the sales 
girls who are waiting on them. To a large degree it is likely, there
fore, that the shortening o:f .store hours has been made possible by the 
more public-spirited attitude both o:f the owners of stores and of their 
patrons. It is an undoubted fact, however', that legislation limiting 
women's hours of work in this type o:f establishment has accompanied 
the a wakened public conscience. and is responsible to some degree for 
the shortened hour,s. 

Another aspect of the operation of stores that differs· from that 
of the average manufacturing establishment is the competitive ele
ment in connection with the hours during which stores are open. 
The average manufacturer, if he cares to close his plant earl,ier than 
other establishments and can do so satisfactorily and economically 
from his own point of view, does not thereby run the chance of losing 
customers and decreasing his business. If the owner of a factory 
finds that he can get out satisfactory production, hold a better grade 
of labor, and get as many orders as he needs when his plant is op
erating on an 8-hour .schedule, he can keep up such a schedule without 
any fear that h,is competitor who runs 10 hours will, just because of 
that fact, get s~me of his trade away from him. It i not so with 
the store manager. If one store closes at a certain time, and it 
competitor stays open for an hour or two longer, there is a very 
di.stinct possibility that some of the trade of the early closing store 
will be diverted to the one that is open later. It is, therefore, of 
greater ,importance to mercantile establishments than to manufac
turing establishments that hours should be standarized throughout 
an entire community. In nearly every city of any size in this coun
try examples may be found of voluntary standardization of store:· 
hours through agre~ments.among the merchants thems~lves, and these-
examples indicate that, from the point of view o:f store management ... 
the essential qualification of a standard of hours is that it be
a common one for the ent,ire group of competing establishments .. 
Legislation applied to such a group as this can, therefore, be expected · 
to have les.s complicated results than when applied to a group of · 
manufacturing establishments that can be more individualistic in . 
their hour standards. 

A third difference in . the sigl\ificance of hour legislation in mer--
cantile establishments and in factories is the question o:f overtime. 
As far a.s the selling hours o:f stores are concerned. · with competition 
eliminated through the establishment of a legal lim.it, the need for · 
overtime would not be a great problem. On the other hand, for 
the arrangement of stock, preparation for special sales, and for · 
certain jobs that must be carried on before or after the store hours,. 
the legal limitation of hours of work would have a more serious 
significance. · 

A standard of hour.s set by the employer, though it maY. be shorter· 
than the legal standard, has the a_dvantage of being flexible, so that. 
in cases of emergency ,it may be changed without infringing on any
thing more than a general policy. The law, however, is inflexible, . 
and it is this inflexibility which may have resulted in a limitation 
of women's employment. Whether or not this has been the case w,ill 
require very careful examination of the history of reductions of hours~ 
in various establishments and of the occupat ional opportunities that _ 
are open to women. 
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METHOD OF STUDY 

To ~t material that .might throw light on the complicated factors 
underlying the general status of women's employment in mercantile 
estab~ishments, the same method of study has been followed that was 
outlirn~d for the study of women's employment in the five typical 
woman-employing industries ( Chapter III). Mercantile establish
ments have been studied in three different States, two of them having 
laws that limit women's hours and the other having no such legisla
tion. The object of selecting these States was to d,iscover . ;whether 
women's status differed to any considerable extent under the different 
legal stanrlards and, if this were found to be true, to discover what 
was responsible for the difference. The reports from the establish
ments :::tudied are given in great detail in Appendix C, pp. 471 to 482, 
so that the findings drawn ,in these pages may be validated and the 
many statements that have been summarized may be studied 
individually. · 

In addition to the data gathered by the Women's Bureau in the 
three States, supplementary information was secured from the bureau 
of women and children of the Department of Labor and Industry of 
Pennsylvania. This bureau was making a study of the employment 
of women in mercantile establishments in Pennsylvania, and was 
kind enough to collect certain information for the purposes of the 
present study of the effects of special legislation. 

SUMMARY 

The most important effect of legislation on women's employment in 
stores seems to have been the elimination of long weekly hours and 
excessively long Saturday hours. Undoubtedly -there has been a 
very general tendency in stores to decrease hours with or without the 
compulsion of the law, but a 48-hour-weekly legal limitation of 
women's hours usually has been responsible for reducing hours in the 
establishments to which it applies. 

Enforced reductions of hours caused by the law were not a. handi
cap to the establishments studied. By the elimination of competition 
in the matter of hours a common standard was established that was 
welcomed by the store managers. 

Overtime in relation to the legal standards is not a serious problem 
in stores. Overtime is required very seldom and for very short 
periods. It can be foreseen and arranged for ahead of time. Be
cause of the fluctuations in amount of buying at different periods of 
the day, many stores can arrange to let off their women for an hour 
or two to compensate for the time they must occasionally stay after 
the store is closed. In other stores the hours are shorter than the 
legal limitation, so the women can work overtime, and in a few 
establishments only the men are required to do overtime work. 
· On the whole, the legal restriction of women's hours has not handi

capped their opportunity in stores. Four instances were found in 
which there was a likelihood that women might have been more 
extensively employed if their hours had been unlimited by law. In 
these four instances, however, other factors also had reacted to pre
vent the more extensive employment of women, so that even these 
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:four cases can not be considered as definite and final examples of a 
handicap resultin~ f_rom legislation. 

The Qutstanding ''factors that influence opportunity for WOJtlen in 
stores are, first, the fact that women can be hired more cheaply than 
men and, second, the. cumulative experience of employers who find 
that' women can " make good " in more responsible positions. Little 
by little opportunity for women in mercantile work will be developed 
through their infiltration and successful achievement in sales depart
ments for which formerly they have been considered not strong 
enough or not sufficiently informed, in buying and supervising posi
tions for which they have been considered lacking in judgment and 
experience, and in managerial positions for which they have been 
thought " unfit." 

SCOPE OF INVESTIGATION 

The total number o.f stores included in the W omen 's Bureau study 
was 54. Of these 14 were in California, 9 were in Massachusetts, and 
31 were in Indiana. In the California stores, 3,406 men and 8,707 
women were employed; in Massachusetts, 121 men and 434 women ; in 
Indiana, 1,666 men and 4,233 women. 

In all three States only those stores were studied whose merchandise 
included yard goods and ready-to-wear clothing. 

The size of the stores ranged from 21 employees to more than 2,400. 
The extremely small store, having only 1, 2, or 3 employees, was not 
included, because in many instances such establishments are run by 
members of one family, and therefore would not come under the 
provisions of the law, or are located in rural communities where the 
la:ws may not always be rigorously enforced. It would be very diffi
cult, therefore, in such situations to estimate the effect of any legal 
regulation. . 

The total number 0£ employees in the 54 store~ was 18,567,· Of 
whom women formed 72 per cent. The proportion that women 
formed of all employees varied greatly in the different establish,. 
ments. The range in the per cent of women employed in California 
was from 60 to 82.7, in Massachusetts it was from 64.3 to 85.6,. and 
in .Indiana it was from 42.9 to 86.5. ' 

The laws that regulate women's hours of work in stores limit their 
employment to 8 hours a day and 48 a week in California and to 
9 a day and 48 a week in Massachusetts. In Indiana there is no 
legal regulation of women's daily and weekly hours of work. 

The California law was passed in 1911 and the Massachusetts law 
in 1919. 

PREVAILING HOURS AND .LEGAL STANDARDS 

In the stores studied in the three States there seems to be a fairly 
direct correlation between the existence of hour laws and the length 
of the hour standards. The following tables show the prevailing 
hours in two groups of establishments~those that had the same 
schedules for men and women and a smaller number that had hours 
different for men and women. · 
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TABL E 1.- Scheduled daily and weekly hours i n estabUshments having the same 
hours for men and women, by State 

Scheduled hours 

Number of establishments _____ _______ ___ _____ ___ __ __ ___ _ 

Daily hours: Under 8_ •• ___ _____ ____ __ ___ ___ _____ ______ ______ __ ________ _ 

8_ - - - - - - - - - - - - - - - - - - - - - - - - -- - - - - - - - - -- - - - - -- - -- - - - - - - - - -- - -Over 8 and under 9 _______ __ _____ ______________ _____ __ ____ _ 
Saturday hours: 

Under 8 __ ______ ___ __ _____ _________ _______ ____ ____ ____ ____ _ 
8_ - - - - - - - -- ----- - - - - - -- - - - - - -- -- -- ------- - ------ - --------- -Over 8 and under 9 _____ ____ __ ____ __ _____ ___ ___ ______ _____ _ 
9 _ - - - - - - - - - - - --- --- -- - -- - - - - - - - - - - -- ----- - -- - -- - - -- -- - - - ---10 and under lL ___ ____ ___ _______ ___ _____________ ____ ____ _ _ 
11 and over __ ______ ______ ________ ___ ___ ___ _____ ____ _______ _ 

Weekly hours: Over 43 and under 48 ___ ___ __ ___________ ______ ______ ____ __ _ 
48 __ _ -- - - --_ -- --- _ -- ____ -- -_ --- ----- - --- --- -- -- -- ---- --- ---Over 48 and under 50 __ __ ____ __ ___ ________ ___ ____ ____ __ __ _ _ 
Over 50 and under 54 ____ __ ___ _________ ____ ______ ____ _____ _ 
54_ - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -- - - - - - - - - -- - - - - - - - -

Establishments of each specified class 
studied in-

All 
States 
visited 

44 

15 
24 
5 

Califor
nia 

9 

4 

30 

5 
21 

4 

7 6 -- ------ -- 1 
4 3 -- - -,----- 1 
8 -- - ----- - - ---- - --- - - 8 5 I 5 _________ _ 

12 -- ----- - -- ----- - -- -- 12 
8 --- - -- -- - - ---- - --- - - 8 

13 
6 

6 5 
3 --- ------ -

8 - -- - -- - - -- - - - -- - - -- -
15 
2 

2 
3 
8 

15 
2 

1 In 1 establishment Wednesday hours are 3 and in 1 establishment 4. In 1 establishment Wednesday 
hours are 3½ and Tuesday hours are 9. 

T ABLE 2.- Schedulea daily, weekly, and s .aturaay hours in establishments having 
hours dilfferent for men and women, and comments on suoh, differences,. b1/ 
State and individual schedu"le 

Number of Daily hours Weekly hours Saturday 
employees of- of- hours of-

State and sched-
ule number 

Men Women Meu Women Men Women Men 
-------- -------

California: No. L ___ ___ _ 379 1,318 8¼ 7¾ 49½ 46½ 8¼ 

No. 2 ____ ____ 614 1,053 8¼ 75/e 49½ 47 8¼ 
No. 3 __ ______ 152 411 8¼ 7¾ 49½ 46½ 8¼ 

No. 4 _______ _ 17 56 8¼ 7¾ 49½ 46½ 8¼ 
No. 5 ___ ___ __ 28 134 8 7½ 48 45 8 

MMSachusetts: 
No. 6 ____ ____ 15 89 8 7¾ 50½ 47¾ 10½ 

No. 7 _____ ___ 10 18 I 76/6 17½ 50½ 48 9% 
No. 8 ____ ____ 15 69 2 8 28 45½ 44½ 10 

No. 9 ________ 9 31 8¼ 7¾ 50¾ 47¾ 9½ . , 
Indiana: 
w. No. 10 __ ___ __ 28 45 8 8 (3) 48 (3) 

1 Exclusive of Thursday, when men's hours are 9% and women's 9. 
2 Exclusive of ·wednesday, when men's and women 's hours are 3~":i -
1 Not reported. 

110179-28--15 

Women 

7¾ 

75/6 

7¾ 

7¾ 

7½ 

9 

9 
9 

9 

8 

Comments 

Men begin work 15 min-
utes earlier and stop 15 
minutes later. 

Men begin work 25 min-
utes earlier. 

Men begin work 15 min-
utes earlier and stop 15 
minutes later. 

Men begin work 30 min-
utes earlier. 

Men begin work 30 min-
utes earlier to distribute 
stock and help around 
store. 

Women's meal hours longer 
than men's. 

Do. 
Men work extra hour on 

Saturday to help arrange 
stock. 

Men begin work 30 min-
utes earlier than women . 

Men's clothing and shoe 
departments kept open 
until 9 p. m. Saturday. 
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It is apparent from these tables that though there was no hour 
law in Indiana the stores in that State had not unsually long daily 
hours for women. Nevertheless, Saturday hours and weekly hours 
in Indiana sometimes were excessive, which was never the case in 
either Massachusetts or California where the laws do not permit 
excessive hours for women in stores. 

The shortness of the scheduled day was particularly striking 
throughout all the States. Of the 9 California stores where hours 
were the same for men and women, there were 6 in which the 
scheduled day was less than 8 hours and 3 in whi,ch it was 8 hours. 
]n 5 stores with schedules different for the two sexes the day was 
less than 8 hours for the women and was 8 or 8¼ hours for the men. 
A similar standard was found in the Massachusetts stores, where, in 
the establishments with schedules the same for men and women 
there was · only 1 with a daily schedule of more than 8 hours. In 2 
stores in Massachusetts the women's scheduled day was less than 8 
hours and the men's was 8 or 8¼ hours. In Indiana only 5 of the 30 
stores with the same schedules for men and women had a daily 
schedule of less than 8 hours, while 4 had a daily schedule of more 
than 8 hours. 

It is in the Saturday hours that the correlation between laws and 
, standards is most apparent. In California no store worked longer 

on Saturdays than on any other day. Where men's and women's 
hours were alike, the prevailing Saturday hours were less than 8, 
with a few plants having the full 8-hour day on Saturday. Where 
the men's and women's hours were different, the usual hours for the 
women on Saturday were 7½ or 73/4 and the men's hours were 8 or 
81/4. In Massachusetts every store was scheduled for Saturday hours 
longer than those of other days, but even so they did not exceed nine. 
In Indiana, however, of the 31 stores, 12 had a Saturday schedule of 
between 10 and 11 hours, 7 had an 11-hour Saturday, and 1 had a 
Saturday of 11½ hours. 

Scheduled weekly hours sho:wed the same differences between the 
two States with the 48-hour-weekly limitation of women's hours and 
the State without any limitation. Six of the 14 California stores 
and 6 of the 9 Massachusetts stores had a scheduled week for both 
men and women of less than 48 hours, while 5 California stores and 
2 Massachusetts stores had scheduled hours of less than 48 for women 
but longer hours for men. The men's hours in these cases, how
ever, were not extremely long. They were 48 hours in 1 store in 
California and 49½ in the other 4; and slightly over 50 hours in 
the 2 Massachusetts stores. In Indiana longer weekly schedules 
prevailed in the large majority of the stores. Only 5 reported a 
week of 48 hours or less; 8 had more than 48 and less than 50 hours 
for a schedule, 15 had more than 50 and less than 54, and 2 had 54 
hours as the scheduled week for both men and women. 

There is apparent also a certain correlation between the existence 
of hour laws for women and the number of establishments in which 
~iffere~t hours were required of men and of women. Only 1 store 
m Indiana had such an arrangement, but 5 stores in California and 
4 in Massachusetts had longer hours for men than for women. In 
4 of the California stores the men's hours exceeded the women's 
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legal weekly limit (by 1½ hours), while in Massachusetts stores 
the men's hours were longer than the legal limit for women in only 
3 establishments. 

PART PLAYED BY LEGISLATION IN ESTABLISHING HOUR 
STANDARDS 

That the laws were largely responsible for the hour standards 
in Massachusetts and California stores is indicated by the facts 
showing the changes in hours caused by the laws. The accompany
ing table gives the outstanding reasons for reductions in hours rn the 
various stores, and illustrates plainly how important a part legisla
tion has played in bringing about these reductions. 

TABLE 3.-Reason for chang0 in women's hours, by State 

Reason for change in hours All States 
visited 

Cali• 
fornia 

Massa• 
chusetts Indiana 

All establishments reporting............................. 1 40 1 11 9 1 20 
===II====!====!==== 

Establishments reporting reductions........................ ... 1 39 110 1 9 r 20 

Hour law-one reduction ............ _ ...... ···-· ..... ·-. ·-
Hour law-more than one reduction.·---·-··-_.-···-_·-_-· 
Agreement with other firms-one reduction ___ ·-·- ·-·-·-··· 
Business demands-one reduction __ ····-·-·····-·--"·-·· -· 
Competitive conditions-one reduction·---·--···-·······-· 
Competitive conditions-more than one reduction._.-·-·-_ 
Public opinion-one reduction .. . -·····-·-·-.-·-·-···-·-··· 
Policy of firm-one reduction .. _. _._ ....... _ ..... _ ........ . 
Policy of firm-more than one reduction.·-·-·--········-·
Reason not reported-one reduction·-·--··--·-···----··-·
Reason not reported-more than one reduction ...•.. -..... 

Establishments reporting no change .. ···-·-·_ ... -·_·-·-.-·_--· 
Establishments reporting hours increased_ ......•............ _. 

1---i1---

13 5 
1 1 
5 ---·---·-- -···--·--· 6 
2 ···-····-· ··-······· 2 
3 --··-·--·- ·-········ 3 
1 - - ·------· ---··-·--- I 
2 -·--··-·-· -····-··-· 2 
4 2 2 •••••••••• 
1 1 ·········· ......... . 

10 3 7 
1 ··-······- -·-······· l 

1 ·-········ ----······ 
2 

1 Details aggregate more than total. because some firms appear in more than one class. 

In California, of the 10 stores that reported that they had reduced 
their hours for women, 8 had made such reductions to meet the 
requirements of the women's hour law, the decreases reported rang
ing from 3 to 9 hours a week. Two stores reduced their hours before 
the law went into effect because of the policy of the firm, but it 
was stated that they did so in anticipation of the law. It can be 
said, therefore, that practically all the reductions of hours in Cali
fornia may be credited to the law. Of the six stores that had not 
reduced hours, three had begun business since the passage of the 
law. The other three had not found it necessary to reduce hours 
when the law became effective, as they already were operating on 
daily and weekly schedules within the limit later set by the law. 

In Massachusetts the 48-hour law had an equally extensive effect 
i-n shortening hours. Of the nine stores studied in that State, six 
reported shortening hours because of the law. The other three did 
not need to reduce hours, as . they had done so prior to the passage 
of the 48-hour law. 

Perhaps the most striking thing about the changes in hours in 
the stores studied was the feeling about them expressed by the store 
managers. In many plants legislation as a method of securing 
~horter hours received the hearty indor'sement of employers, who 
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felt that, with conditions so extremely competitive as they are in 
stores, nothing short of a legal enactment would even-out their 
hour standards. This attitude is very clearly illustrated by the 
statement of an employer in California, who said that formerly he 
had kept his store open from 8 a. m. to 6 p. m. and on Saturdays 
until 9.30 p. m. Since the passage of the 48-hour law his schedule 
had been from 9 to 5.30 for the six days of the week. He felt that 
the law was a much needed impetus to shorter· hours in department 
stores. Most of the ein loyers, he said, wanted a shorter day, but 
they •wanted it to be universal so as to equalize competitive condi
tions. He had found that the law limiting women's hours practi-

( cally made the shorter day a universal condition, as stores were 
dependent on female labor. He also felt thati the 8-hour law had 
increased opportunities for women and had served as an incentive 
for them to go to work, as the shorter day made it possible for the 
women with home duties to care for their homes and also be employed. 

Another California employer said that when the law was passed 
and he was obliged to shorten his store hours by. an hour a day he at 
first felt that it was a hardship and that he would decrease the propor
tion of women among his employees. Nevertheless, after a few 
months or a year, he had found that the shorter hours had had no 
effect on sales, and that in all ways the management was better off. 
He felt that any inconvenience that the 8-hour law might have 
caused had been more than compensated for by the advantages of 
shorter hours and of a standardization for all firms. 

Such testimony as this illustrates clearly that one of the benefits 
of hour legislation has been the elimination of competition among 
firms. The difficulties that attend standardization or shortening of 
hours through voluntary action are illustrated by the report of a 
store in Indiana that for a year and a half had been closed on Satur
day evening because of an agreement with other merchants. The 
agreement apparently was not sufficiently binding, for a near-by 
competitor did not keep to it, claiming that it would be "suicidal" to 
close his shop on Saturday nights. The manager of the first store 
felt that public sentiment would support him in his early closing and 
that other stores would follow his example, so he continued for many 
months to close. However, he was disappointed in his expectations. 
The neighboring store advertised Saturday evening sales, and eventu
ally he was compelled to open his shop Saturday evenings in order to 
keep his trade. His statement was that a law was needed "to force 
some people to a common regard for their employees." 

Additional testimony as to the advantages of shortened store hours 
is given in the statements of employers who had shortened their hours 
voluntarily. One superintendent in California said that he had 
reduced his hours from eight to seven and one-half a day by changing 
his open ing hour from 8.30 to 9. He had done this because he had 
found th at practically there were not enough sales made to cover over
head expenses before 10 a. m., and the later opening therefore was 
an advantage. An Indiana firm reported that when they inaugu
rated Saturday evening closing they were almost overwhelmed with 
public approbation of their advanced policies. Many people had 
written and congratulated them and said that they would make it 
their business to trade with a store that had taken such a fine stand. 
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Another Indiana firm that had shortened hours said, "vV e figured we 
gained business instead of losing. If we were open 24 hours a day 
there would always be someone in." 

Only two establishments reported that the voluntary shortening of 
hours had not been satisfactory. Most of them found that their sales 
were as good in the shorter time as they had been before. 

One of the stores that had not been satisfied with the experiment 
was an Indiana firm that in 1916 had given up being open in the 
evening. The manager of this store said that he had regretted this 
change. His competitors were open in the evenings before Christmas, 
and most of them were open also Saturday evenings. His policy of 
dosing, he felt, had given him a reputation for catering to a select 
trade. This reputation he did not want, because he thought that it 
made him lose " mass trade." His business could stand this loss at 
first, when money was plentiful, but later he had found that times 
were hard and that he needed " mass trade." 

The other store, also in Indiana, reported that for a couple of years 
the establishment had closed at 6 p. m. on Saturday. However, as 
the community that patronized the shop was composed large!) of 
miners who were paid late in the week ,and wanted to shop on Sat
urday, the early closing was not considered a success and srnce 1025 
the store has been open until 9 p. m. on Saturday. 

With these two exceptions it is true that reductions o.f hours, 
whether adopted voluntarily or because of the compulsion of the law, 
had not been a handicap. 

OVERTIME AND WOMEN'S HOUR LAWS 

Overtime in stores seemed to be required af? extensively in Indiana, 
where there is no hour restriction, as in the two States with a 48--hour 
legal limitation of women's hours. Of the stores reporting on this 
subject, 20 of 27 in Indiana, 12 of 14 in California, and .5 of 9 in 
Massachusetts stated that they required overtime occasiona1Jy. This 
overtime, however, is not comparable with that usually required in 
industrial establishments. The occasions for which overtime is neces
sary in stores are regular and known well in advance, and they are 
infrequent. They include, besides the Christmas and Easter seasons, 
certain days once or twice a year when the inventory is taken or wh•m 
special sales must be arranged for. Such occasions as these may be 
:foreseen and prepared for in advance, and in the stores studied the 
amount of extra work required was not so extensive as to assnme any 
significance. 

Chiefly because of the relative unimportance of the overtime re
auirements in stores, the effects of the legal limitation of w0men's 
hours differed greatly from those in industrial pursuits. _ The re
quirement of overtime for women's work in stores does not res ult in 
the employment of an increased number of women as it often docs in 
manufacturing plants. Not one store reported that extra women were 
employed instead of their working overtime. Instead, in some of the 
stores it was possible to employ the women the necessary amonnt of 
overtime because their hour schedule was less than the legal limit. In 
stores where this was not the case the system used was to let the girls 
off for an hour or so to make up for the time that must he put in 
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after the store was closed. A third and much smaller group of stores 
employed only men for overtime work. 

In three stores in California and one in Massachusetts there was 
indication that the hour law that prevented women from working 
overtime had resulted in a slight restriction of their employrnent. In 
one California store it was stated that the positions of floor managers 
were given to men rather than to women partly because the floor inan 
had to be on duty longer hours but chiefly because it had always 
been considered a man's job. There was .a total of 1,109 women and 
only 286 men employed in this store. Only four of the men ·were floor 
man~gers, so what restriction was due to the law in regard to t his 
position was not very great-. In fact, the management had not con
sidered the matter very seriously and was not aware of havin~ 
adopted a conscious policy in the matter. In this same store worwm 
buyers occasionally were required to stay overtime to check up on 
the stock or to make requisitions, but the law had never been en
forced for them and it had never occurred to the manager as a factor 
affecting employment policies. He said that legislation might ha-ve 
affected policies indirectly but it had never been formulated as a 
"reason." That this was true for most positions in the store was evi
denced by the fact that the only positions except that of floor rm~na
ger that were open only to men were those of elevator operatmg; 
receiving and stock-room work, delivery, packing, and maintenance 
jobs-all of which were considered by their nature too heavy for 
women-and supervisory positions, such as merchandise mn.nager 
and assistant superintendent, where men were employed through cus
tom r.ather than a definite policy and chiefly because it was felt t-hat 
men were more likely than women to remain on the job. 

That the law could not have been an insurmountable obstacle to 
the employment of women as floor managers is shown by the fact that 
women were so employed in four stores in Califorma and one in 
Massachusetts. In one of the California stores there were 3 women 
and 16 men floor managers, but it was stated that the number of 
women in this position probably would increase, because a higher 
type of woman could be secured for the wage usually paid to floor 
managers. In another of the California stores two women and four 
men were floor managers. In the third store in California there were 
10 men and 1 woman in these positions, while in the fourth store 3 
women and 32 men were floor managers. In the store last mentioned 
it was stated that floor positions usually were considered too hard for 
women, because of the continuous standing involved. The three 
women who had been given such positions, however, ha.d been so 
successful that the management expected gradually to increase the 
number of women in· this work. 

In the Massachusetts store two women and one man were floor 
managers, and the stated policy of the store was to employ in such 
positions the person best suited to the work, irrespective of sex. 

As another possible restriction of women's opportunity because of 
hour legislation it was stated in a California store that most of the 
positions in the stock room were open only to men, partly because of 
the extra hours needed for such work but chiefly because most of 
the jobs in the stock room were too heavy for women. There were 
12 men and 2 women in the stock room. There seemed to be no other 
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position in this store in which the legal limitation of women's hours 
had any effect on their opportunity. In :fact, the management went 
so far as to say that hour restrictions did not prevent women's em
ployment" in arvy way", which indicate,s that the limitation of wom
en's work in the stock room probably was a matter more of the kind 
of work than of the hours. Further occupational policies in the store 
seemed to bear out this attitude. The only positions open to men 
only were elevator operating, delivery, and maintenance work. The 
merchandise managers were all men, but it was stated that if women 
were capable of filling these positions there were no policie,s or restric
tions that would close the job to them. In supervisory positions, it 
was stated, there was no policy for making a choice of supervisors on 
the basis of sex. Women were increasing in such positions, but their 
progress was slow because so man_y of them had a " short-time view " 
of their jobs and becanse the pubhc seemed to prefer men in any form 
of executive position. . 

That while the hour law did not prevent the employment of women 
in any position naturally and normally open to them, if it were not 
for this law more women would be employed, was the statement of 
the manager of the third California store reporting a possible re
striction of women's opportunity due to hour legislation. If a man 
and a woman equally well suited to a job applied for it, he thought 
that the man would be selected in order to eliminate the possibility 
of getting into entanglements with the law. However, in this store 
the only jobs that were reported to employ exclusively men were 
stock jobs, maintenance, delivery, and those requiring the handling 
of heavy units of stock. The manager also stated that he expected 
an increase in the number of women floorwalkers, as this position 
paid about $150 a month and it was possible to get a hjgher type of 
woman than man for this amount. 

That a woman could not buy and have charge of, the toy depart
ment, because of the overtime work sometimes necessary before 
Christmas, was suggested' by the manager in one Massachusetts 
plant. This store, however, was a very small one employing only 31 
women and 9 men, and it . was necessary for the buyer in some de
partments to do more than one kind of work, so that overtime some
times was unavoidable. The toy department seemed to be the only 
one, however, where this necessity had brought about the employment 
of a man rather than a woman buyer. vVomen were the buyers for 
eight departments, while men were the buyers in four. Except for 
the toy department, the buyers were men in departments carrying 
heavy stock. These departments were dress goods, sewing machines, 
domestics, and upholstery. 

The attitude of the employers in these four establishments was an 
unusual one, as will be shown by an examination of the detailed 
statements on this subject given on page 476. 

FACTORS THAT HA VE DETERMINED .TYPE OF OCCUPATIONS OPEN 
TO WOMEN 

It is apparent :from the foregoing pages that the laws limiting 
women's hours of work have had little effect on their opportunities 
in stores other than to shorten their hours of employment. There 
has been, however, a considerable and constant change in the type 
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of work in which women were employed. Little by little they have 
been put into more responsible positions in the store management, 
and it is the factors that have brought about these changes that are 
really significant in connection with women's employment in these 
occupations. 

The war, of course, was responsible to some degree for enlarging 
the field of work for women in stores, but the outstanding reason 
for the generally more liberal attitude toward women's employment 
has been that they could be secured for less money than could men. 
Once installed in certain jobs, however, women usually have been 
found to be equally or more efficient than men, so that their retention 
has been assured. 

The difficulties of attracting competent men for department-store 
work were mentioned by a number of employers as a reason for 
increased numbers of women. This situation probably is part of the 
general wage question, as most of the employers who reported to 
this effect also made some remark about the wage paid, which indi
cated that the temptation was not sufficient to bring competent men 
into this work. For instance, one employer in Indiana said that 
women had increased gradually in his firm until he thought men 
did not take up " clerking " to any extent any more. Men, he said, 
can not support families on the average department-store wage now, 
and it is possible to get competent girls more cheaply than competent 
men. 

Occasionally an employer would explain the increases among his 
women employees on the basis of women's ability, but this was more 
rare. One such employer stated that his firm, that had been in 
business since 1853, had maintained until about 1875 or 1880 that 
they would not have women in the house. They first employed 
women in 1880 in the notion and pattern department. At the time 
of the interview 68 per cent of their employees were women, and the 
manager attributed this to women's superior ability. He said that 
women had largely supplanted men in department stores, except 
:for selling heavy goods that require lifting. He had found that 
women outsold men " every time," as they were more :familiar with 
the use to which the merchandise was to be put. Ninety-five per 
cent of the shoppers are women, he said, and they feel that in making 
a selection they get more help from a woman. As an example, he 
said : " In our stove department a woman is outselling the men. 
She really knows all about how stoves work, and her line of con
versation is more sincere. Men are apt to make a sale regardless. 
Their point of view is to sell. Also, men have other interests, and 
attention to their jobs is divided." 

Such confessions of faith were not usual, but they indicate that 
cheapness may not be the only reason for the increased employment 
of women in this type of work. ~ 

An inspection of the kinds of occupations that are ~nd are not 
open to women throws further light on the factors that make for 
their employment. Taking first the work of buyer or assistant 
buyer, which is one of the more important occupations in stores, 
it is interesting to find that if there is any significant correlation 
between labor legislation and the extent to which such positions 
are open to women the indications are that there is more oppor-
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tunity for women buyers under legislative restrictions of tneir hours 
than when their hours are unlimited by law. 

In no stores in California and in only two in Massachusetts were 
there no women buyers or heads of departments ; but there were 
six such stores in Indiana. There were more women than men 
buyers in 4 of the 14 California stores and in 4 of the 9 Massa
chusetts stores ; but this was t rue in only 8 of the 31 Indiana stores. 
In relation to the total number of employees in a store, the propor
tion of men and women buyers was practically the same both in 
California, where it was 2.6 per cent for the men and 2 per cent for 
the women, and in Massachusetts, where it was 7.7 per cent for 
both sexes;, but in Indiana the men buyers formed 4 per cent of 
the total employees and the women only 2.9 per cent. 

Though these mass figures seem to indicate a certain correlation 
between hour laws and the extent to which women are employed as 
buyers or heads of departments, they really can not be interpreted 
as being especially significant. Too few establishments were studied 
to make the mass figures typical of any general situation. For. this 
reason the individual policies of the employers yield information 
that admits of more accurate interpretation. 

Throughout the three States, policies were very similar as to the 
departments in which men and women were most important as buy
ers. For instance, in the departments selling yardage, men's fur
nishings, shoes, and household furnishings men predominated very 
greatly among the buyers, while in underwear, women's and chil
dren's ready-to-wear clothing, small wares, and millinery depart
ments women buyers predominated. Such differentiation seems to 
have been a rather constant policy throughout the establishments 
in the three States, though, depending largely upon the size and 
organization of the store and the type of individual who was avail
able for the position, the sex of the buyers in the same department 
in different stores was likely to vary. The general policy regarding 
buyers seems to be that women are most successful with things used 
exclusively by women or where the chief question is one of style, while 
men surpass in buying things used exclusively by men or where the 
question of quality enters in. 

One crit icism that was made of women buyers was that they had 
not the same bargaining ability that men had, and that they were 
apt to be timid about spending large sums and t aking responsibility. 
There seemed to be little doubt, however , that when it came to ques
tions of style and popular demand women made able selections. 

It is interesting to find in connection with this whole problem of 
the employment of women buyers that the same lack of technical 
knowledge and experience is felt that was remarked in the industrial 
employment of women as supervisors or forewomen. Occasional 
criticisms were that women who came into stores did not want to 
work themselves up into better positions because they expected that 
their employment would be only temporary, but such criticisms were 
not so general as they probably would have been a few years ago. 

On the whole it seems that the employment of women as buyers is 
going to be a matter of slow growth. Women not only must learn 
to know the technique of this occupation, which requires business 
acumen as well as taste and a feeling for style, but must be able to 
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~onvince their employers and fellow workers of their ability. Ex
cept for the one case noted where an employer thought he might not 
use a woman as buyer in the toy department because of the need for 
overtime work at Christmas, there was no indication that legisla
tion had in any way affected opportunity for women in this line of 
work. 

Another type of occupation where legislation limiting women's 
hours might react against their employment is those jobs that neces
sarily are carried on outside of the store hours. An examination of 
these occupations indi,cates that in very few instances are they open 
to women, but the same examination shows that the reason for this 
has nothing to do with legal restrictions. Instead, it is definitely due 
to the type of work performed. The occupations reported as being 
carried on outside of, or longer than, the store hours, and that were 
held only by men, were those of cleaner, janitor, porter, watchman, 
deliveryman, engineer, electrician, painter, repairer, interior deco
rator, stockroom- employee, shipping clerk, and paperhanger. This 
list j_s sufficient in itself to dispel any idea that women's opportunity 
in such occupations is being hindered by legal re,strictions, for it is 
obvious that there is little opportunity for any work that ~ omen are 
equipped to do in most of the jobs enumerated. 

It is apparent, therefore, that what might be called the " extra
store ,,. jobs are not closed to women because of any legal limitation 
of their hours. 

There remains one other group of occupations that must be exam
ined in order to get full information as to the possible effects of 
legislation on women's employment in stores. This group is the 
large number of occupations or departments within the store in 
which only men are employed. 

In one or more establishments in all three States women were con
sidered not eligible to do sales work in the :following departments: 
Woolens, heavy linens, domestics, bedding, rugs or floor coverings, 
shoes, :furniture, men's clothing or :furnishings, and departments 
catering only to men. The general reasons for this policy on the 
part of the employers was the impracticability of. having women 
r ather than any special prejudice against their employment . In de
partments catering only to men's needs, it is obvious that the employ
ment of men for sales work would be more satisfactory. In most of 
the other departments listed, the products are heavy and require 
lifting and moving about to be properly displayed. In most of the 
stores studied, this work was constdered too heavy for women, though 
in some cases it has been found that by giving women the necessary 
assistance in moving the stock, their sales records for these depart
ments are satisfactory. In some of the departments, such as linens, 
domestics, and beddings, certain technical knowledge of the product 
is required, and men usually are, considered, especially by the general 
public, to have wider knowledge along these lines. 

Other types of work closed to women in some or all stores were 
that of manager, personnel director, superintendent, purchasing 
agent, advertismg agent, window trimmer, outside. contractor, ship
ping and receiving, delivery, and elevator operating. It was not 
apparent that legal regulations of women's work had any effect 
on their opportunity in these types of occul?ation. One manager 
said simply that he employed men in posit10ns where labor and 
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heavy work required men and" where it was most fitting and proper 
that they should be." This sums up the general attitude of em
ployers more succinctly than any other one statement made in 
this respect, and really applies to most of the selective employ
ment policies of store managers. For instance, one manager said 
that he had always employed a man for advertising director because 
he had always had a man and had very little confidence in women 
and their reliability. He felt that women lacked vision and fore
sight and did not seem able to be trusted with buying goods repre
senting any considerable value. 

Another employer said, "Men are on fundamentally men's job~, 
such as purchasing agent, merchandise manager, superintendent, 
and personnel director." 

The exclusion of women from window decorating was most gener
ally credited in the different stores to the fact that this work required 
much heavy lifting that was not suitable for women. 

On the other hand, there were instances in each· State of stores 
where women were employed as managers or superintendents, or as 
advertisers; and in Indiana and California women were employed 
as window trimmers. In the last analysis, therefore, the closing of 
certain jobs to women because of their physical limitations can not 
be considered a permanent nor conclusive. policy. The experimenta
tion of individual employers and the ability of individual women 
will largely determine the future opportunity for women in many 
occupations in stores not now consider'ed to be within their province. 

THE PERSONNEL POLICIES OF PENNSYLVANIA DEPARTMENT 
STORES 

[Abstract from a report of the Bureau of Women and Children, Department of Labor ana 
Industry, Commonwealth of Pennsylvania] 

The information available r egarding the conditions of employment of women 
in Pennsylvania department stores requested by the Federal Women' Bureau 
is summarized in the following report, and is based upon interviews with man
agers of 32 department stores in Pennsylvania between March and May, 1926. 
In this study a department store has been defined as a store in which yard 
goods as well as wearing llpparel are sold. 

Change in hours of work 

Information was obtained regarding change in scheduled weekly hours of 
work in 25 department stores from 1910 to 1926. No store was found to have 
had an increas:e in hours. Of the 22 stores reporting shorter working hours 
since 1910 only two had shortened their schedule of hours in order to conform 
with the Woman's Labor Law of 1913.2 

In no case did the change in hours of work affect the proportion of women 
employed in the establishments. The reasons given by the merchants for the 
change in store hours are listed below. 

Stores 

Mercpants' agreement--------------------------------------------~------ 11 
Initiative of store management_ _______ · __________________________________ . 8 
State law----------------------------------------------- --------------- 2 Initiative of employees ____________________________________________ _:____ 1 
No change _____________________________________________________________ 3 

Total----------------------------------------- ------------~----- 25 

2 In 1913 the legal limitation of women's hours of work was reduced from 12 daily and 
60 weekly to 10 daily and 54 weekly.-Editor. 
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Overtime 

Very little accurate information concerning overtime could be obtained. 
Most of the establishments reported that overtime was seldom necessary. 
However, the merchants often admitted that in rush periods overtime was re
quired of sales clerks and workers in alteration rooms and packing and delivery 
departments. Overtime was also reported in some establishments for window 
trimmers, cleaners, and porters. The overtime work was usually done after . 
the regular closing hours in the evening or in the morning before the store 
opened for business. 

Occupations closed to women 

Information concerning positions closed to women was obtained from 24 
stores. The occupations listed and the number of stores excluding women from 
such occupations are shown below: 

Occupations closed to women: Number 
Selling- of stores 

Men's clothing___________________________________ ______________ 24 
Carpets and rugs______________ __________ _______ __ ______________ 6 
Furniture ----\.--1----------------------------------- ------------ 6 
Yard goods___________________________________________________ _ 1 

Nonselling-
Window dressers ---------------------------------------------- 17 
Porter work___________________________________________________ 4 
Floor men_____________________________________________________ 2 
Parcel-room custodian____________________________________ __ ____ 1 
Return-goods section ------------------------------------------- 1 
Delivery service--------- ------------------------------ -------- 1 
Linoleum laying------------ ----------------------------------- 1 

Although women outnumbered men in both selling and nonselling positions 
in department stores, it was found that all positions were not open to men 
and women alike. The variation in practice regarding the positions tradi
tionally closed to women, however, indicates that the times are changing and 
that gradually women are proving they can make a success in those positions 
hitherto filled entirely by men. 

Women were not found in any of the stores in departments catering wholly 
to men, such as men's clothing departments. In the past boys' clothing de
partments had also been closed to women, but women were frequently found 
in these departments and their managers felt that they were selling very 
~uccessfully in them. 

Another group of positions traditionally closed to women, apparently on the 
basis of the cost of the merchandise, include carpets and furniture. In a few 
stores women were found selling carpets and rugs evidently quite to the satis
faction of the manager. In other stores the merchants said with conviction 
that women could never make a success in these :fields. Furniture was once a 
fiehl in which men were absolutely in command, but as women have become 
successful in interior decorating lines they have also taken up the selling of 
furniture. In some stores women were found selling only novelty and summer 
furniture, but occasionally they were selling all kinds of furniture. Only one 
establishment had a hard and fast rule against having women in yard-goods 
departments. 

Certain unskilled jobs such as porter and watchman positions and other jobs 
requiring both mechanical skill and strength were always :filled by men. 

A few stores did not employ women as section managers or " floor men ., 
though other stores found them of value especially in intimate wear depart 
ments. The window dresser's job seemed closed to women as a rule. In the 
smaller stores the window dresser was his own carpenter and porter and had 
as great a variety of jobs to perform as a man of all work. As long as this 
-custom holds it is hardly probable women will be taken for such positions, 
though one woman was found in the window-dressing department of one large 
store. A few store managers said they would hire a woman if the right one 
-could be found. Possibly as women become more interested in this kind 
of work and when more women have really made their mark in it, managers 
who now profess consternation at the thought of a woman in such a position 
may find they will want to readjust their viewpoint. 
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Occupations and annual earnings 

In securing data on annual earnings it was desired that the em1ployees 
selected should include those of both high and low earning power, and to insure· 
this it was requested that the data: be given for employeeSI from selected occu
pations. In selling departments, men from furniture, carpets and rugs, men's. 
furnishings, and yard-goods departments were included; while for women those· 
engaged in selling millinery, dresses, gloves, yard goods, and notions were 
designated. In the nonselling occupations for men were included clerical 
positions, work room and delivery service, porters, and elevator operators. 
The women's nonselling occupations selected were clerical, stock and alteration 
room work, and elevator operators. 

Data on annual earnings were obtained from 11 stores for a total of 682 
employees, 374 women and 308 men distributed about equally between selling 
and nonselling occupations. No instance was known of a change in occupa
tion for any employee in the three-year period for which data on annual earn~ 
ings was obtained. 
Selling employees. 

The median annual earnings for the selling employees were $1,108 in 1923 
and $1,195 in 1924, but in 1925 were $1,247. For women the µnedian rose 
slightly in the three-year period from $873 in 1923 and $918 in 1924 to $956 in 
1925. As in weekly earnings the annual earnings of men were higher, the 
median for men ranged from $1,638 in 1923 and $1,710 in 1924 to $1,767 in 1925. 

Al though the median group did not change, an upward trend was found 
in annual earnings for women over the three-year period. In 1923 about 3() 
per cent of the 197 women engaged in selling received $1,100 or more a year~ 
in 1924 this number had increased to 33 per cent and in 1925, 38 per cent were 
receiving $1,100 or more, a promotion of approximately 10 per cent of the 
women into the higher earning groups. A similar trend in men's earnings 
was found over the three-year period. In 1923, 88 per cent of them were 
receiving $1,100 or more, in 1924, 89 per cent earned this amonut, while in 
1925, 90 per cent of the 140 men in selling occupations were earning $1,100 or 
more annually. 
Nonselling employees. 

The median earnings for nonselling employees varied only a little from that 
of selling employees. For the nonselling employees the median was $1,080 in 
1923, $1,150 in 1924, and $1,198 in 1925. The median annual earnings for 
women in nonselling positions were very nearly the same as for women in 
selling positions-ranging from $830 in 1923, $903 in 1924, to $909 in 1925. 
The median earnings for men in nonselling positions were lower than in selling 
in all three years, increasing from $1,436 in 1923 to $1,472 in 1924, and $1,530 
in 1925. 

About the same rate of increase in annual earnings was found in the non
selling groups as in the Sf'lling. although the proportion of women was some
what larger in the lower earning classes for the nonselling employees. 

In 1923. 23 per cent of the women were earning $1,100 or more a year, in 
1924 this number had increased to 28 per cent and in 1925, 31 per cent, or 
practically one-third of the women in the nonselling group were earning $1,100 
or more annually. 

For men in nonselling occupations the proportion earning $1,100 or more a 
year incrf'ased from 75 per cent in 19,23. to 80 per cent in 1924 and to 84 per 
cent in 1925. 

The analysis of annual earnings of the 345 department store employees indi
cates then that men received more for their services than women, whether they 
were selling or engaged in nonselling occupations; that the chances for pro
motion as indicated by earning power over a three-year period within the groups 
were about the same for men as for women ; but that, although a small propor
tion of the employees received increases, it was not a sufficient number to change 
the median earning class of the group, as a whole. 
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CHAPTER X.-WOMEN IN THE METAL TRADES 

Trend of employment for women-Hour legislation and scheduled hours of 
work- P olishing a nd grinding-The effect of the law requiring equal wage 
for men and women-Type of work on which women are employed- General 
policies regarding women's employment-Core making 

The labor vacuum and the demand for goods to carry on the war 
opened a wide field of new work to women wage earners during the 
war period. Now here was this more true than in the metal trades, 
which were the chief producers of war implements. The shift from 
peace to war production gave women jobs in machine shops that 
always before had employed only men, and in plants where women 
had been employed on a limited number of assembly and inspection 
jobs they were assigned new tasks and their numbers were increased. 
Women were not an innovation in personnel policies in the metal 
trades generally, for they had been employed for years as punch
press operators and bench hands on small products of sheet metal, 
wire, tin, and light metals, but in the machine shops where metal 
castings and forgings of steel and iron are handled the numbers 
of women employed had been negligible, and their introduction to 
work on lathes, automatic screw machines, milling machines, and 
welding was a novelty and an experiment for both the woman and 
her employer. Women had hardly adjusted themselves to their new 
environment in the machine shops when the armistice came, followed 
in turn by a general market upheaval, overproduction, a surplus 
labor supply accompanied by curtailed buying, and in many indus
tries a general depression. Such conditions were not particularly 
favorable to the retention of women in their new work, but it 
seemed possible that as a normal basis of production was resumed 
women would be returned and given employment again on the jobs 
for which they had shown ability. However, it was apparent as 
the ~eace adjustments in industry were made that women were not 
regaming their ground in the metal trades. Rather, the number of 
women seemed to be growing steadily less, and as women dropped 
out they were being replaced by men. This was of significance, since 
the automobile and the allied metal trades were on the whole experi
encing a period of marked prosperity. 

As a part of this study of the effects of labor legislation on women's 
employment it has seemed important to examine this situation in 
order to ascertain what factors wer·e contributing to the decrease 
in the nuinber of women employed. 

E arly in 1919, about three months after the armistice, the Women's 
Bureau (then the Woman in Industry Service) of the United States 
Department of Labor made a brief sur·vey of the employment of 
women in the metal trade.s in Michigan for the purpose of finding 
what the war experience with women workers had tended to show, 
to what extent women were being laid off, and what were the policies 
and outlook for women's future in the metal trades. In the period 
between 1919 and 1927 Michigan has had no significant changes in 
legislation that affected the employment of women, but, on the other 
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hand, women have been employed in that State for a number of 
years under a law limiting their hours to 10 a day and 54 a week. 
It is possible that during the war emergency the provisions of this 
law might not have weighed heavily against the need for labor that 
could be supplied only by women. After that need was over it wa.s 
possible also that the law might have been a factor in bringing about 
a replacement of women by men. If this did not prove to be the 
case, the Michigan metal trades still offered an excellent opportunity 
for study of the other factors that influenced the choice of women 
for such work, for· it was obvious :from current knowledge regarding 
conditions in that trade that women were being employed to a de
creasing extent. An even more significant reason for following up 
the trend of women's employment in the metal trades in Michigan 
in connection with the pre.,sent study of the effects of legislation was 
the existence in that State of a law requiring an equal wage for men 
and women similarly employed on articles of" like value, workman
ship, and production." This law represents one of the few instances 
in which a regulation of this sort has been attempted, and its success 
or failure would have an important bearing on policies of legislative 

. control of such phase.,s of employment. 
It was decided, therefore, for these reasons and because the 

Women's Bureau had on hand the data collected in 1919, to make a 
follow-up study of the 1919 investigation in Michigan. 

SCOPE OF INVESTIGATION 

Only a short time had been available for the investigation in 1919, 
and it was _limited to a group of 22 plants making automobiles, 
automobile accessories, and miscellaneous products. Michigan was 
chosen as the field for the study because large numbers were em
ployed there in the metal trades during the war, and also, since 
automobiles and automobile accessories were the principal product, 
the possibilities seemed to be that the after-war depression would be 
felt less and that peace production WOllld start up more quickly than 
in some of the other metal centers. Metal-working plants were 
visited in four cities~Detroit, Flint, Jackson, and Saginaw. The 
data secured during the investigation included' the numbers of men 
and women employed at the time of the study and at the height of 
the war period; war and peace product; working hours; the jobs 
on wl_iich women were employed at the time of the study and during 
war times; and general comments and policies with reference to the 
firms' experiences with women workers and their policies for the 
future. In 1927 the same plants were visited, and an effort was 
made to secure data that would be comparable with those of the 
earlier ·study and to find what factors were affecting the wage-earn
ing opportunities of women in these plants. 

CONCLUSIONS 

vVomen in the metal trades have not, except in the manufacture 
of small automobile accessories and parts, maintained the opportun
ity that was opened to them by the war emergency. 

'their numbers and proportional importance have decreased, but 
such decreases have not been due to legislative regulations of their 
hours or conditions of work. The general hour standards were 
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shorter than the legal requirements f.or women, no great amount of 
overtime was reported, and night work for women-though it was 
permitted by law-was very unusual. In fact, so strong were the 
opinions of employers against night employment of women that in 
one case women's employment during the day was restricted because 
an employer did not approve of having them on the night shift. 

The Michigan law requiring an equal wage for men and women 
similarly employed on articles of "like value, workmanship, and 
production " has not produced an equal standard of wages for men 
and women. The chief inducement that women's employment holds 
out to most employers is that they can be secured more cheaply than 
men, and this is as true in Michigan as anywhere else. • 

The future for women in the metal trades will depend on two 
things-the development of light processes and the multiplication 
of small, light products, and the general attitude of employers to
ward having women on machine work. In no other industry studied 
was there found such violent prejudice against women's employment 
because of the mere £,act that they were women. 

It is this prejudice that is a stronger force than any legislative 
requirements in closing opportunity to women in such occupations. 

TREND OF EMPLOYMENT FOR WOMEN 

,var time marked a high period in the number of women employed 
in the plants whose normal peace product was automobiles. During 
the war the products of these plants in many cases were varied and 
quite different from those of more normal days. Automobile fac
tories turned out not only motor vehicles but motors for airplanes, 
tanks, shells, hand grenades, guns, and a vast variety of other kinds 
of products demanded by the War Department. New jobs evolved 
with the new products and the scarcity of labor gave them to women. 

An effort was made in 1919 to obtain figures showing the numbe1 
of men and of women employed at the height of the war period in 
the plants visited, but such figures were not available at all in some 
cases and only in round numbers in others. In 1919, 6 of the 22 
plants visited had no records available of war-time employment. 111 
the remaining 16 approximate figures gave 88,415 men and 8,447 
women, or about 9 per cent (8.7) women. All but two of the plants 
were wholly or partly engaged on war products. ,vomen formed 50 
per cent or more of all employees in two of the plants visited. Both 
these firms manufactured small products; one largely spark ·plugs 
and the other shells, helmets, and radiator fans. Six firms whos~ 
normal product had been automobiles reported 78,364 men and 5,371 
women ( 6.4 per cent) employed during the war period, a considerably 
greater number than at any later date. 

By the time the 1919 study was made, a shift back to peace produc
tion had begun and the data gathered on numbers indicated that 
women were being dropped relatiYely faster than men. Two plants 
were not operating at the time of the study in 1919, and when they 
did resume production only men were employed. The 20 plants that 
reported numbers of men and women employed had 87,496 men and 
6,582 women-7 per cent women, compared to almost 9 per cent (S..7) 
during the war period. One of the 20 plants had laid off its entire 
war force of women, averaging .250, and over 90 per cent of its men. 
Of the 11 plants for which there were comparable data on the changes 
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in numbers employed, only 1 reported an increase in the number of 
women employed, and this was an increase of but 3 per cent, while at 
the same time men had increased 14 per cent. Two firms that re
ported increases of 18 and 55 per cent in the force of men reported 
decreases of 55 and 75 per cent in the force of women. Eight of the 
11 plants hatl reduced the number of employees generally, both men 
and women, and _in 7 of the 8 the decrease in the proportional number 
of women employed was greater than that of the men. Combining 
the figures for these eight firms, men had fallen off about 40 per cent 
and women 50 per cent in numbers. On the whole, the data gathered 
in 1919 indicated that a noticeably larger proportion of women than 
of men were laid off after the war. 

By 1927-eight years after· the 1919 study-the war and its after
math of adjustments and readjustments were no longer factors af
fecting employment policies. The metal industries, especially auto~ 
mobile manufacturing, had experienced several years of general 
business prosperity and employment policies were back on a normal 
basis. 

In a period of eight years, naturally, changes in factors of manage
ment, organization, and product that may react on personnel policies 
were to be expected. Several establishments had lost their entity as 
independent organizations by being absorbed by one large holding 
company, and several others had been reorganized or consolidated 
with other concerns. One firm had experienced a number of re
organizations during the period and was no longer in business at 
the time of the 1927 study. 0£ the 22 establishments that formed 
the basis of the 1919 survey, 15 still employed women, 6 had no 
women in their shops, and 1 was entirely closed. 

Taking the 15 plants that still had women in their shops in 1927, 
the table following indicates something of the trend for women em
ployees in these firms in the period between 1919 and 1927. 

T.ABLID 1.-Numbm- of employees and per cent women vn 15 m etal estabUshments, 
1927 and 1919 

1927 1919 

Product P er Per 
Men Women cent Men Women cent 

women women 
---------------- -1--- - ----- --- ------

All establishments reporting ________ __ ____ ____ __ 101,797 5,146 
=====!===l===!===I===:=== 

4. 8 82, 800 6, 458 7.2 

Automobiles-totaL ____ ___ _____ ____ ________ ____ ______ 95,276 2, 113 2. 2 76,805 4,219 5. 2 
Plant o. !_ ___ __________ _ __ ___ _______ ___ _______ __ 32,253 ~ ~ 36,344 ~--2-. l 
Plant No. 2 __ - - --- - - - --- - - - - - - - -- - - - ----- ---- - __ __ 20,050 493 2. 4 11,087 1,008 8. 3 
Plant No. 3_ ____ ______________ ____ __ ____ ________ __ 7, 834 397 4. 8 7, 436 1,427 16. 1 
Plant No. 4_ --- - - --- - - - - ------ - - - ---- -- ----------- 16,078 350 2. 1 12, 138 362 2. 9 
Plant No. 5 __ ------ - --- - ----- - - - - - ----- - -- - - - -- - __ 11,368 292 2. 5 3, 000 400 11. 8 
Plant No. 6- - -- - -------------- - ------- -- ----- - - --- 6, 733 47 . 7 5,900 250 4.1 
Plant No. 7 (busses) ____ ---- - - - - - ------- -------- - - 960 14 1. 4 900 ------ -- - - ---- - -

Automobile accessories and parts- totaL __ ___ _____ ___ _ 2,637 2,111 44. 5 1,453 615 29. -7 
Spark plugs __ __ _____ ________________ ________ _____ _ 
Brass bearings and aluminum parts ___ __________ _ _ 
Valves. and small parts ______ ________ ____________ _ _ 
Steering gears _______ _____ ______________ ____ ______ _ 

--
~ 50. 6 755 1,850 71. 0 489 

607 139 18. 6 500 73 12. 7 
600 103 14. 7 88 2 2.2 
675 19 2. 7 376 40 9. 6 

JI 
Other products-totaL ______ ______ ______ ______ ______ _ _ 3,884 922 19. 2 4,542 1,624 26. 3 

---- --
Adding m achines ___ - - - - - - - - - - - - - --- ---- - - - - - - ----
Warning signals and radios _____ ___ ___ ___ ___ ____ __ _ 

~Pr:~~~~Y!~· ::tit:;e:~~==== == == == = = = = = ==== = == == = 

2,966 1 578 16. 3 3,967 1,219 23. 5 
474 290 38. 0 225 100 30. 8 
430 51 10. 6 300 55 15. 5 

14 3 17. 6 50 250 83. 3 
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The only group in which women showed a tendency to increase in 
numbers was the plants manufacturing automobile parts a,nd acces
sories; the fargest decrease came in the automobile factories. 

In all 15 plants, women had decreased :from 6,458 to 5,146, or 
approximately one-fifth (20.3 per cent), while men had increased 
from 82,800 to 101,797, an increase of 22.9 per cent. ' 

. ~ In the automobile factories the trend for women was downward, 
from the standpoint both of the numbers employed and of the relative 
proportion of women to men. For the group as a whole women 
had decreased 50 per cent while men had increased. All but one of 
the automobile plants had fewer women in 1927 than in 1919; the one 
had not employed any women in 1919 but had 14 in 1927. In all but 
one plant women formed less than 3 per cent of the force employed. 
In one plant women had decreased only 3 per cent ( 3.3) in the pro
portion employed, but in the five others the decreases in proportion 
of women ranged from 27 to over 80 per cent of the number in 1919. 

In the group whose products were automobile accessories and 
parts, women had increased in significant proportions. In 1919' there 
were 615 women employed in these plants and in 1927 there were 
2,111, an increase of almost 250 per cent. Women made up 44.5 per 
cent of the total number employed in 1927, while in; 1919 they had 
formed only 29.7 per cent. Only , one of the four plants had a 
smaller number of women employed in 1927·: than in 1919, and this 
was the plant making the heaviest product-steering gears. 

The group of miscellaneous plants showed a decline in the number 
of women employed. In these four factories there were 1,624 women 
employed at the time of the 1919 study and 922 in 1927, which repre
sents a decrease of 43.2 per cent. As to the proportions of men and 
women, in 1919 women were more than one-fourth of the force, 26.3 
per cent, and in 1927 they were 19.2 per cent, or less than one-fifth of 
the force. · 

HOUR LEGISLATION AND SCHEDULED HOURS OF WORK 

The first regulation of the working hours of women in Michigan 
came jn 1885,1 providing a maximum 10-hour day and 60-hour week 
in manufacturing. This law was superseded by the law of 1907,2 

which applied to all women in manufacturing and mercantile occu
pations. It provided the same hours, but the daily limit might be 
exceeded in order to make one shorter day in the week, and the 
weekly limit might be exceeded for making necessary repairs on 
machines to avoid stoppage. An amendment in 1909 3 extended the 
coverage of the law and provided average hours of 9 daily and 54 
weeldy, allowing a maximum of 10 daily. The hourly limitations 
have not been changed, but the coverage of the, law has been ex
tended several times so as to give it very general application to 
women's gainful employment. 
Hours worked in the plants visited. 

Only 2 of the 15 plants employing women took advantage o:f the 
limit aUowed by the statute, and only 1 of the 7 plants that for-

1 Michigan. Session laws ot 188-3, No. 39, sec. 4. E'ff'ective Sept. 28, 1885. 
2 'Michigan. Session laws of 1907,. No. 169', secs. 1, 2. Effective Sept. 28, 1907. 
a Michigan. Session laws of 1909, No. 285, secs. 9, 54. Efl'.ective June 2, 1909. 
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merly employed women had a week longer than 54 hours. The 
9-hour day and the 50-hour week were the common hour standard. 
Twelve of the fifteen woman-employing plants had a basic 9-hour 
day, 2 had an 8-hour day, and 1 had a 93/4-hour day. Two had a 54-
hour week, 1 a 48-hour week, 1 a 40-hour week, and 11 a 50-hour 
week. Comparing 1927 hours with those of 1919, 6 firms had the 
same schedule; 5 reported a shorter day and a shorter week; 1 had • 
the same daily hours but a shorter week; 1 had a shorter day but the 
same total weekly hours; 1 had a longer day and a longer week; 
and 1 did not report comparable hours. 

Only one automobile employer even remotely suggested that the 
hour regulations had an:y effect on employment policies. This par
ticular firm, manufacturing automobiles, was going through a pea.k 
period of production and operating a long night shift and overtime 
for the men. The employment manager said that while no jobs 
were closed to women because of the legal restrictions on their hams 
of work, if there were no hour law the women probably would be 
asked to work extra time occasionally. However, a few minutes later 
this same employment manager said that the president would not 
allow women to work at night and had given orders that care must 
be taken that women were not worked overtime, as he was opposed 
to night work and overtime for women. 

All the plants had the same basic daily schedule for men .and 
women. Only two of the seven automobile firms reported any ap
preciable amount of overtime. Except in one concern, which was 
having the busiest year in its history, overtime was not a problem 
for the factory as a whole. In the automobile plants overtime seemed 
to have been most frequent in the tool room, as in the case of a 
breakage of tools new ones must be made as quickly as possible and 
the work is skilled and can not be delegated to anyone in an 
emergency. 

Three of the automobile-accessory plants reported that women 
occasionally worked the full 54 hours allowed by statute, and in 
these plants men occasionally worked more than this. The fourth 
plant in this group reported practically no overtime. All reported 
that the law had no effect on the jobs that were open to women. 

Two of the four miscellaneous firms reported that they had con
siderable overtime for men and that men occasionally were put on 
women's jobs for overtime work. Both reported, however, that the 
need for overtime did not affect their employment policies regarding 
women. In one the women were working the full 54 hours allowed 
by the State and the employment manager felt that these long hours 
in themselves pre.eluded the possibility of employing women over
time, even if there were no legal restrictions. In the same plant an 
effort was made to keep overtime for men down to a mini;murn e
cause of the long hours and the inefficiency that goes with such 
hours. The employment manager was glad that his women workers 
were protected from working longer hour . The works manager 
in the other plant stated that if it were not for the law women would 
be worked overtime. 

The other two plants had no overtime; one because the plant is very 
small and production limited in extent; the other because past ex
perience has indicated that overtime is very expensive in overhead 
and spoiled work and is to be resorted to only in an emergency. 
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In general, overtime was negligible in quantity and there was no 
indication that the Michigan hour law was a handicap sufficient to 
affect the jobs open to women. In busy periods many of the man
agers take ad vantage of the full 54 hours even though their regular 
weekly s,chedules are less. 
Night work. 

Michigan has placed no restrictions on the employment of women 
at night. Though the employers are free to work women in their 
plants at night, and though 13 of the 15 plants for which data were 
obtained had night work for men, only 1 employed women at night. 
There were approximately 18,000 men employed at night in the plants 
visited, and perhaps 65 women. In the one firm having night work 
for women it is not a regular institution. At the time of the inter
view, women in one department were working nights temporarily. 
There were about 45 men employed on night work and 60 to 65 
women. This firm has no definite policy with reference to night 
work. If it is necessary to balance production, women are employed 
at night just as men are if they get behind in the quantity of work 
to be turned out. This plant sometimes has several hundred women 
at work at night, and at other times none. 

Two of the automobile plants reported that they sometimes had 
women working at night. The general manager of one of these 
plants said that his firm had no special policy with reference to night 
work for women and when it was expedient from the production 
standpoint they were employed at night. The other also employed 
women at night occasionally. In the spring of 1926 there had been 
about 250 women employed from 4.30 to midnight in the trim shop 
and cushion departments. The personnel dire.ctor said he made ar
rangements with the street-car and bus companies to have convey
ances at the door when the women left work so that they would not 
have to wait for cars, and he cited this as an instance of the many 
things that must be considered when women are employed at night. 
Men workers, he said, may be dismissed a.t any time of the night 
without any consideration of how they will return to their homes, but 
if a woman should have an unpleasant experience in returning to her 
home after being employed in a factory, the firm would be censured. 
He felt that the social attitude toward night work for women is a 
deterrent that the employer must consider. 

One plant in the miscellaneous group, also, had tried night work 
for women on at least two occasions in recent years. On each oc
casion it was unsatisfactory both to the management and to the em
ployees. Extra supervision was necessary; production . was not so 
good as during the day; and there were numerous problems of 
dis~ipline and morals. Women were employed on night shifts only 
in the assembly divisions, as the management would not consider 
having a few women scattered throughout the machine shop at 
night; so men have sometimes replaced women at night in the 
machine shop. 

The remaining plants usually reported that it was not necessary 
to have night work for women, as they could increase their day 
force without much difficulty whenever a busy period was ex
perienced. Almost all reported night work as a temporary ex-
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pedient. Work in the tool room was the most common of the night 
jobs. 

One firm reported that all its employment policies with reference 
to women were affected by its night-work policies. When the plant 
was operating at full productive capacity, three 8-hour shifts 
were worked, and some of the men took turns on the various shifts. 
Since the president of the firm had a strong personal bias against 
the employment of women on any night shift, women were employed 
only on day shifts; and because it was considered unfair to give 
women day work on certain jobs and require men to work at night 
on these same jobs, the three-shift jobs were closed entirely to women. 
Handicapped men werei given the light jobs that in many plants 
would be given to women. 

Night hours were longer than the day hours, as in most places it 
was customary to work 10, 11, and 12 hours a night for five nights 
;a week. Only two firms had a weekly total of less than 50 hours 
·fo r the night shift. These firms had 8-hour night shifts that were 
·.units in a three-shift system. 

POLISHING A.r D GRINDING 

An amendment to an existing labor law in Michigan was enacted 
-in 1905 4 ·with the seeming intent to prohibit women from the oper
ation of grinding and polishing wheels. Due to an error in the 
wording of the law, it has never been enforced. In the first section 
of the act definite mention is made of-
wheels or emery belts of any description, * * * either leather, leather 
<'Overe-d, felt, canvas, paper, cotton, or wheels or belts rolled or coated with 
-emery or corundum, or cotton wheels used as buffs. 

The last section of the act ends with the following prohibition: 
No female shall be employed in operating or using any of the wheels or belts 

s pecified in this section.5 

This particular section does not mention any wheels or belts, so 
there was ambiguity as to its interpretation and the administrators 
of the labor law, as far as is known, have always ignored it until 
the present administration. The commission that took over the 
administration of labor laws in 1927 at first planned to enforce the 
measure, assuming that the intent at the time of its passage was to 
prohibit such employment, and plans were made to ask the 1927 
legislature to amend the wording of the act so as to clear up the 
ambiguity. Later it was decided instead to request the legislature 
to give the labor commission the right to regulate the conditions 
under which women should be employed on grinding and buffing. 
rather than prohibit it altogether. 

Since the prohibition has not been enforced during all these years, 
it was not surprising that only one of the employers interviewed 
seemed conversant with the existence of this measure, and it can 
hardly be considered to have affected any policies regarding women's 
employment on buffing, grinding, and polishing jobs. 

In view of this fact, it is rather surprising to find that though all 
but one of the firms visited necessarily had some grinding or polish-

4 Michigan. Session laws of 1905, No. 172, pp. 1, 7. 
5 Italics added by the write1· of this report. 
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ing in the processing of their. products, only three employed women 
on such processes. The most extensiv~ employment of women on 

' grinding was in one of the automobile concerns, which had 10 to 12 
women operating small abrasive wheels for wet grinding. Women 
had been employed on this job for four or five years and also were 
employed on it during war times. It is a sitting job, and the em
ployment manager said that whenever a vacancy occurs there is a 
request from some woman for a transfer to this job. One other 
automobile concern had a few women on grinding, and one of the 
automobile-accessories factories had women polishing the spindles of 
spark plugs. Welding is not prohibited, but only one firm had a few 
women doing spot welding. No acetylene welding was reported. 

Most of the managers interviewed registered surprise when inquiry 
was made as to the ~mployment of women on grinding, polishing) 
and welding. To them it was work tabooed for women, and their 
attitude seemed to be that no self-respecting employer would think 
of putting women on it. Typical comments from such employers are 
these : 

I would never recommend women being used on grinders. Work is too heavy 
and undesirable. 

Have never employed women on grinding, polishing, or welding. The effect 
of dust accompanying grinding and buffing is a greater physical hazard for 
women than for men. 

In another J?lant the works manager felt that grinding or polish
ing was not smtable for women because much of the grinding is done 
with tripoli rouge and he thought the work one of the undesirable 
jobs for men and much more so for women. 

One of the plants had employed women on a grinding machine 
that had been developed in their own plant for use on small parts. 
Before the invention of this machine the work had been done by 
a filing process. Women were used on this operation for some time, 
and when the employment manager learned that the labor commis
sion was considering the enforcement of the provision against 
grinding he shifted the women back to the filing oper·ation, as the 
economies effected by the machine were not sufficient to make any 
material difference. · 

During the war J?eriod, when women were employed in large
numbers in the machme shops, it was fairly common to find them on 
grinding operations. Five automobile plants had women on grind
ing during war times, four in 1919, and two in 1927. One of the 
factories making automobile accessories and parts had women on 
grinding in 1927. Four of the 22 plants had women on some 
variety of welding during war times-one of these being acetylene 
welding on a power contamer. In 1919 and 1927 only one plant had 
women welders, and in these cases the operation was electric spot 
welding. 

The decrease in numbers of women in these occupations can not be 
attributed to legal restrictions, since the grinding-and-polishing law 
has not been enforced and there is no law covering welding. The 
reason for the decreases probably is the general exit of women from 
the machine shops. Grinding and welding had been men's jobs 
before the war, so when adjustments to a peace basis of production 
were made men were put back o~ these jobs. 
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THE EFFECT OF THE LAW REQUIRING EQUAL WAGE FOR MEN 
AND WOMEN 

In 1919 the State Legislature of Michigan, spurred probably by 
the war record made by women in industry and tqe publicity that 
had been given to their achievements, passed an act that read as 
follows: 

Hereafter it shall be unlawful for any employer of labor in this State, 
employing both males and females in the manufacture or production of any 
article, to discriminate in any way in the payment of wages as between sex 
or to pay any female engaged in the manufacture or production of any article 
of like value, workmanship, and production a less wage, by time or piecework, 
than is being paid to males similarly employed in such manufacture, produc
tion, or in any employment formerly performed by males : Provided, lwwever, 
That no female shall be given any task, disproportionate to her strength, 
nor shall she be employed in any place detrimental to her morals, her health, 
or her potential capacity for motherhood. 6 

This is rather an unusual stipulation to be incorporated in the laws 
of a State, and an effort was made therefore to find out how success
ful it had been in securing the "equal pay" for women that has 
been the goal of so many efforts during past years. 

The chief difficulty was in finding men and women working on 
any ·articles of "like value, workmanship, and production." Men and 
women were employed on similar jobs in the core rooms of five auto
mobile plants. One automobile-accessories plant had women as well 
as men in the core room. But the women always were employed on 
small cores and rates were set by the size of the core. If men worked 
on the small cores they received the same rate as women. However, 
in most cases the manager intimated that the men were dissatisfied if 
they were asked to work on the small cores. 

One automobile plant had put women into its core room for the 
first time in the winter of 1926, and about 12 women were working 
there in the spring of 1927. The employment manager reported that 
the rate for small cores had remained the same as when men were 
employed. However,• when men were employed, either they were 
learners being trained on the small cores or they worked only part 
time on the small cores, shifting to the larger cores for the rest of 
the time, as the possible earnings on the small cores are less than on 
the medium- and larged-sized ones. Women havei proved very satis
factory in the small-core making, . and the employment manager 
was planning to increase the number of women, as there still were 
considerable quantities of small cores being made by men. 

In another automobile plant women were working alongside of 
men on the same job at machine coil winding. The number of 
women had been growing less, as men are employed on this job 
on three shifts at times, and the general policies of the firm are 
against the employment of women on any jobs where men are 
employed on more than one shift. Men and women are paid the 
same on this wqrk, but this is true of all the operations in the plant, 
as all the workers are time workers, the basic daily wage being $6. 
In another plant operated by this same company about 99 per cent 
of the product;_on is carried on by women. All the women-about 
100-are on the same basis as the male employees in other establish-

6 Michigan, Session laws of 19'19, No. 239, sec. 1. 
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inents owned by this company, beginning at $5 for two months, then 
going to $6 and up to $7.20. This firm provided the only instance 
where men and women are employed on the same wage basis through
out the company's plants. In all other plants basic rates are 
decidedly less for women than for men. 

The general attitude on the part of managers seemed to be that 
the only reason for employing women at the present time was the 
lower labor cost. If a woman had to be paid the same as a man, 
a man usually would be preferred. 

One employment manager specifically complained of the law re-
, quiring equal pay for men and women if employed on the same work. 

He felt that the law would be a detriment to women workers if it 
were strictly enforced, for he thought that it was impossible to ask 
or demand as much of a woman as of a man and that a man ha.s 
potential emergency value for· overtime and as an all-around worker 
that a woman never has. When questioned as to whether this law 
affected employment policies within his plant, his answer was that it 
had no direct effect; but that if a job could be done equally well by a 
man or by a woman and the wage were the same for both, even if 
the women were a shade more efficient a man would be preferred. 

Any replacements that have taken place in the metal tr'ades re
cently have been largely substitutions of men for women. In the 
plants visited there were very few that reported any jobs opened to 
women in the last eight years, but where women were given jobs on 
which men had been or might be employed it usually was because of 
the lower wage that could be paid to women. 

In addition to the automobile plant that had put women into its 
core mom for the first time in the fall of 1926, only two plants re
ported instances where women had replaced men. One of these cases 
of substitution was on the operation of an automatic screw machine. 
A new screw machine wa,s installed in the plant and men were as- . 
signed to the job on a piecework basis at a certain rate per thousand. 
After working on the machine a short time the men complained that 
they were not able to make a decent wage at the rate paid, and the 
employment manager and works manager decided to try women on 
it, transferring the men to other work. Women were put on at the 
same rate and, the employment manager said, "They ran riot with 
the job and before long were making over $50 a week." Then the 
men wanted another trial at the job, and as the employment manager 
does not approve of having women in the machine shop and tries to 
discourage it, the men were given another try-out at a slightly higher 
rate than the initial one. Again they failed to turn out enough work 
to earn a satisfactory wage. Women have been employed on this 
work ever since ( about three year,s). Rates have been lowered sev
eral times since the women have been working on the machines, as it 
was stated that the work was in an experimental stage when the first 
rates were set. Machine setters were employed for both men and 
women. The women now make $25 to $30 a week. 

In the other plant a department was added and one of the new 
operations was tapping. Men were put on the t apping machines and 
before long they complained of the rate; the management, moreover, 
was not at all satisfied with the quality of the work turned out. As 
the work was light, it was decided to give women a chance. The 
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change to women has been very satisfactory. The women make $25 
to $30 a week and the management is satisfied because there has been 
less spoiled work. This same plant tried to replace gradually some 
of the men inspectors with women a few years ago, for according to 
the employment manager the work seemed fairly light. However, 
women were not satisfactory, as the runs of work varied and often 
there were heavy parts to be lifted and boxes to be moved, which 
involved too much physical strain for women, so they were trans
ferred to another department. 

With a plentiful male labor supply in the past five or six years 
there has been little incentive to open up new opportunities for 
women. In the two cases cited women were given a chance at the 
job only after the men had tried it and been dissatisfied with their 
earnings. The whole wage policy of employers toward men and 
women indicates the futility of attempting to secure wage equality 
between the sex~s by industrial legislation. 

TYPE OF WORK ON WHICH WOMEN ARE EMPLOYED 

Occupational figures in the plants studied indicate that managerial 
policies still are affected by the attitude, at least partly traditional, 
that only the light and simple jobs in a metal factory are suitable for 
women. 

Machine work, except the operation of minor machines such as drill 
presses, milling machines, and small punch and rivet prec::ses, is 
regarded as too heavy, too dangerous, or requiring too much skill to 
be trusted to a woman operator. Assembly of small products and 
light inspection work are the chief fortes of the wage-earning woman 
in the metal trades. 

About one-half of the plants employed some women industrially 
before the war. In the automobile factories, women had worked 
in the foundries as core makers and in the trim shops as sewing
machine operators and bench workers. In other plants covered by 
the study, women had held jobs as small punch-press operators, in
spectors, assemblers, wrappers, and packers. 

During the war goods had to be turned out to meet the emergency 
needs of war conditions and labor was scarce, so women were drawn 
upon aiS the most desirable and available source of help. In the 
machine shops women were trained to operate lathes, automatic 
screw machines, gear cutters, grinding wheels, and automatic slot
ting machines; to weld; to solder; to help in assembling motors ; and 
,in a few cases to drive new cars from the factory. New opportuni
ties were developing every day in 1918 for women wage earners and 
a new era for their' work in metal shops seemed to have begun when 
the armistice and its aftermath provided an abrupt check to this 
development. When normal production was resumed, the labor 
scarcity was over and it was simple and easy to fill the machine shops 
with men and to fall back into the pre-war attitude toward women 
workers. 

Even in 1919 a tendency to li~it the scope o:f opportunities for 
women was evident. Though women still were working on ma
chines such as lathes, milling machines, screw machines, and gear 
cutters, the proportion so employed was diminishing, and when an 
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employer said he was goin~ to continue employing women he ofter, 
added "on women's work.' 

In 1927 jobs open to women in the automob,ile plants were even 
more limited in number and character. Altogether women formed 
only 2.2 per cent of the number employed. Only two automobile 
plants of the seven visited had women in their machine shops, 
though during the war all but one had employed women there to 
some extent. No employment figures on the distribution of women 
throughout the plant were available for 1927 ,in one of the two 
automobile plants having women in the machine shop, but figures 
gathered in the latter part of 1925-it was reported that the 1927 
distribution was the same-showed about 50 women in the tool and 
machine shops engaged on drilling, tapping, reaming, milling, grind
ing, swedg,ing, aud operating lathes. In the other automobile plant 
with women in the machine shop there were approximately 80 
women scattered through the machine and tool shops-a few bench 
and assembly hands and the others operating minor machines, which 
included small rivet presses, drill presses, tapping machines, and 
automatic screw machines. In two of the remaining five automobile 
plants, women were operating minor machines in the magneto 
department. 

Core-room work was more usual than any other job for women in 
the automobile factories. Five of the six automobile factories with 
core rooms employed women for core making. In two of the plants 
core making was the only industrial occupation open to women. 
There were approximately 250 women in the core rooms of the five 
automobile plants. Work on small cores is comparatively light 

· and there seemed to be a general accord on the part of managers 
interviewed that women were more adept and efficient than men in 
making small cores. Piece rates are set by the size of the core 
and men usually do not like to work on the small cores, because, 
though the work is lighter, it is harder to turn out a large enough 
number to equal the earnings from larger cores. One foundry 
manager said that he would like to use women more extensively in 
his core departments but he had found by actual try-outs on the 
work that women could not stand the str'ain on wrists, arms, and 
back that goes with handling any but the fairly small-sized cores. 
This same manager said that as far as workmanship, skill, and 
general satisfaction were concerned, women "put it all over men." 

Making tops and trims for cars was one of the pioneer occupations 
of women in the automobile industry. Running the power sewing 
machines in the trim shop has been considered women's work almost 
from the beginning of the industry, and in the past it has been 
the occupation in automobile manufacture · that has employed the 
largest group of women. Four of the seven automobile plants were 
employing about 500 women in their trim and cushion work. For 
the other three establishments specialized body plants, forming a 
division in the general corporation of which the three concerns are 
a part, have taken over all the closed-car work and the only trim 
and cushion work carried on is that on · open cars. The popularity 
of the closed car has in some cases almost pushed the trim-shop work 
to the diminishing point. One plant had transferred its last 
trim-shop • workers to the body-manufacturing plant about a year 
before, one was manufacturing large busses and all its upholstery 
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and cushion work was done by men, and the third. had no women 
on trim-shop work, employing all men for this work. In 1919 this 
. third plant had begun to replace women with men i"n the trim shop, 
· and at that time the factory superintendent made the following 
eomment to the agent who visited the plant: 

It was surprising to find that women did not do as well; that is, did not get 
out as great production on what we consider women's work-that is, sewing-as 
men did. So we ar e gradually taking women out of this department. 

The factory personnel manager interviewed in 1927 w·as questioned 
with reference to the present policy in this department, and he said 
that men are now employed exclusively. At this time, however, he 
stated that the night-work policy and the speed at which the work is 
routed are the chief reasons for not employing women. The trim 
shop, like the other departments in the plant, usually operates on a 
three-shift basis. 

The processes on coils, wires, and parts of the magneto are other 
jobs commonly open to women in automobile :factories. Four of the 
seven plants had women on this work in 1927. Jobs on this work are 
largely bench, assembly, inspection, and some minor machine operat
ing-small drill, rivet, and punch pr~sses. In the three-shift plant 
,that generally is opposed to the employment of women on the basis 
,of its night-work policy, this is the only department in which women 
.ar~ employed. 

Major assembly operations-that is, assembly of the motors and the 
parts of the body- are almost entirely closed to women. No women 
were employed on motor assembly. The nearest approach to such 
work was the assembly of oil pumps and magnetos. Two plants had 
women on work connected with the line assembly of cars. In one of 
these women were hanging on backs and putting small parts on the 
•control board, while in the other women were feeding small parts to 
t he assembly line and inspecting certain light operations. 

Women were employed also on a variety of miscellaneous jobs in 
·small groups. They were in the stock and parts departments, em
ployed on packing, mspecting, wrapping, and semiclerical stock jobs, 
issuing tools, soldering bolts, and on various miscellaneous bench 
jobs, but the numbers were small and of no relative significance as 
occupations open to women in the automobile industry. 

In line with the policies disclosed in the automobile factories to 
'employ women chiefly on light bench and machine operations it is 
not surprising to find that the percentage of women employed in 
1927 in the automobile-parts-and-accessories plants ( 44.5 per cent) 
was much higher than in the automobile factories (2.2 per cent). 

These plants manufacture much smaller, lighter products, and 
women were employed to some extent on machines in all four fac
tories of this type visited. More than 600 women were employed 
on machines in these factories. They were employed on all varieties 
of minor machines, drilling, riveting, reaming, splining, tapping, 
and broaching; a few women were lathe and screw-machine opera
tors; a few did polishing and welding. Approximately one-third of 
the women employed in these J?lants were machine operators. In 
t he largest plant of the group, m which women formed more than 
70 per cent of the employees, when new machines are designed and 
developed the plans are made with the idea in mind that women 
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are, i:f possible, to be employed as the operators. More than 1,200 
women were em:gloyed on various bench and assembly jobs in these 
:four plants. On1y :four women in one plant were reported on core 
making, as the products in this group usually do not entail propor
tionally as much foundry work as in the manufacture of automobiles. 

The work o:f women m the plants making miscellaneous products 
varied considerably because of the difference in products. In the 
smallest plant, where only three women were employed, the women 
were winding armatures. Two plants had relatively large numbers 
of women employed-290 and 578. In the larger slightly more 
than one-sixth of the women were on machine jobs. All were minor 
machine operators, doing riveting, burring, milling, and drill-press 
operating. No women had been on punch presses or lathes since 
war time. More than one-half of the women were employed on 
assembly and bench jobs, such as testing springs, straightening flat 

. parts, and wiring for nickel plating, while the remainder were on 
special work, making buttons for adding machines, packing, and 
doing bindery work. The other large plant had about one-third o:f 
its women employees on minor machines, which included drilling, 
milling, tapping, reaming, riveting, and operating ratchet screw 
drivers. The employment manager was opposed to the employment 
o:f women in -the machine shop and stated that he was especially 
careful in selecting women to be assigned there. Other women were 
employed on the usual bench jobs of winding, soldering, inspecting, 
assembling, packing, and stock work. The remaining plant in this 
group had only 51 women employed, and these were segregated in 
two departments, working only on hub caps and lugs for automo
bile wheels. The former was a new product and women had been 
employed on the work about four or five months, and at the time o:f 
the 1927 interview the works manager was planning to put on addi
tional women for this work. Thirty-one women were employed in 
this factory on drill presses, punch presses, and tapping machines. 

Since the firms did not keep by occupation the records of women 
employed, it was difficult to get occupational information that was 
comparable, but such figures as were gathered tended to bring ,mt 
that the stronghold of women in the metal plants is the bench a.nd 
assembly jobs rather than machine operating. Only the smaller ma
chines-drill presses, milling machines, tapping machines, reaming,. 
and riveting-seemed to be considered suitable work for women 
operators. During the war women were given a chance to work on 
lathes, gear-cutting machines, planers, and automatic screw machines,. 
but by 1927 the number employed on anything but the minor ma
chines was insignificant. Assembling small parts, inspecting, core 
making, and sewing-machine operating are the most commo11 jobs 
for women in the 15 plants that employed women in 1927. 

GENERAL POLICIES REGARDING WOMEN'S EMPLOYMENT 

Throughout the interviews held with employers in 1927, :ls in 
1919, there was little to indicate that anything scientific in the way 
of personnel work had been undertaken to find which jobs were 
suitable for women .and on which women could be used successfu1ly 
:from the production standpoint. Managers who were progressive 
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and alert to changes in machinery, to new ideas in sales and ad ver, 
tising policies, when they turned. to personnel problems, especially 
those affecting the employment of women, were likely to revert to 
rote reasoning. Many of the objections to women as workers seemed 
to be that they were women; some managers had made up their 
minds that women would not be satisfactory workers in a metal shop 
and did not care to consider the subject further in times when labor 
was plentiful. In the majority of the plants there was no definjte 
attitude or policy with reference to the employment of women. In 
some cases where several persons were interviewed within the plant, 
the head of the firm had one attitude toward the employment of 
women, the works manager had another, and the employment mana
ger might have still another. 

Several of the men interviewed insisted that the morale of the shop 
is lowered and problems of discipline are increased when men and 
women are employed together, and that the general efficiency is 
reduced. This point of view seems to be more or less peculiar to the 
machine shop, as it was encountered hardly at all in the other indus-
tries investigated during the course of this study. The employment 
manager in an automobile firm that by March, 1919, had turned off 
about three-fourths of the women employed during the war, partly 
because of a feeling that moral conditions in the plant were bad, is 
still much opposed to the employment of women in the automobile 
machine shop because of the moral conditions. The proportion of 
women is now less than 1 per cent. H e said that conditions vrnre 
"perfectly terrible" in this plant when women were employed in the 
machine shop, and that at the time of the interview men and women 
worked in different sections of the shop because women caused dis
ciplinarian problems when employed in the same shop with men. In 
another plant the employment manager said, " Personally, I feel 
that a machine shop is no place for women in the daytime if the 
majority of the workers are men, and at night it is hell for a decent 
woman." This employment manager had served in the position for 
about 10 years and before that had worked in the ~hop. H e said 
also that he is very careful of his placement of women in the ma
chine shop and that he never assigns young girls to this work. 

On the other hand, occasionally there were comments such as, 
'' Have experienced no difficulties in employing men and women to
gether that might not have occurred where all men are employed." 

The attitude of several of the managers toward the moral prob
lems of employing women may be biased and without basis in fact, 
but it is sufficiently common to bear weight with men who control 
labor policies. 

One of the firms scheduled had an entirely "closed-shop" policy 
for its source of woman labor. Only daughters or widows of em
ployees who had died or been incapacitated were taken on. No 
general applications from women workers were received. Married 
women were not employed if they had wage-earning husbands, be
cause the president of the firm had definite convictions on the home 
duties of a wife. Married women were never employed without 
investigating their need for working. In only one other plant was 
there a definite policy with reference to married women; in this 
firm, the employment department had been instructed to refuse to 
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take applications of married women. If a married woman made 
a special plea on the grounds of need, she was referred to the direc-

. tor of personnel relations, and if he thought her case deserving, after 
investigation, her application would be considered. The policy of 
this firm was very similar to that of the other plant, except that a 
woman would not be dropped on marriage and applications were 
taken in the employment department f.rom women as well as from 
men. 

None of the plants reported any special policies or plans that 
would indicate an increased employment of women in the future. 
All expected to keep women on the jobs on which they were em
ployed, but none had any plans or expectations of opening new fobs 
or increasing the proportions of women employed. Aside from the 
general prejudice against women as women in the machjne shop, 
the chief factors that seem to have influenced their employment have 
been the nature and size of the product, the condition of the labor 
market, and traditional opinions as to what work is suitable for 
women. Probably the nature and size of the product plays the most 
important part, after the general prejudice against women in the 
machine shop has been discounted. 

·n is difficult to allocate any one reason for the changes in numbers 
of women employed in the plants studied, for usually employment 
policies were affected by a combination of factors. With so few 
plants it would be misleading to present the reasons given on any 
numerical basis. Instead, it seems that a more accurate delineation 
of the subject will come through an account of the general policies in 
ce.rtain typical firms. 

Seven of the twenty-two plants covered by the survey in 1919 had 
no women employed in 1927. In two of these plants this fact was 
due to business changes that are not significant in connection with 
policies of employment. 

Three of the five remaining plants that had no women employed 
manufactured heavy parts for automobile,s; for example, cam shafts, 
gear parts, and sheet-metal products such as fenders. None of the 
three had employed women before the war and all took on women 
then because of the shortage of labor and because of the urgency 
and pressure that spurred their production at this time. It is es
timated that during the war period these 3 employed 795 men and 115 
women, or 12.6 per cent women. At the time of the 1919 visit one of 
the three already had closed down, as its war orders had been canceled 
and peace production had not been resumed. Women had been em
ployed on welding powder containers and their production was con
sidered efficient, but in 1927, when the peace product-sheet-metal 
fenders and heavy sheet-metal parts-had been returned to, no 
women were employed, the work being considered too heavy. The 
other two plants manufacturing automobile parts had never em
ployed many women. During the war women constituted 7.8 per 
cent of their employees and by 1919 they were 2.8 . per cent. Both 
plants dropped their women shop employees within a year after the 
war. The following comments of firm members in these two plants 
probably reflect the attitude of a large number of employers in metal 
plants where the product is fairly heavy: 

Women were dropped shortly after the war, as soon as production was back 
on a normal peace basis. Most of the work was too heavy for women and too 
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few women could be employed to make it worth while to provide restrooms 
and special facilities for women. 

Women were never used on machines and even on inspection were not satis
fac tory, as many of the parts are too heavy for women to lift. Too few jobs 
possible for women to make their employment practical. We can get young 
boys for about the same as we pay women and they fit into the work better and 
can be promoted to other jobs if they stay on. 

The other two plants that had entirely discontinued the employ
ment of women in their shops were controlled by the same manage
ment. The policy of this company is opposed to the employment 
of women in machine shops with men and does not favor the employ
ment of women industrially in any way. In these plants that had 
ceased to employ women not a single official suggested or remotely 
intimated that legal restrictions on the work of women had any 
effect on his employment policy. Only 1 plant had scheduled weekly 
hours in excess of the 54 allowed by Michigan statutory regulationt 
and its hours were 55. All the other 5 had a week shorter than the 
54-hour legal limit; 2 had an 8-hour day with a 40-hour week; 2 
a 9-hour day with a 50-hour week; and 1 a 9-hour day with a 51-hour 
week. 

Of the 15 plants that still had women employed in 1927, numbers 
of women employed had decreased in 10. All but 1 of the 7 auto
mobile plants had fewer women in 1927 than in 1919. In thi~ one 
plant no women were employed in 1919, as the plant was in a 
transitory state between war and peace products and the force was 
low. Part of the war product was the making of shells, on which 
most of the women were employed, while the peace product is auto 
busses. Almost all the castings are heavy and there is little work 
that women could do easily. The one job open to women is the mak
ing and cleaning of small cores. The foundry superintendent said 
that women were very efficient on small cores and the quality of their 
work was high. He would use women more extensively in his 
foundry if they were strong enough to handle the heavy cores. If 
cores are at all heavy, he has found that the women complain of the 
strain on their wrists and arms and that they can not keep up with 
the men core makers. In this plant, therefore, though women were 
employed in 1927 and not in 1919 there has been no significant change 
of policy and no opportunities are open to women that are not open 
in the six other automobile factories where the number of women 
employed has decreased. 

The reductions of women in the six other plants were for various 
reasons. An employment manager who had been with an automobile 
firm since before the war was convinced by the war experience that 
the employment of women in a metal shop is bad for the moral tone 
of the place generally and tends to interfere with efficient production. 
In thjs plant, which employed over 6,000 men in 1927, there were 
only 47 women, or less than 1 per cent. Women were employed only 
in the core room in the manufacturing divisions. They worked in a 
separate section of the core room and the manager felt that the type 
of woman who1 is willing to do the hard and sometimes dirty work 
of the core room is not apt to be a disturbing feature. Only an 
acute shortage of labor would induce this employment manage~ 
voluntarily to put. women back into the machine shop. · A few women 
were employed in the trim shop, working on curtains and tops, until 
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the advent of closed-car and· specialized-body shops did away with 
this work. 

The policy of the president of one large automobile concern wh~ 
believes that women should remain in the home and leave the indus
trial jobs for men was a big element in bringing about reductions 
in the number of women in his plant. 

The firm that employed the largest number of women (520) had 
them in only one department, magneto and coil making, and it wa~ 
the only plant of several owned by this company that employed 
women at all. The work of women had been the same in 1919, the 
slightly lower proportion in 1927 being due largely to the substitu
tion of men for women on coil-winding machines. Work on coil
winding machines was considered heavy for women and also often 
required night work; therefore, as it is against the policy of the 
concern to employ women at night, it was decided to fill all such 
positions with men. 

Another' firm, under different management, had a somewhat 
similar policy. The managers said that the company owed its male 
employees certain security in their jobs and that to introduce women 
into the shops when the labor market is amply supplied with male 
labor would create a condition of chaos and would be unfair to the 
male employees. In consequence, women were not employed in the 
machine shops at all. Men had increased slightly over the 1919 
figure and women were about the same in number, a slight decrease 
being due to diminished work in the trim shop. During the war 
there were employed about twice as many women. Women were 
given jobs in the machine shops. When the ex-soldiers returned 
they were given back their jobs and women were never returned to 
the machine shops. 

In still another automobile plant, primarily because the president 
does not approve of the employment of women in machine shops, 
women have been gradually takeri off such work. Men have m
creased almost 300 per cent and women have decreased 27 per cent 
since 1919. The discontinuance of much of the work in the trim 
shop has markedly affected the number of women employed in this 
plant. Men were working considerable overtime in 1927 and there 
was a night shift for men. The firm's policy was opposed to the 
employment of women at night and to overtime for women, and this 
had an effect on the jobs offered to them. 

Change in the division of work within the organization has 
decreased the number of women somewhat in another automobile 
plant. The decrease in numbers was due to the transfer of work 
on car bodies and. the trim shop to specialized-body plants and also 
to transferring much of the small-core work to a foundry under' the 
same management in another town. In 1919 women constituted 
over 8 per cent of the employees in this plant, which employed about 
11,000 men at that time, while in 1927 the plant was giving employ
ment to over 20,000 men and 493 women, the latter formmg about 
2.4 per cent of all employees. The policy in this plant was said to 
be to use women wherever they can be advantageously employed. 

The highest proportion of women employed in any automobile 
plant visited was 4.8 per cent. The firm with this proportion of 
women employees had in 1919 over 1,400 women, about 16 per cent 
of the working force, and during the war more than 2,000. After 
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the war this firm experienced a severe depression and not until 1922 
was it producing on a large scale. Very few women ·were employed 
during this period, but as business has increased women: have been put 
into the shops wherever they could successfully do the work. Late in 
1926 women were introduced into the core room for the fir t time. 
The employment manager had been urging the hiring of women for 
work on small cores, but not until the fall of 1926 was he able to get 
an appropriation to provide rest-room •facilities for the women. 

The smallness of the product, which facilitated the employment of 
women, seemed to be the chief determinant in employment policies 
in the plants manufacturing automobile accessories and parts. Three 
of the four p~ants manufacturing ·such products showed an increase 
in the number of women · employed. The one that showed a de
crease had first employed women on a war product, making shells. 
For this product women were employed on machines and light work, 
but since the regular product, steering gears, had been manufactured, 
women had been used only in one department, as the work was 
1·egarded as too strenuous for women. The three other plants were 
all engaged on small products. The larg st plant had increased from 
500 women in 1919 to 1,850 in 1927, while men had increased much 
more slowly, from 489 to 756. A ll the work in this company is on 
small, light parts and is com;idered especially suitable for women. 

ew machinery is developed and plans for production. are formulated 
with the idea in mind that women are to be employed on the work. 

Another plant in this group manufactures small brass and small 
aluminum parts as its product. In the war period this plant had 
employed as many as 250 women on gas masks and respirators, but 
for the regular peace product more women than ever are employed. 
Before the war women were used only on inspection, but the war 
experience with women as machine operators was so satisfactory that 
they have been used on machines ever since. All the work is light 
and there are no heavy parts to be handled. 

In the remaining plant manufacturing automobile accessories and 
parts women were not employed at all before the war, but since 
much of the work is light-small rings and valves are manufactured
it has been found cheaper and very satisfactory to use them. There 
were in this plant 2 women and 88 men in 1919 a~d 103 .women 
and 600 men in 1927. 

Of the group of plants manufacturing miscellaneous products, 
women had decreased in three and increased in only one. In two 
cases these decreases may be laid to business depression and are not 
especially significant as far as women's opportunity is concern d. A 
complete change of product and withdrawal of contract by a large 
automobile producer had reduced the force in one plant from 50 men 
and 250 women in 1919 to 14 men and 3 women in 1927. Another 
plant that showed a downward trend in the number of women em
ployed had over 1,200 women and about 4,000 men in 1919, but in 
1927 had only 578 women and 2,966 men. The latter figure was re
ported as being a low mark in numbers, due to a sluggish and over
loaded market for the particular product manufactured in the winter 
of 1926-27. During the previous summer-June, 1926-the nm;nbers 
had been approximately the same as in 1919. '"\iVomen are not used 
so extensively on machines as during war times, because of a feeling 
that much of the machine work is too heavy for women. 

110179-28-17 
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The other plant in this division that showed a reduction in nmu
bers of women explained the change of numbers by the fact that it 
was laying off all women in the main wheel plant. Women had been 
employed there to tide over the war emergency, but as they dropped 
out they were replaced by men, as work on the large wheels and 
automobile rims was considered too h_eavy for women. Also, a 
general policy of the firm has been to oppose the employment of 
women with men in the machine shop, as it is considered detrimental 
to the efficiency both of men and of women. 

In the remaming plant in this group there had been an increase in 
the number of women employed. This plant had had quite a di
versified output, manufacturing warning signals of various kinds
such as horns and automatic bells-and radios. In 1919 there were 
225 men and 100 women employed, and in 1927 there were 474 men 
and 290 women. The addition of radios to the products of this plant 
had opened an additional number of assembly jobs to women. In 
the fall of 1926, when the radio production was at a high point~ 
there were over 500 women and about 600 men employed. The em
ployment manager in this plant was another who stressed the diffi
cultiies attending the employment of men and women, and felt that 
the moral issue was a formidable problem in a metal shop where the 
two sexes worked together. 

On the whole, the ups and downs in the trend of employment for 
women in the metal trades are most frequently explained by changes 
in product and the general attitude toward women. War products 
on which fairly large numbers of women were employed often wern 
very different from peace products. With the return to regular 
production the tendency to slip back to pre-war conditions soon was 
evident, especially as the male supply of labor was abundant. Where 
the product was large and ~eavy and the operations were hazardous 
or strenuous it seemed only a nuisance and involved considerable· 
overhead expense to provide service facilities and show special con
sideration to women employees when only a few could be employed 
advantageously. Where the work was relatively light and involved 
a large amount of bench and assembly work, women were much more 
likely to be retained, and new jobs were opened and developed for· 
them without any conscious policy on the part of the management. 
An arrangement of 15 plants in a descending scale according to 
the proportion of women employed, correlated with the output, 
illustrates the relation between the product and the proportion of 
women employed. 

P er cent women 
formed of all em
ployees in-

Per cent women 
formed of all em· 
ployees in-

Product Product 

1927 War 1919 period 1927 War 1919 period 

Spark plugs................. 71. 0 50. 6 
Warning signals and radios.. 38. 0 30. 8 
Brass bearings and alumi• 

num parts....... .......... 18. 6 12. 7 
Wire•winding machines. .... 17. 6 83. 3 
Adding machines... ....... . 16. 3 23. 5 
Valves; small parts.. ........ 14. 7 2. 2 
Wheels-auto, w.agon, etc... 10. 6 15. 5 

50. 4 Automobiles................ 4. 8 16. 1 
55. 2 Steering gears............... 2. 7 9. 6 

Automobiles................ 2. 5 11. 8 
Do.... .. . ....... . ...... . 2. 4 8. 3 
Do .................. ' ... 2.1 2. 9 

25. 3 Do. .. . . ................. 1. 6 2.1 
18. 5 Do....... .............. . 1. 4 
15. 5 Do ... · -········-··-·-··· . 7 4.1 

18. 3, 

11. 8 

4. 8-
2.1 
2. 4 

16. 7f 
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CORE MAKING 

Among the occupations of women that have received special atten
tion in attempts to regulate conditions of employment is core making. 
The history of the enactment of some of these regulations and the 
underlying policies that are behind them are dealt with in other sec
tions of this study. For this section it is sufficient to recognize that 
certain regulations have been passed and to attempt to discover what 
may have been their effects. 
Number of women employed. 

Unfortunately there are no detailed nor general occupational sta
tistics available that would indicate the extent of women's employ
ment in this occupation. The Bureau of Labor Statistics of the 
United States Department of Labor has assembled data on hours and 
wages in machine shops and foundri es in 1923 and 1925 that indicate 
to a certain extent the relative importance of women and men core 
makers in certain types of foundries. These figures do not show by 
any means the total employment of women or of men in this occupa
tion, but they may be quoted as an indication of the developmt'Ilt :rnd 
present status of women's employment. 

T ABLE 2.-Employment of men and women as core rnakers, 1923 and 1925 ( from 
U. S. Bureau of Labor Statistics surveys 1 ) 

Year 

1923 __ ___ -- __ -- ___ --- ___ -- ______ -- --- ____ -- · ____ • __ ___ _______ __ _ 
1925 __ ___ -- ___ ______ ____________ __ ______________________ ___ ____ _ 

umber of estab-
lishments em- Number of workers 
ploying-

Men Women Men Women 

345 
393 

22 
43 

2,526 
3,067 

240 
353 

1 Wages and hours of labor in foundries and machine shops. U . S. Department of Labor, Bureau of 
Labor Statistics, Bul. 362, p . 29, and Bul. 422, pp. 90, 91. 

The foundries covered by these figures were engaged principally 
in the production of castings for shops ·making the following: 
Engines; textile, mining, laundry, woodworking, excavating, road
building, hoisting, steel-mill, and rolling-mill machinery; ice-, 
brick-, rubber-, shoe-, and sugar-making machinery; cotton gins, ele
vators, conveyors, pumps, printing presses, and machine tools. 
There were included no foundries making castings for machine shops 
engaged in the manufacture of agricultural implements, automo
biles and trucks, electrical machinery, locomotives, railroad cars, 
cash registers, calculating machines, typewriters, or stoves, and it is 
obvious that these figures give merely a very general estimate of the 
importance of women in this work. Even so, they show that in 
1923 women were 8. 7 per cent of the core makers reported and in 
1925 they formed 10.3 per cent of this group. It is likely, therefore, 
that not less than 10 per cent of core makers are women, but in some 
industries it is obvious that women must considerably exceed this 
percentage. 

The figures also show a slight increase in the proportional employ
ment of women core makers between 1923 and 1925, which increase 
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probably would hold good for the entire employment o:f women m 
this occupation. 

Further indication o:f the possibilities of core making as an occu
pation for women may be found in Bulletin No. 12 of the Women's 
Bureau, which includes a special study of the advances made by 
women core makers during the war. This bulletin, which details a 
special study of the substitution of women :for men in certain occu
pations during the war, reports as :follows regarding women core 
makers: 

·women had been employed in foundries as core makers for many years 
before the World vVar. In the last few years, however, their employment in 
this occupation has not only been extended to factories which had never 
employed woman labor before, but their services in plants in which they had 
worked on simple, light cores for 15 or more years have been used on the 
more intricate and heavier cores. 

Among the establishments reporting on substitution during the war 26 
included core making among the new occupations for women in their plants. 
Seven of these firms were making castings of agricultural implements ; the 
others were doing a jobbing business in castings or making stove, shell, car
wheel, locomotive, automobile, or grenade castings. 

Cores-parts of molds occupying the spaces that are hollow in the fini shed 
castings-are made either by hand or machine. The hand-core maker stands 
or sit s at a table on which a supply of sand is available. The mold which 
she uses is made in halves and is called the "core box." The halves are 
securely clamped together while she fills the . hollow box through an aperture 
with the sand in which adhesive materials have been mixed by the foreman. 
vVith a mallet she r ams nails and wire· into the sand to add to its firmness. 
When the sand has been rammed into all the hollows and several vent holes 
made, she opens the core box and turns the perfectly formed core out onto a 
metal plate. Success depends on the proper ramming of the box and on the 
deftness with which the core is turned out. The core will fall apart if it is 
not firmly made or its projections and corners will get broken if the box is 
opened clumsily. The same c'are must be bestowed on each core made or it 
will not turn out a perfect one, in ·which case it must be done over again. 
To be able to make cores of many shapes quickly and perfectly requires 
dexterity and experience. The simplest small cores can be made successfully 
after a few days' experience-in fact, some women can do them after a few· 
trials-but experience is needed to learn how to ram and turn the more 
intricate shapes. 

In machine core making, sand is fed into the machine through chutes from 
the floor above or by shovel. It is then blown into the core box by compressed 
air. The core maker removes, the rammed box and turns it out onto the 
plate as in hand core making. 

The cores made in foundries vary in size from 1 inch to many feet and the 
range in weight is correspondingly large. Lack of muscular strength in arm 
and wrist prevents most women from making the heavier cores successfully 
unless mechanical devices .are provided, as she must handle the core box filled 
with sand easily and must be able to lift plates with a number of cores to 
shelves from which they can be taken to the bake ovens. T'he heaviest core 
m~de successfully by hand by women in the 26 firms which reported replacing 
women by men weighed 45 pounds. Another fir;m stated that on cores in the 
making of which pivots, hoists, and hinges were a regular part of the shop 
eqµipment, the highest record held by men on the size under consideration 
was 70 per day, whereas a woman attained the record mark of 160 per day. 
On the other hand, the three firms stating that women's core output averaged 
75 to 90 per ce~t of men's, said, "The work was too heavy for women." 

* * * * * * * 
· That women make successful core makers not only on small cores but on 
medium-sized cores is evident by the fact that over five-sixths of the firms 
reporting on the comparative output of men and women stated that the work 
Qf women ,was equal to .or greater than men's in quality and quantity. There 
seems . to b~ nothing inherent in the making of small cores themselves that 
can be classed as heavy or unhealthful work, and there is much that is 
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attractive. Opposition to the employment of women as core makers has arisen 
from other causes. First, the molders' union considers core making as one 
part of a molcler's apprenticeship. Women enter the foundry as core makers 
and continue to be core makers through the years, thus cutting off one stage 
in the training of the man apprentice. So opposed are the molders to the entry 
of women into foundries that women are not only barred from their union 
but they endeavor to stop the extension of their employment in the industry. 
Secondly, core making has been frowned upon as an occupation for women, 
because it was often done in a corner of the foundry proper, amid heat, smoke, 
fumes, and dirt, or in a poorly ventilated room near a bake oven, from which 
smoke escaped. Advanced foundrymen recognize that such a condition entails 
needless exposure for either men or women core makers. The zinc oxide fumes 
arising from molten brass cause " brass colic " in both men and women, although 
it is claimed that women and boys fall victims to the disease more readily. 
The smoke in the malleable and gray iron foundry and from bake ovens is 
irri ta ing to many workers of both sexes. Modern foundries haYe th~ir core 
rooms entirely cut off from the melting a d baking rooms. The atmosphere is 
as free of disturbing or harmful elements as an office room. The sand is· fed 
through a chute to each worker and the plates are carried to and from her 
bench on an overhead trolley or on moving belts. The noise of machinery 
of the usual factory is absent. 

* * * * * * ,;, 
Women have been so successful in small core making that two-thirds of the 

firms reporting on post-war conditions are continuing to employ women in this 
capacity. In the words of one foundryman: "Women have come to stay in 
the core room. * * * Only by elevating core making to an attractive occupa
tion can foundrymen hope to hold the ervices of effkient women workers." 8 

It is evident from this description that core makjng is a rather 
unusual type of occupation, with certain physical drawbacks and 
recommendations, but in which women are now employed in con
siderable numbers and in which they are increasing. In a few 
States special attention has been given to this occupation for women 
by rulings or laws regulating the weight of the cores they shall work 
on or lift and prescribing special working conditions where they are 
employed. The reasons that underlie the support and enactment 
of these laws and regulations are discussed in a succeeding volume 
of this study. Whether the intention of those who supported these 
measures was to protect the men's jobs and their standards by keep
ing women out of the industry, or whether they were intended 
merely to insure that women should not be exploited by working 
under unhealthful conditions, is not the point of discussion at this 
time. Accepting the fact that regulations were promulgated and 
enforced pertaining to women core makers, the important thing at 
this point is to discover what the actual effect of these regulations has 
been. 

Core making by women is legally regulated in Ma sachusetts, 
Minnesota, New York, Ohio, and Pennsylvania. The New York 
law is one of long standing, having been passed in 1913 and fol
lowed by special regulations of the industrial board in 1915. This 
law was followed in 1915 by regulations of the industrial board of 
Pennsylvania, in 1916 by rulings of the industrial commission of 
Ohio, in 1917 by regulations of the State board of labor and in 
dustries of Massachusetts, and in 1919 by law in Minnesota. In 
general these laws or regulations are alike, limiting the weight and 
temperature of the work on which women may be employed and 
requiring certain partitions and ventilation in the core room. 

6 U. S. Department of Labor. Women's Bureau. The new position of women in Ameri
can indu. t ry . Bul. 12, 1920. pp. 107-109. 
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The details of the weight-lifting regulations differ considerably. 
The first difference is in the kind of work to which the weight regula
tion applies. In Massachusetts no women are permitted "to lift" 
cores that, with core box and plate, exceed 25 pounds, and in addi
tion they are not permitted "to work on" cores that exceed 60 
pounds in weight. This regulation_ would per~it wom~n, therefore, 
to work: on fairly large cores provided they did not lift them. In 
Minnesota, New York, Ohio, and Pennsylvania, however, the regula
tions prohibit women from either making or handling cores of more 
than the stipulated weight. This weight is 15 pounds in Ohio and 
Pennsylvania and 25 pounds in Minnesota and New York. 

Practically the same regulations in each of the States except Min
nesota require special partitions between the rooms where women are 
employed making cores and the rooms in which the core ovens are 
located. These partitions are required to be of hollow tile, brick 
metal, or other approved material, and the openings in the partitions 
are required to be vestibuled with a revolving device, or double doors, 
or other approved self-closing device, which shall be kept in such 
eondition that gases, fumes, and smoke shall be effectively trapped. 
The Minnesota law does not stipulate any special working conditions 
for women core makers. 

In New York, Ohio, and Pennsylvania there is a final regulation 
that prohibits the employment of women handling cores tha·t have a 
temperature of more than 110° F. In Minnesota women are pro
hibited from putting cores into ovens or taking them out, but there is 
no regulation regarding the temperature of the cores they may 
handle. 

As it was not possible in the time available for this investigation to 
study the effects of these regulations in all the States, Massachusetts 
was selected for intensive study as the State in which the present 
regulations had been applied most reoently, and where, therefore, 
there was the best chance of getting first-hand evidence of their 
effects. · 

To find the establishments in Massachusetts that were employing 
women, the State department of labor and. industries sent out letters 
to all its inspectors and asked them for the names of the foundries in 
their districts that employed women in core rooms. From the lists 
secured in this way and .from the addresses given by members of the 
molders' union, there were discovered 11 establishments that were 
employing women as core makers and 1 that had employed them in 
1917 but had discontinued its foundry a year later. A total of 198 
men and 121 women employed as core makers were in these 12 
establishments. 

It was originally planned to get from the records of the State 
board of labor and industries 7 the names of any foundries for which 
the board had issued orders for changes to meet its regulations, and 
to visit these foundries and find out just what their experience had 
been. Such records were not available, however, so the lists furnished 
by the inspectors and other interested persons had to suffice. 

As far as the available records showed, very little change in core 
rooms was brought about by these regulations. This probably was 

7 Before July, 1919, this was the name of the agency that by act of the State legislature 
was then incorporated as part of the newly created department of labor and industries. 
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due to the fact that the regulations seem ~o have been adopted to 
meet a need in only a very few plants. According to the statement 
of a former member of the State board of labor and industries, who 
was partly responsible for the adoption of the core-room regulations, 
general foundry conditions for women were fairly good before the 
regulations were passed and the regulations had to be applied in very 
few cases. 

It was stated also that there .was little opposition to the regulations 
as finally passed; that one or two employers on the commission sug
gested even higher standards than those suggested by other members, 
and that the limit of weight to 25 pounds had been made without 
any scientific basis. Probably there were no women in Massachusetts 
at the time the regulation was passed who were lifting cores of a 
weight totaling more than 25 pounds, and this limit most likely had 
been set more as a safeguard against the future than to conect any 
prevailing abuses. 

With these facts in mind, it is not surprising to discover that of 
the eight foundries employing women when the regulation went into 
effect only two reported that they had had to change the arrange
ment of their plants. One reported that as a result of the weight 
regulations women were employed on lighter cores. Four of the 
plants included in the study did not employ women until after the 
regulation became effective, so could give no testimony as to its 
immediate results. 

Of the two plants that had to change the arrangement in their 
foundries in 1917, one-employing 20 women and 55 men as core 
makers-was obliged to make fairly extensive changes, moving the 
<;ore benches to a corner of the room, partitioning off the corner, 
and installing exhausts over the ovens in the next room. The other 
plant, employing 25 women and 15' men as core makers, because it 
was planning to rebuild had to make only a temporary arrangement, 
a partition extending part way to the ceiling. Two years later the 
core room in this plant was moved to a different building, quite 
remote from the ovens and the pouring room. 

Six plants that were operating in 1917 had no changes to make 
because their standards already were as · good as those set by the 
commission. In one of these plants the ovens were in an old build
ing completely cut off from the women's core room in the new build
ing. In another, women had been introduced in 1917 because of the 
shortage of men, and the partition and swinging doors had been put 
up at that time, before the regulation was passed, "as a matter of 
decency and comfort." In the third plant no change was made 
because women had always worked in a room quite separate from the 
other departments in the foundry. In the three other plants the 
same situation had existed, but in one of them, since women were first 
employed in the foundry in 1912, the furnace room had been divided 
into two floors, making a mezzanine with a separate entrance and 
staircase for the women. 

Of the three plants that had not employed women before 1918, in 
order to conform to the requirements when. women were first em
ployed, extensive changes were necessary in only one instance. In 
.this plant, which had 8 women and 12 men as core makers, before 
women could be employed it was necessary to build a wooden parti
tion in order to make a separate room for the women, and to con-
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struct a separate staircase and entrance for that room. In another 
of the three plants a washroom had to be provided before women 
were employed, but the core room itself did not have to be changed. 
The plant that began business in 1919 made no changes in construc
tion but arranged to have the women core makers in a room parti
tioned off from the core ovens. 

In regard to the enforcement of the weight-lifting regulation, only 
1 of the 12 plants reported that this had had any effect whatever 
on the employment of women. In this one plant it was stated that 
at the time of the inauguration of this regulation no women were 
laid off. Beginning in 1920, however, the entire force had been 
greatly reduced through resignations and the business depression, 
and in the subsequent building up of business a smaller proportion 
of women core makers than previously had been hired. In all the 
other plants the women were employed on cores that were so small 
that the 25-pound limit of weight did not affect them. 

The attitude of the employers in regard to those two different 
types of regulation and their effects on women's employment was 
most illuminating. The requirement of a partition and special ven
tilat ion seems not to have · been cons.idered generally at all exigent. 
One employer who had 8 women and 12 men core makers said that 
this legal requirement that had caused him to erect a special parti
tion, staircase, and entrance for the women had had absolutely no 
effect on his employment policy regarding women, and that 10 
women was the most he could possibly use. The conditions in this 
plant were exceptionally good and both manager and foreman were 
very proud of them. The manager said that he wanted h,is people to 
have respect for their "art" instead of feeling that they just had a 
dirty job and he felt that the regulation of core rooms was quite 
justifiable and desirable. In another plant it was reported not only 
that women had not lost any positions because of the partition regu
lation.s but that their employment had increased steadily after the 
regulation. A sim,ilar reaction was indicated by the manager of 
another plant where, in spite of the special requirements for employ
ing women, he said he would employ 10 more women if he had enough 
business. In a plant where partitions had been put up prior to the 
~nactment of the regulation, the foreman stated that having seen 
very undesirable conditions in Mich,igan and Rhode Island, where 
numbers of women were employed as core makers, he felt that the 
Massachusetts regulations were wise. This plant was not expecting 
to increase the number of women employed, having put them on as 
a war emergency, but was replacing them by men as fast as they 
resigned. This replacement was not due, however, to the require
ment of special conditions for women but to a preference for men. 
It was reported in one plant that as a result of moving the women's 
core room so that ,it could be partitioned off from the ovens there 
was an increase in the number of women employed, because in the 
new space there was room for 10 instead of the original 6 women. 

A probable reduction of women if the regulation had not been 
leniently applied would have been the result in one plant that em
ployed 5 women and 14 men core makers. In this plant it was 
stated that to conform to the letter of the law a certain kind of par
tition would have been required, but because of special exhausts and· 
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hoods over the core ovens the ,inspector had decided that the parti
tion was unnecessary. The manager of this plant said that if he 
had been obliged to put up this partition in order to employ women 
it would have been too expensive and he would have laid the women 
off instead. 

The weight regulation met with slightly more condemnation from 
the employers, though in most plants it did not seem to approach tbe 
type of work women were doing. In 10 of the 12 foundries wh ere 
women were working on small cores the managements stated that 
they would not consider employing women on heavier core,;; c\·en 
if the law permitted it. The manager of one plant expressed n 
decided preference for women on small cores, because he felt that 
men with large hands could not do the fine work required by small 
cores. H e used only men for the larger cores and did not want 
women for this work. In another plant the management explained 
that the large cores had to have a heavy central wire frame and 
special venting arrangements, and that the making of these cores 
was a much heavier and much more skilled job, taking an apprenti ce 
period of about four years to learn. For this reason women WPrc 
employed on the lighter, simpler jobs, and as a result the regulation 
had absolutely no effect on the plant's policy regaraing women's 
employment. 

In two plants, however , the management felt that the weight 
regulation was a restriction that handicapped them in the employ
ment of women. In one foundry, where 5 women and 20 men worked 
as core makers, the manager said that he might employ a few more 
women if it were not for the weight regulation. In his plant women 
are employed on standard orders known to be within the weight 
limits, but on worl: that is changed frequently and where only a 
few kinds of cores are made, it does not pay to test the weights to 
find out whether women may be employed on them . He thought 
that the weight limitation should be increased judiciously, so that 
women could be employed with more flexibility. The value of thi~ 
manager's statement as an estimate of the effect of the Massachu
setts regulation is doubtful, as he thought that the weight limita
tion was 15 pounds and advocated its •increase to perhaps 25 pounds, 
which it already is. Nevertheless, it is an interesting illustration of 
a possibl~ reduction ?f flexibility in the employment of women due 
to a detailed regulat10n of this sort. 

In one other foundry jt was stated that if it were not for the 
weight regulation four or five more women probably would be 
employed, making the staff of core makers half men and half women. 
In arranging the work in this plant, it was stated, they try to make 
a division between men's and women's work on the basis of weight 
so as to be on the safe side and make it unlikely that the weight 
regulation is violated. They felt that it would not be practicable to 
be constantly weighing the core, core box, and core plate to see 
whether women could work on them, and if the law were enforced 
as strictly as that they would discontinue the use of women entirely. 
On the whole the manager of this plant felt tha t weight regula
tion was not the way to meet the problem. He felt that if there 
were proper relations between employer and employee, the latter 
would feel free to ask for assistance in lifting weights that were 
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too heavy. He said, also, that it was inefficien~ to have a work~r Iift 
beyond his or her strength and that mechamcal means for hftmg 
should be supplied where needed. 

In addition to the information supplied by the managers of the 
various foundries visited, a number of women were interviewed who 
had been employed as core makers when the 1917 regulations were 
put into effect. 

Of the 14 women interviewed, employed in 5 different foundries, 
only 1 reported that there had been a change in her work as a 
result of the 1917 regulation. This woman stated, as well as she 
could in the halting English at her disposal, that in the early years 
of her 18 years' work as a core maker she used to carry her own 
trays of cores to the ovens. Now they are carried by men. This js 
the only statement as to a change in weight of work made by any 
one of the 14 women. 

A change in condition of the workroom, however, as a result of 
the 1917 regulation, was reported by nine women, all o,f whom found 
the changes an improvement. 

Eight years ago we were moved and got better ligh t, better air, better benches, 
and sea ts. 

Doors are better, it's more quiet now, more pleasant, away from the· stairs 
and ovens, cooler by the windows. · 

No smoke now, a clean place. We open the windows by the bench, get fresh 
air and look out at the water. Other people envy our clean cool room. I 
don't mind this kind of clean dirt. 

P artition shut off heat from oven and draught from open stairs. Much better 
here. Can open windows and we're sort of away. 

Eight years ago moved from first-floor workroom where ovens were in the 
same room to second-floor room where the air is better and it is nice and light 
and clean. · 

'These were the immediate results, from the women's point of view, 
of the regulations in the Massachusetts core rooms. Not one of the 
women had experienced any reduction of wage or thought that wom
en's employment had decreased because of the,se regulations. Their 
wages, they said, depended entirely on the type of core they worked 
on, and the type had not been affected, as far as they could tell , by 
the weight regulations. A number of them reported that fewer 
women were employed as core makers than there had been in 1917; 
others thought there were more women core makers than formerly. 
Both these groups, however, attributed the changes to busine,ss con
ditions and not to the enforcement of special regulations for women 
in this trade. 
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CHAPTER XI.-WOMEN ELEV ATOR OPERATORS 

•rrade-union standards an<l attitude toward women's employment-Trend of 
employment for women-Legislative r egulation-Working hours in relation 
to legal standards-Substitution of men and women-Factors influencing · 
choice of men or women as operators 

Elevator operating as an occupation for women offers a peculiarly 
interesting field for study of the effects of labor legislation on wom
en's opportunities. In itself it is not an important occupation, from 
the standpoint either of the number of persons employed or of the 
type of work performed. In fact, in most cases it is really one of the 
"blind-alley " occupations, for either men or women. There is little 
chance of promotion to a more highly skilled or better paid occupa
tion, there is no incentive to learn other kinds of work, there is rarely 
any competition in the actual performance of the work, and there is 
seldom any reward for efficiency beyond a reasonable feeling of 
security of tenure of the job. 

It is an occupation, however, that of recent years has seen a re
markable influx of women, and these women are doing their work 
in direct competition with men. ,v omen were inaugurated in this work not as assistants of men, 
not often even as coworkers. They were taken on in place of men. 
Sometimes they did not actually replace them, but filled new posi
tions, when in earlier days men would have been considered the only 
possible employees. 

It is because of this recent and direct competition that the occupa
tion has seemed significant fo.r investigation in connection with this 
study of the effects of labor legslation on women's employment. For 
this influx of women into the work of elevator operating was fol
lowed in many States by the enactment of legislation regulating 
their employment, and the entire development of this occupation as 
a field for women's employment and regulations has occurred recently 
enough to permit examination of the :factors that actually have deter
mined their position. 

TRADE-UNION STANDARDS AND ATTITUDE TOW ARD WOMEN'S 
EMPLOYMENT 

As the studies of other special occupations for women have shown. 
the attitude of the union toward the advent of women can make or 
mar their future prospects. The woman elevator operator has been 
fortunate in this regard in both Chicago and New York. The agree
·ment between the Elevator Operators and Starters' Union and the 
Building Managers' Association of Chicago includes this highly 
significant sentence: 

It is mutually agreed and understood that all wage rates shall be the same 
for male and female operators doing the same. class of work. 

No women are members of this union. 
The union in New York also demandSI equal pay and hours for 

men and women, but, unlike Chicago, there are women in this union 
247 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



248 • EFFECTS OF LABOR LEGISLATION 

The agent states that they "take women when they can get them," 
adding, "We're out to organize people who operate elevators r egard
less of creed, color, nationality, or sex." 

Whereas the Chicago union is an old institution, having been in 
existence about 25 years, the New York organization is of compara
tively recent origin, having been established in 1919. The difference 
in the situation in New York and in Chicago is most clearly brought 
.out by another statement from the New York union: "Women have 
been in it since the beginning. They were on cars during the war 
and they came in when we organized." On the other hand, the 
Chicago union grew up 25 years ago in a day when a woman operator 
was practically an unknown quantity. · 

The standards required by the unions in the two cities do not 
differ very greatly. The ·Chicago wage agreements stipulate a mini
mum beginning rate for operators in buildings nine stories and over 
of $130 a month, increasing to $140 at the end of six months. For 
buildings under nine stories and freight-elevator operators the mini
mum beginning rate is $122.50, ri ing to $132.50 at the end of six 
months. The rates in New York range from $28 to $32 per week in 
office buildings, $25 to $28 per week in lofts, and $80 to $100 per 
month in apartment buildings. 

The hour standards of the Chicago union stipulate 8½ hours a 
day, to be completed within 9½ hours. Hour standards in New York 
are 8 per day, to be completed within 9½ hours. 

TREND OF EMPLOYMENT FOR WOMEN 

Some idea of the development of elevator operating as a field of 
work for women may be obtained from figures given by the United 
States Census of Occupations. According to this author ity the num
ber of women operators in 1900 and in 1910 was almost negligible and 
was not increasing. In the entire United States there were 30 women 
operators in 1900 and only 25 in 1910, while the men in 1900 num
bered 12,660 and in 1910 there were 25,010. But 10 years later, when 
the next census ;vas taken, there were more than 7,000 women and 
33,000 men.1 The great impetus to the employment of women in this 
field came, as with so many other occupations, during the war . It is 
interesting to note, ther~fore, that even the large number recorded 
for 1920 probably was well under the peak, for the war had been 
over some t ime when the 1920 census was taken and many of the 
men operators had returned from the war to their former jobs. 

Closer study of the figures shows that by 1920 there were women 
operators in every State but one-Nevada. In 14 St ates and the Dis
trict of Columbia at least one-third of all the operators were women. 
There were 9 States each of which employed a total of more than· 
.J..,000 operators. 2 

LEGISLA.TIVE REGULATION 

Specific inclusion of the woman operator under the labor laws regu
lating women's employment is of comparatively recent date. Nine 

1 U. S. Bureau of the Census. 'I'welfth census : 1900, v. 2, P opula tion, pt. 2·, p. cxliv ; 
and Ibid., E ourteenth cen us : 192.o, v. 4, P opula tion, Occupat ion s, p . 43. 

2 California, Illinois, fassach usetts, Michigan, Missouri, New J ersey, New York, Ohio, 
and Pennsylvania. 
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States 3 include elevator operators in the wording of their hour laws, 
and eight of these made this inclusion in 1918 or later. The laws of 
many other States are applicable to this occupation by virtue of the 
general phrasing of the law or the interpretation made by the State 
authorities, but the actual dates upon which such application was first 
made can not be arrived at without more investigation than the im
portance of the occupation warrants. It is sufficient to show that 
with the realization of the influx of women into this work there came 
in a number of States specific amendments to the laws to include this 
occupation. 

New York and Ohio were among the States where such action was 
. taken; in 1919, women elevator operators were brought under the 
law in each State. In New York the, limitation of hours is 9 daily 
and 54 weekly, with a 6-day week and employment forbidden after 
10 p. m. and before 7 a. m. (before 6 a. m. if the establishment is 
permitted to employ women before 7 a. m.). Elevator operators in 
hotels are exempted specifically from the New York law. In Ohio 
the laws that were applied to women elevator operators in 1919 pro
vided for a 9-hour day and 50-hour and 6-day week, and prohibited 
women from operating freight or baggage elevators or handling 
freight. 

In both States there are legal regulations concerning seats a,nd 
the provision of toilet and wash rooms. 

SCOPE AND METHOD OF INVESTI9ATION 

In view of the fact that New York and Ohio both rank high in 
the number of women employed as elevator operators, according to 
the census of 1920, and because both had recently passed special 
regulations for this occupation, these States were selected as the field 
for investigation of the subject. In order to get figures for a locality 
where conditions of employment might be fairly comparable but 
where there had been no recent legislation affecting the occupation 
and the standard of legislative regulation :for women was not so 
high as in New York and Ohio, Illinois was selected as the third 
State in which to study this occupation. Illinois has a 10-hour law 
for women that applies to the woman elevator operator. This law~ 
however, sets no weekly limitation whatever and can not be con
sidered as having any serious effect on women's employment. Illi
nois, as well as Ohio and New York, enforces certain regulations 
.regarding seats and toilet and washing facilities for women elevator 
operators. These regulations are of minor significance from the 
employer's point of view, however, and their influence on the oppor
tunity for women's employment is very slight. 

In making the study agents of the Women's Bureau secured the 
· information required on a schedule--a copy of which is given in 
Appendix D, page 491, from the manager of the building or other 
person in charge of the employment of the elevator operators. 
The buildings visited were selected only with the purpose of 
including all types of elevator service. No special attempt was 
made to select buildings where women were employed. Instead, 

3 California, Kansas, Louisiana, M,ssachusetts, Michigan, New York North Dakota, 
Ohio, and Oregon. 
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the focus of the investigat ion was to discover t he underlying 
reasons for the employment either of men or of women operators, in 
this way evaluating the part that had been played by labor legislation 
in determining women's importance in the occupation. 

A total of 335 establishments were included in the survey of the 
three States. These.. establishments employed in all 2,299 operators, 
of whom 691 were women. Table 1 shows the number and type of 
establishments from which information was secured and the distri
bution of men and women operators. 

T A BLE 1.-Number of estabUshments visited and number of men and w<mien 
operators they employed, by Sta,t fj 

T otal for 3 States Illinois 

Number of operat ors Number of operators 

Type of establishment Number Number 
of es- Female of es- Femaie t ablish- tablish-
ments Male ments Male 

Number Per cent Number Per cent 
--- - - - --- ------ - -----

T otaL ___ ________ -- -- -- 335 1,608 691 30. 1 58 453 129 22. 2 

HoteL ____________ __ __ ___ ____ 86 546 119 17. 9 18 170 14 7. 6 
Office _______ _____ ----- - __ --- _ 152 552 200 26. 6 18 108 5 4. 4 
Store ____ __ __ - - -- -- -- --- ----- 74 441 366 45. 4 18 164 109 39. 9' 
Apartment house ____________ 10 28 1 3. 4. -------- - -- -- -----Other ___ ____ ____ -- __ __ - - -- - - 13 41 5 10. ,9 4 11 1 8. 3 

Ohio New York 

Number of operators Number of operators 

Type of est ablishment Numbe r · Number 
of es- Female of es- Female tablish- tablish-
ments Male ments M ale 

Number I Per cent Number Per cent 
--- --- --- ------ - - - ---

T otaL ______ ___ _____ ___ 193 534 333 I 38.4 84 621 229 26. 9 
---- --HoteL ___________ ___ _________ 38 98 68 1 41. 0 30 278 37 11. 7 

Offi ce_- -- - -- - --- - -- -- - -- - ---- 102 326 85 !20. 7 32 118 110 48. 2 
Store __ _____ __ -- -- -- -- - - -_ ---- 44 80 116 I · 68. 1 12 197 81 29. 1 
Apartment house _______ _____ 10 28 1 3. 4 Ot her _______ ______ ____ __ _____ 9 30 4 \ 11. 8 . 

CONCLUSIONS 

On the whole, the information secured from the establishments 
studied shows that labor · legislation has had very little influence 
on opportunity for women's employment as elevator operators. 

· In a few cases where women were not employed it was partly be- · 
cause of certain legal regulations applying to their work, but in 
almost every instance the legal regulation was only one of the reasons 
for not employing women. Even where the law p·ermitted, daily 
hours for women operators were not likely to exceed greatly the 
legal standards of other localities; and there was practically no evi
dence of a wish to employ women at night in Illinois nor in New 
York where the law did not prevent it. I n Ohio there was more 
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night employment for women, but even in this State only 30 women 
were so employed in the establishments studied. 

In rare instances the legal requirements of a six-day week, pro
vision of seats, and the prohibition of work on freight elevators 
were said to have prevented the employment of women operators, but · 
in only one or two cases were such requirements the only reasons, 
and it is very much open to question whether they were the dominant 
ones. · 

The outstanding factors that influence women's opportunity for 
elevator operating are the type of building, the kind of elevator, and 
the individual experiences of building superintendents. There is a 
distinct line between the fields in which women and men, respectively, 
give the best service on elevators, and this line is drawn not by legal 
standards but by the many different requirements of the job. 

WORKING HOURS IN RELATION TO LEGAL· STANDARDS 

One possible measure of the effect of a law regulating hours is 
the extent to which the standards set by this law are exceeded in 
a situation to which the law does not apply. 

For this reason s.pecial effort was made to get material showing the 
scheduled working hours, first, of. the women to whom the law ap
plied in each State; second, of the women elevator operators in 
hotels in New York, to whom the law does not apply; and, third, 
of the men operators in eaqh State, to whom also the law does not 
apply. 

Compilation and correlation of this material :hows that daily
and weekly-hour laws in Ohio and New York have established a 
standard that is not far in advance of the standard accepted for 
the occupation where no legal compulsion is involved. 
Daily hours. 

Nine hours is the legai daily limit for a woman elevator operator 
in New York and in Ohio, whereas in Illi~ois women are permitted 
to work 10 hours daily. In spite of this fact, it was found that only 
2 of the 93 women operators in Illinois for whom data on this 
subject were reported did actually work more than the 9 hours to 
which women operators in the other two States are limited by law. 
The standard of hours among the men also showed a considerable 
proportion who worked the legal standard for women, or less. Of 
the Ohio men only 26.7 per cent and of the New York men only 24.1 
per cent worked more than 9 hours. Daily hours for men were 
even shorter in Illinois, where only 18.3 per cent had schedules 
longer than 9 hours. 
Weekly hours. 

Standards of weekly hours when unregulated by law often were 
longer than the legal standards. In Ohio women may not work 
longer than 50 hours a week. In Illinois, where women may work 
as much as 70 hours a week, 67 per cent of the women operators 
for whom information was secured worked longer than the Ohio 
legal standard of 50 hours, but only 9.9 per cent worked longer than 
t.he New York standard of 54 hours. In New York, where the 
women may work 54 hours~ week, only 14 per cent of them worked 
more than 50 hours. 
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The men's standards of hours were considerably longer. In Ohio 
7 4.1 per cent of the men worked more than 50 hours, the legal limit 
for women in that State, though in New York only 48.6 per cent of 
the men worked more than 50 hours and only 20.1 per cent more 

. than the 54 hours permitted for women. 
That something more than a legal regulation of hours is respon

sible for the difference in hour standards for men and women 
is illustrated by the fact that in Illinois, where women may work as 
much as 70 hours a week and men's hours are unlimited, only 9.9 
per cent of the women worked more than 54 hours weekly, while 
22.9 per cent of the men had hours longer than 54. 

A similar situation is found in New York, where in the hotels the 
men and women are on the same basis in the eyes of the law-both 
unaffected-but where only 1 of 37 women was scheduled to work 
more than 54 hours weekly and only 3 women were scheduled for 
54 hours, while of 246 men 66 were scheduled for more than 54 hours 
and 38 for 54 hours weekly. 

Table 2 shows the daily and weekly hours for the men and women 
jn the three States. 

TABLE 2.-Scheduled daily and weekly hours, by State, and by sex of operat01·s 

Total for 3 State Illinois 

Scheduled hou rs Men Women Men Women 

Num- Per Num- Per N uni- Per Num- Per 
ber cent ber cent ber cent ber cent 

--------------
Daily hours-totaL .. ________________ 1,281 100. 0 628 100. 0 240 100.0 93 100. 0 

9 or less _______ __________________ __ 974 76.0 603 96. 0 196 81. 7 91 97.8 
Over 9 and including lQ ____ _______ 160 12. 5 18 2. 9 30 12. 5 2 2.2 More than lQ _____________________ 147 11. 5 7 1.1 14 5.8 ------- - --------

Weekly hours-total.. ______________ __ 1,205 100.0 599 100.0 2-31 100.0 91 100. 0 
50 or less __________________________ 467 38.8 475 79. 3 69 29. 9 30 33. 0 
Over 50 and including 54 __________ 412 34. 2 104 17. 4 109 47. 2 52 57.1 More than 54 _________ ____________ 326 27.1 20 3.3 53 22. 9 9 9. 9 

New York Ohio 

Scheduled hours Men Women Men Women 

Num- Per Num- Per Num- Per Num- Per 
ber cent ber cent ber cent ber cent 

------------
Daily hours-totaL __________________ 572 100.0 229 100. 0 469 100.0 306 100. 0 

9 or less ___ ___ _______________ _____ 434 75. 9 222 96. 9 344 73. 3 290 94. 8 
Over 9 and including 10 __________ 46 8.0 3 1.3 84 17. 9 13 4. 2 More than 10 _____ ____ ___________ 92 16.1 4 I. 7 41 8. 7 3 1.0 

Weekly hours-total. ________________ 572 100. 0 229 100. 0 402 100. 0 279 100. 0 
50 or less _________________________ 294 51.4 197 86. 0 104 25. 9 248 88. 9 
Over 50 and including 54 _________ 163 28. 5 31 13. 5 140 34.8 21 7. 5 More than 54 ____________________ 115 20.1 1 .4 158 39. 3 10 3. 6 

Night work. 
New York alone of the three States studied has a law against night 

work for women elevator operators. F rom this law, hotels are 
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exempted. The law forbids the· employment of women. after 10 
p. m. and before 7 a. m. ( except where other women are allowed 
to work as early as 6 a. m., in which case the operators also may 
start as early as 6) . 

Table 3 shows the number and type of establishments in which 
elevators were operated at night and the number and sex of the night 
operators. 

TABLE 3.-Extent of nignt work, by State, type of estabU.slwnent, a,nd sex of 
operators 

Type of establishment 

' 

Hotel.. _____ . __________ ------ - --
Office._ .... ___ ____ _________ . .. . 
Store ....................... • .. . Other ... . __ ___________________ _ 

Hotel.. ____ . ________ . ___ -- -- -- --
Office ___________ ---------- --- - -Store _____ ____ ____ ___ __________ _ 
Other _____ ___ ... ______________ _ 

Hotel. ________ __ _______________ _ 
Office_. _______________________ _ 
Store _________________________ ._ 
Apartment house ______________ _ 

1 In 16 establishments. 
2 In 3 establishments. 
3 In 25 establishments. 

Establishments reporting on 
ending hours 

Men Women Number operators operators 

16 
16 
17 
3 

37 
98 
42 
9 

29 
32 
12 
10 

ILLINOIS 

108 
85 
86 
5 

OHIO 

84 
266 
74 
24 

7 
5 

73 
1 

65 
85 

173 
4 

NEW YORK 

264 
118 
197 
27 

G 37 
110 
81 

1 

4 In 11 establishments. 
o In 6 establishments. 
o In 9 establishments. 

Establishments having night 
work 

Estab-
lishments 

having Operators working 
no night at night 

work Number 

Men I Women 

16 I 57 2 J: 
14 2 2 ----------
17 ---------- ---------- ----------
3 ---------- ---------- ----------

7 30 345 428: 
87 11 14 l 
42 ---------- - ---- - ---- ----------
4 5 6 5 l 

2 
26 
11 
1 

27 
6 
1 
9 

7137 8 u 
7 ---------· 
3 ----------

11 ----------

7 In 24 establishments. 
s In 4 establishments. 

This table illustrates graphically enough that a law prohibiting 
women's employment at night except in hotels does not limit their 
opportunities to any great extent. In Ohio, where there is no such 
prohibition, 2 women and 19 men were employed at night in estab
lishments where such employment would not be permitted for New 
York women. In Illinois no women and only two men were em
ployed under such circumstances. In fact, the requirement of night 
work occurs principally in hotels and apartment houses, arid it is 
evident, therefore, that a law prohibiting women's employment at 
night except in hotels would not be very far-reaching in its effects. 
Even hotels seem not to avail themselves very fully of their ability 
to employ women at night. In the 27 New York hotels that ran a 
night service on their elevators, 137 men were employed and only 
11 women. In Ohio the employment of women at night in hotels 
seemed to be more popular, and in 30 hotels with night service 45 
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men and 28 women were employed. Illinois hotels had policies more 
like those of New York, for in the 16 hotels in that city with night 
·service 57 men operators and only 3 women operators were employed 
at night. 

In addition to the hotek, night work is a general requisite for ele
vator operators in apartment houses. In the apartment houses in
vestigated in New York no women were employed at night. This is 
not surprising, as such employment is against the law in New York. 
What is surprising about the apartment-house situation, however, 
is that the law was not given by the employers as the reason for not 
employing women at night. 

Eight of the 10 apartment houses studied always have employed 
men. Three of these eight mentioned night work but not the night
work law as a reason for having men operators. In fact, they ap
parently did not know that it was against the law for women to work 
at night, for two of them said that the night operator had to do the 
deaning or scrubbing and that a woman elevator operator would not 
want to do that, and a third one said: "Couldn't have a girl on at 
night in the hall alone. Sometimes a drunken man comes in anq. 
what could a girl do with a drunken man in a car~" It appears, 
therefore, that some apartment-house managers do not consider night
elevator operation a job for a woman, whether or ·not there is a law 
against it. A fourth manager had changed back and forth a number 
of times from girls to boys as operators. It was apparent that 
originally he did not know about the law, for he said that three years 
ago, after a visit from the labor inspector,. he started having only men 
on the night shift and employed a substitute to give both operators 
one day's rest in seven. He now employs a. woman in the daytime, 
a man at night, and one operator who takes the elevator Saturday 
night ( 4 p. m. to 12.30 a. m.) and Sunday. This manager remarked: 
"Efficiency is not a matter of sex. Sometimes boys~ sometimes girls, 
are more satisfactory." In this apartment house, girls had been put 
on during the war shortage. In 1920 boys were taken on again 
because the girls were not steady-would not come regularly and 
asked for days off. "But," the manager added, "they found the 
same trouble with the boys. Then they changed to girls again. Then 
they put on a man for the night shift." He thought the work was 
going better since they gave a da.y off. 

Three other managers said that they employed men operators 
because of "other work," such as mopping, putting ice in refrigera
tors, helping with trunks, etc. One manager said it was principally 
chance that was responsible for his employing only men-no girls 
had ever a pp lied. 

SUBSTITUTION OF MEN AND WOMEN 

. ~he history of the employment o~ women as elevator operators is 
md1cated roughly by the data showmg the extent to which they had 
been substituted for men. About half the establishments scheduled 
( 16~ of 328 reporting) had never employed women operators, even 
durmg the war emergency. In 24 other establishments some men 
l~ad always been employed; women had been taken on at different 
times, but a nucleus of men had always been maintained. 
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In contrast to these appear the establishments that had always 
employed women or that had substituted women for men. The 
group where none but women had been employed numbered only 33, 
and without exception comprised establishments tJ1at had sprung 
up during or since the war. 

One group had substituted women for men but had afterwards 
returned to men; 4 7 establishments fell in th is category. More 
significant was the group, numbering 69, where women had been 
substituted for men and then retained, and a smaller number of 
establishments (7) where men had been replaced after a substitution 
of women, only to be supplanted once more by women. 

TABLE 4.-.SubstituUon of women and men operators, by State 

Practice of establishment J0
Jf!t~[ Illinois Ohio 

New 
York 

--------------------1--- ---------
Number of establishments reporting ___ __ __ _____ ___ _____ _ 

' Have always employed men " : Men only ___ __ _____ _____________ ________ ____ ___ ____ ___ ___ _ 
Some men ______ ________ ____ _____________ ____ ____ _________ _ 

.. Have always employed women ": 
Women only ___ --- ------- --- --- ---- ----- --- ------- -- ----- -Some· women ___ _________ ____ ___ ____ ______ ____ ____________ _ 

Substituted women for men and -
Retained the women __ _ -- ----- -- -- ------ ---- -------- -- ----
Replaced the women by men and retained the men _______ _ 
Replaced the women by men and then replaced the men by women _______ ___ ______ __ ___ ___ ____ _________ ___ ___ ___ _ 

l 328 I 56 
--- 11---- l

169 
24 

33 
7 

69 
47 

7 

36 
9 

4 
2 

10 
5 

I 191 

94 
8 

25 
3 

44 
22 

4 

1 Details aggregate more than total, because some establishments appear in more than 1 group. 

I 81 

39 
7 

4 
2 

15 
20 

2 

Among the three States, Illinois had the largest percentage of 
establishments that had never employed women. The Illinoi gen
eral lO~hour-day law has been in effect since 1911. But a 10-hour 
day without any limitation of the week and with no night-work pro
hibition is hardly enough to discourage the employment of women in 
this field. The factors responsible for the lack of experimentation 
with the employment of women in this State, therefore, probably 
are extralegal. In New York and Ohio more than half of the 
establishments had tried women operators. It is unquestionably 
because these two States did try out women operators to uch an 
extent that laws were passed to include them under the system of laws 
covering other women workers. The real problem is to discover 
whether and to what extent these laws acted as a deterrent to the 
eontinued or further employment of women in Ohio and New York. 

FACTORS INFLUENCING CHOICE OF MEN OR WOMEN AS 
OPERATORS 

Though it is apparent that women have replaced men to a certain 
extent in the occupation of elevator operating, the material collected 
in this study shows that opinions of employers vary greatly as to 
the suitability of women for this work. Many different factors com
bine to influence the choice of men or of women as operator , and 
the part played by legislative regulation can not be estimated until 
allowance has been made for the o.ther aspects of the situation. 
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Opportunity :for· women's employment as elevator operators is 
dictated first and most conclusively by the type of establishment. 
Stores are more apt to employ women than men as operators; offices 
and hotels are more likely to employ men operators. This situation 
is practically the same in the three States investigated and is illus
trated in the following table. 

TABLE 5.-Sea: of operators, by State and type of estabiish1nent 

I 
Establishments Establishments with men Establishments 

Number with women only and women with men only 
ofestab-

Type of establishment and lish-
State ments Number Number Number Number Number 

report- ofestab- ofestab- Number ofestab- Number 
ing lish- of lish- of of men lish- of men 

ments women ments women ments 

------------------ ---
HoteL _________ ____ ________ __ 86 12 49 15 70 92 59 454 Illinois ____ _____ ____ __ __ __ 18 --------- ---- -- --- 4 -- 14 40 14 130 

Ohio ____ _____ ___ ______ ___ 38 7 31 7 37 8 24 90 New York ___ __ ____ ______ 30 5 18 4 19 44 21 234 

Office __ ____ ____ __ ____ ___ ___ -- 152 35 122 11 78 56 106 496 Illinois ________ ___ _____ __ _ 18 1 1 2 4 2 15 106 Ohio __ ______ ____ ______ ___ 102 27 55 6 30 50 69 276 
New York ____ __ ___ ______ 32 7 66 3 44 4 22 114 

Store __ _______ _____ __ ______ ___ 74 37 170 9 196 181 28 260 Illinois __ _____ ____ ____ ____ 18 6 10 4 99 74 8 90 
Ohio __________ ___ ________ 44 29 154 1 22 10 14 70 
New York __ ___ __ _____ ___ 12 2 6 4 75 97 6 100 

Apartmenthouse- NewYork 10 --- ------ ---- - -- -- 1 1 1 9 27 

Other __ ____ __________ ______ __ 13 2 3 1 2 7 10 34 
Illinois __ __ _____ __________ 4 1 1 3 11 Ohio _________ ______ ______ 9 1 2 1 2 7 7 23 

This table shows that though the type of establishment plays a 
part in determining opportunity for women elevator operators, other 
factors must be at work to bring about the employment of women in 
some establishments where it is more customary to use men, and 
vice versa. An attempt has been made, therefore, to analyze the 
,tatements of employers, giving their reasons for employing either 
men or women operators. Compilation of these statements has not 
been an easy task, as each employer was likely to give several dis
tinct reasons for his choice and it was plain that in only a few 
situations could the existing arrangement be laid to one clear-cut 
reason. Throughout all the statements, however, there ran a few 
distinct causes that occurred and recurred in various combinations 
until they seemed to weave an intelligible pattern. As the purpose 
of the compilation of these statements was to discover the relative 
importance of any one of these distinct reasons, they have been 
considered separately and their importance estimated bv the fre
quency of their recurrence. In this way the total number ~of reasons 
considered far outnumbers the total number of employers who gave 
reasons, but the results, as shown. in the following Table 6, are an 
accurate representation of the signifi.cance of the different types of 
reasons. 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



WOMEN ELEV ATOR OPERATORS 257 

TABLE 6.-Rea,sons for employing m en or w omen operators, by State 

MEN OPERATORS 

Reasons for employing men Total for 
3 States Illinois Ohio New 

York 

- --------------------1--- ----- -- ---

Total number of reasons given__ ______ _______ ___ __ _______ 329 84 56 189 
----11----1-----1-·---

QeneraJ policy or prejudice____________________________________ 61 6 9 46 
N11ture of work-too .hard or heavy for women_________________ 72 21 18 33 
Other work required _________ __ ______ ___ _______________________ 59 19 · 8 32 

· Service__ ____________ ___ _____ _____ _____ ____ ____________________ 88 28 15 45 
Leg~! nistri.ct\ons of women's work ·(possibly) _____ _____________ 19 2 
Freight elevators._____ __ ____ ___ __ ______ _________________ __ ____ 2 

17 

Seats .___ _____________________ _____________________ ____________ 7 
Miscellaneous_ __________________________ __ ____________________ 21 . 

WOMEN OPERATORS 

Reasons for employing women Total for 
3 States Illinois 

2 
6 
8 

Ohio New 
York 

8 

---------------------1---- ---- ··-------

Total number of reasons given ______________ __ __ ____ ___ _ _ 

Other work _________________________________________ ______ ____ _ 
Service. ___________ ___ -- · _____ .. __________ ... _________________ _ 
Cheapness ________________________ · ____ ___ .. ______ __ .. _________ . 
Shortage of men. _________ . ______________ ... ___________________ , 
Easier on machinery ..... _______ ... ______________ . ____ ._ .. ____ _ 
Miscellaneous ________ _____________________ . ____ ______________ _ 

268 

2 
121 

52 
79 
11 
3 

34 

16 
3 

10 
4 
1 

167 

2 
73 
44 
42 

6 

67 

32 
5 

27 
1 
2 

· The establishments reporting the reasons for emploving men or 
women, given in detail in Table 6, were as follows : .., 

N umber I Number of establishments 
of estab• employing-

State Jish• 
ments 
report· Women Men and JVIen 

ing only \1Vomen only 

---------------------1----------------

Total for 3 States •..•..•.•• _____ . _ --- -- _ ..•. _ .... __ . ___ .. 

Illinois. _____ --- ·· .. . ___________ _______ _ .. ________ ___ __________ _ 
Ohio. ____ _______ ________ ._···- _________ ____ __ _________________ _ 
New York .• ___________________ .... __________________ .. ___ . ___ _ 

Policy or prejudice. 

315 

50 
185 
80 

91 

11 
63 
17 

60 

7 
28 
25 

164 

32 
94 
38 

A study of the statements made by employers regard_ing their 
employment policies indicates that one of the predominating reasons 
for employing men that does not appear in regard to women's em
ployment may be designated as simply ~'policy" or "prejudice." 

Of a total of 329 reasons given for employing men, 61 were be
ca use men always had been employed, or because they "preferred 
men " without any special reason for this preference. A few quota
tions from the statements made by this large group of employers 
will serve to ,illustrate their point of view: 

Never have employed women. Considered a man's job. Always able to get 
men. Agent personally opposed to women elevator operators. 
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Former owner of building did not approve of women running elevators in an. 
office building. Custodian suggested it during the war, but it was never con
sidered by owner. 

Never had any cause to consider women. Women ought to be prohibited 
from doing men's work. If they run elevators they ought to sweep streets and 
do structural iron work. 

The mildest degree of prejudice is that expressed by employers 
who back up their general preference by certain specific reasons, 
such as the fact that they have high-speed elevators, etc. Some em
ployers presented also a sort of group prejudice, saying that it was 
~onsidered customary in their localities to have men operators. At 
other times the employment of men was claimed to be due to the 
preference of the tenants, one manager going so far as to state that 
two of his tenants stipulated in their lease the furnishing of elevator 
service by men. Typical of such statements are the following : 

Not customary to employ women in the better office buildings in Columbus. 
Have speed elevators-too fast and quick in action for women. Prefers 
nppearance of men and believes tenants prefer men . 

Too strenuous and heavy work f◊-i: women. NeYer been as prevalent in 
Cleveland as in smaller cities of Ohio to use women as operator s. Plenty of 
other jobs for women. 

Express service between certain floors. Manager did not feel women were 
suited to the work in their build ings. Tenants who pay for first-class service 
expect men operators. 

Until three years ago had hydraulic cars which are " skittish" to operate. 
Would not try women on them even in war times. Present electric are speed 
cars and have considered trying women on them. Women are employed only 
in second-rate office buildings in Columbus. All h 'gh-class buildings have 
men. Would at least have to employ four women to give service now given 
by three men. 

Never considered women, as thought type of tenants (lawyers and doctors) 
would object. Trying to maintain a high-class building. Manager felt elevator 
work was too hard for girls-heavy doors a physical strain to operator and 
swift elevator a nervous strain. 

A small group of employers had never tried out women because 
they employed the particular incumbent for some personal reason. 
usually that he was a cripple, or an old man. 

Never had women ; haYe older men who were good in their day but too 
old to do any other kind of work. 

Agent has a policy of employing disabled men as elevator opera tori-; . Feels 
that it is one of the jobs that should be given over to men who are handicapped. 
Agent for building said he a lways has more applications on hand from crippled 
.men than h e can possibly fill. 

Never have had a woman on yet. Had th's ma n for the past 15 year s. Used 
to be porter; did cleaning. Got too old for such hard work; put him on elevator. 

Man has been on the job for 22 years and never considered employing anyone 
else. 

It is interesting to find that in the group of establishments that 
always have employed women there is little emphasis on any general 
policy or prejudice in favor of women. Where women have been 
taken on it usually is for some concrete reason, and where they have 
been kept it usually has been because of some special aptitude or fit
ness for the work. 

The same is true of substituting men for women and women for 
men. The nebulous precedents and concrete prejudices disappear 
almost completely when it is a questjon of making a change from 
one sex to another, and very tangible reasons usually are adduced 
for such action. 
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Natur·e of work. 
Even more important than the general policies and prejudices of 

employers as a factor resulting in the choice of a man is the kind of 
work required. 

That the work was too heavy or too strenuous for women occurred 
as a reason 7Ztimes in the statements of 315 employers who gave rea
sons for employing men or women. This group of reasons is espe
cially significant because the nature of the work is an obstacle to 
employment that women themselves are powerless to overcome. It 
must not be forgotten, however, that these are establishments that 
always have employed men, and it is possible that experimentation 
with women might have changed their opinions. 

The work was described as too heavy for women because of hy
draulic cars or other old or heavy models in 24 establishments, speed 
cars in 16 establishments, heavy traffic in 14 establishments, constant 
standing in 7 establishments, heavy doors in 6 establishments, and 
exposure to cold and draughts in 2 establishments. A general state
ment that work was too heavy, without specifying in what way, was, 
made in three establishments. 

The reason in this group recurring most frequently was that 
the elevators were hydraulic or of other old or heavy models too 
heavy for women to handle. This reason probably will become less 
important as time goes on. The day of the old hydraulic elevator is 
passing, and its place is being taken by the electric elevator. Many 
employers stated that as electric replace hydraulic elevators women 
are introduced. The same thing probably a:I?plies ~ · _th?se having 
heavy doors. The whole tendency at present 1s to mm1m1ze manuai 
labor. If some types of elevator doors are heavy and hard to handle, 
a certain amount of time is lost in manipulating them, and the 
elimination of this drawback is one of the factors of the future that 
probably will increase opportunities for women's employment. In 
connection with the employment of women on " speed cars," an 
Pmployer who has had charge of 40 buildings at a time was very 
strongly of the opinion that such work was not suitable for them. 
This man suggested a comparison of compensation statistics for data 
showing accidents to men and women operators. He was not in 
favor of women operators in high-speed cars. In cars running over 
450 feet a minute, he said, there is a strain that is too much for 
women's nerves and for those of many a man. He knew he" couldn't 
stand it but for a day." He thought that women are easily excited, 
which made it dangerous, because the pneumatic doors-operated 
.under 90 pounds air pressure-require absolute control on the opera
tor's part. This employer had used women on the slow cars, where it 
worked out very well. 

Other work. 
Another important reason responsible for the employment of men 

operators in many establishments, but which practically does not 
occur for women, is the fact that their duties involve other activities 
than simply opera.ting an elevator and these other activities are more 
1:mitably performed by a man than by a ·woman. In 59 instances thi.s 
:' other '"':ork" was given as a reason for employing men, most usually 
m establishments where men always had been employed. This extra 
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work was likely to be handling freight, but often other duties were 
involved. In a small hotel the operator usually carried hand luggage 
and acted as a " bell hop," and in small office buildings the operator 
sometimes cared for the furnace. 

In connection with the handling of freight by women there is a 
complication in the State of Ohio due to the law that prohibits the 
,employment of women on freight elevators or in handling freight. 
In all, 10 establishments in Ohio employed men because they could 
be used for other work that included handling freight. It does not 
seem as though the Ohio law prohibiting such work for women 
could have played a great part in their decision to employ men, as 
,only two mentioned the fact that it was because of the law that they 
could not employ women on freight elevators. The others simply 
thought of such work as impossible or impracticable for women. 
Their attitude was borne out by the employers in the other States, 13 
of whom employed men because they were used for the "other work " 
of handling freight. It js not apparent that any employers were 
:anxious for the opportunity of employing women to run ·freight 
,elevators. Doubtless boys always will be kept on in these establish
ments, or else, if the use of women as operators continues to increase, 
:Some other alignment of jobs ,yill be made. Frequently, too, the 
"other work" is cleaning and scrubbing, especially where there is 
night work. While it is true that much of the night cleaning of 
buildings is done by women, the girl who goes in for elevator operat
ing usually is not the type of woman who will or can do such cleaning 
-as is required of men elevator operators. Oiling and the minor 
repairs of the elevator also are sometimes required of the operator. 
For such work the average woman operator at present does not seem 
to be equipped. · · 

Service. 
The foregoing factors entering into the choice of elevator operators 

seem to determine that jobs should be held by men. It is not until 
the important item of the type of service rendered is examined that 
there is apparent a divergence of opinion as to the desirability of 
men and women as operators. This is especially significant, as it is 
"' service " that leads as a reason for selection, whether of men or of 
women, and it also is the leading reason for. substituting one sex for 
the other. "Service" reasons for employing men were given 88 
times and for employing women 121 times. It is obvious that what 
the employers consider service is the really underlying basis for their 
selection of men or women, and it is especially interesting, therefore, 
to see how often the same reason is given for preferring persons of 
opposite sex. The employer who had men operators was likely to 
say that he employed men because they gave better and "snappier" 
:service, or that the men had always given satisfactory service and 
there was no occasion to change to women. On the other hand, it 
was not unusual to find an -employer who had decided that women 
operators gave better service, were easier on the machinery of the 
elevators, and wer more courteous and dependable. A large group 
,of employers felt that men must be employed in what they considered 
the "interest of propriety." These usually were managers of com
mercial hotels, that were mostly patronized by men and where the 
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management thought it "would not look well" to have a woman. 
elevator operator. 

On the other hand, employers of other types of establishment,. 
though not so many, found women peculiarly adapted to the type of 
service they needed. Such establishments as stores and ladies' 
specialty shops found that women were more suitable than men for 
this work. 

Other reasons for preference of either sex were that { men } women 

were more dependable; { men } were easier on machinery; women 

{ mo en } were preferred by clients; { men } were safer operators .. w men women 
Some employers felt that men operators lent prestige to a build

ing. A smaller number were of the opinion that women's service
was more appreciated by tenants or customers. On the whole, the· 
general opinion of employers regarding the respective value of the· 
" service " rendered by men or women operators seemed to depend 
largely on the kind of building that the elevato:r was in and the
individual prejudices of the employer. The "service " of men 
usually was considered better in small hotels; the " service " of 
women was preferable in stores. In certain types of buildings men 
added prestige; in other types of establishment it was the woman 
who was considered to give the right tone to the "service" of the-. 
elevator. 

It is apparent that the opinion of employers and the public on the 
vital question of the relative value of men and women from the
" service" point of view must have changed radically during the
past 10 years, which have seen virtually the inauguration of women's 
employment in this occupation. 

It is likely that future years will see an equally extensive develop
ment, but probably there will always be a differentiation in the 
types of service at which men and women will excel as elevator 
operators. It is likely that such differentiation will always govern, 
to a large extent, the allocation of the two sexes to different kinds= 
of e tablishments. 
Legal restrictions. 

The part played by legal regulation of women's work in causing 
employment of men rather than women is difficult to isolate in 
connection with this occupation. So many reasons usually were 
given by each employer to explain his choice of men or women, that 
in the few cases where legal restrictions were mentioned or could be 
inferred as factors in this choice usually there were other factors 
that seemed equally if not more responsible. Ignoring these other 
factors; however, and considering only possible legal regulations 
that may have resulted in the choice of men rather than of women 
as operators, it is evident that these regulations have not played 
a very important part in determining men's employment. 

There were, in all , 28 cases in which legal regulation of women's. 
work may have played a part in influencing an employer's choice· 
of men operators. These 28 in tances occurred in 27 establishments .. 

It is important to emphasize here that even in these 28 instances 
legal regulations, as such, were not always defined by the employer-
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as his reason for having men. In a number of instances employers 
stated that they could not engage women because the hours were 
too long, or they had a freight elevator, or there was no room for 
seats, etc., without definitely ascribing to the law the fact that they 
could not employ women the long hom~s or on the freight elevator, 
or that they had to provide seats. From the descriptions of em
ployers' policies and the varying conditions of women's employment 
it is obvious that many employers would feel that they could not 
employ women under such circumstances irrespective of any legal 
l'egul3:tion. Nevertheless, when , such statements were made by em
ployers operating under certain legal restraints as far as women 
were concerned, their inability to employ women has been credited 
to the law rather than to questions of general policy. Even with 
such a liberal interpretation it is extremely significant to find that of 
329 reasons for employing men rather than women only 28 could 
be ascribed to legal regulations applying to women's work. 

Hours.-The legal restriction of women's work that seemed to 
affect most often the employer's choice of men operators was the 
hour limitation in Ohio. In 11 establishments in that State a reason 
for employing men was that the hours were too long for women. 
The details of the statements made by the employers on this subject 
are important enough to quote individually, the italics emphasizing 
the section of the report that was interpreted as showing the effects 
of legislation. 

1. Small hotel; hours of operators, day, 10½ daily, 73½ weekly; night, 12 
nightly, 84 weekly. Would! ha,ve to run three sl~ifts·. DijJicuU for sm,all hotel 
to arr-rain.ye ho-urs for wom.en. Boys more adaptabie. 

2. Office; one operator; hours 10 daily, 60 weekly. Men can make own ad
justments, oil and clean car. Gvrls don' t work those hoiws. Small building. 
Janitor work also. 

3. Office; two operators; hours 10 daily, 60 weekly. Elevator old. Harder 
to manipulate than ne"v models. Operator must oil and keep elevator clean. 
Hoiw.s and nature of duties not S'U,itable for employment of womoo. 

4. Office; one operator; hours 10 daily, 60 weekly. Ho'UrS too long and must 
have a dependable person "such as an old man" when only one .elevator. 

,5. Store and office; one operator; hours 10 daily, 60 weekly. Hours t oo 
lon,g. Elevator old. Man must clean and care for minor repairs. 

6. Office; hours 9½ daily, 57 weekly. Hours too long for women. Moan 
cleans and takes care of own car. No freight elevator. 

7. Bank and office; three operators; hours 10 daily, 60 weekly. Until three 
years ago had hydraulic cars, which are "skittish" to operate. ·would not 
try women on them even in war times. Present electric are speed ears and 
have considered trying women on them. Women are employed only in second
rate office buildings in Columbus. All high-"class buildings have men. Would 
have to employ at le<bSt four women to gwe service now gflvoo by three men,. 

8. Office; two operators; hours 9¾ daily, 58½ weekly. Have men on days. 
Only two cars; very heavy traffic; stops at all floors continuously. Hours 
would be h)ard to manage with girls as there are only two cars and such heavy 
traffic. 

9. Hotel; two operators; hours day, 10 ·daily, 70 weekly; night, 12 nightly, 
· 84 v,,eekly. Women were employed from 1918 to 1D20 when the boys who 
had worked for the hotel before returned. Boys a re more satisfactory, as 
they serve as bell hops in an emergency. Had two girls and the night clerk 
had to run the elevator. Boys fit in with the schedule better. 

10. Hotel; one operator; hours 11 daily, 66 and 77 weekly. Able to get 
present employee, an old man, for less than was paid two girls and he w as 
willing to work a long shift. 

11. Hotel; two operators; hours 11 or 12 daily, 77 or 84 weekly. Had one 
woman during the ,...-ar; substituted a man in 1920. Hours 1.cere too long. 
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Six-day week.-The requirement in Ohio that women should work 
not more than six days a week is another provision of the law that 
several employers in that State mentioned or indicated might be a 
reason for employing men rather than women. A total of s1 x 
employers in Ohio said they did not employ women at least partly 
because they could not use them seven days a week. The following 
quotations from their statements show to what extent their attitude 
was qualified_ by other factors. 

1. Office; three operators; seven-day week e,ery three weeks. Women haYe 
never been employed, because it is· a sma ll building and they would have to 
have a Sunday relief. If the elevator system had been planned for women, 
manager would rather have women than men. 

2. Office; three operators; seven-day week every three weeks. Never had 
women. Men must work every third Sunday. 

3. Office; two operators; seven-day week e ,·ery two weeks. Haye had experi
ence with women in other buildings and bad trouble with the seven-day provi4 

sion. Do not like to see women in strictly office building; men give a building 
an appearance of conservatism and dignity. 

4. Hotel; two operators; seven-day week. Had a woman operator from 1918 
to _1920. Replaced her by a man. Had to have some one they could employ 
seven days a week. 

5. Office and store ; one female and six male operators ; seven-day week every 
other week. In 1915' women were put on the night shift from 5.30 to 10 or 11 
p. m. and worked Sundays relieving the men. This violated the six-day-week 
law and two women were dropped. One woman who had worked for the 
company for five or six year s was kept on. 

6. H otel; one operator ; seven-day week ever y two weeks. Had employed 
colored girls during war; substituted a man in 1922 because he was willing 
to work the long shift and was old a nd needed work. 

Night worlc.-The law prohibiting women's employment at night 
as a reason for employing men instead of women was not given by any 
employer , but one mention was made of the fact that a man was 
employed because night work was required and it was not considered 
that night work was suitable for women. This occurred in an apart
ment house in New York City and the superintendent of this apart
ment house said that his reason for riot employing women was that it 
was not fit for women to do night work and that the night man had to 
scrub halls, which a woman would not do. 

R est 1·001n.- The requirement of a rest room for women elevator 
operators was mentioned by the superintendent of a New York apart
ment house as one of his reasons for not employing women. This was 
the only instance in which this type of regulation was indicated as a 
factor in women 's employment. Even in this isolated case it is not at 
all clear that the requirement of a rest room was the real reason for 
not having women, for the superintendent of the apartment said, 
" It is not the best thing for women. We have a lot of students and 
the men have to help with trunks. Also, there has to be a provision 
made for a re t room for a female operator, and this apartment was 
not built for that." 

Seats.-The provision of seats that is stipulated by the law in each 
of the States seems also to have been unimportant in influencing the 
choice of women for the job of elevator operator. I n a total of only 
seven establishments, six in Ohio and one in Illinois, one of the 
reasons given for not employing women was that seats must be pro
vided for them. In these establishments there often were other 
reasons for this employment policy and in no case was direct reference 
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made to the legal requirement of seats. Direct quotations from the 
employers' statements on this subject will show its relative · sig-. 
nificance more accurately than a summary. • 

1. Office building; 12 male operators. Never employed women. Always able 
to get men. Do not think women give same service as men. Legal restrictions 
and tenants' prejudices make the problem of elevator service simpler by having 
men.- Would have to have seats for women. Express service and speed of 
cars would be more of a strain for female than male operators. 

2. Office building; 13 male operators. Positively would not employ women. 
Too hard to keep women satisfied. Women have to be provided with seats. 
Sitting operators increase the possibility of accidents. 

3. Office building; 10 male operators. Never considered women. No seats or 
provisions for them in cars. Prefer appearance of uniformed men. · 

4. Store and office building; two male operators. Small cars, no room for 
seats. Elevators in an open arcade and operators are exposed to draughts. 
Never considered it possible to use women. Prefer old men. 

5. Office building; five male operators. Cars small, no room for seats. Busy 
office building. Work would be hard on women. 

6. Office building and bank; one male operator. Colored-girl operator had 
been employed for a few months; was not satisfactory. She had to have shortet 
hours, did not begin until 8, and took longer relief periods. Also had to provide 
a seat for her. A sitting operator looks sloppy. 

7. Hotel; 23 male operators. Never employed women. Women are not speedy 
enough and you have to get stools for them. , 

Freight elevators.-The Ohio law prohibiting the employment of 
women on freight elevators or handling freight does not seem to 
have had a very marked influence on their employment. It is fairly 
obvious that few employers would hire women for such work under 
any circumstances. The operator of a freight elevator usually has 
to ·help to load and unload, and women are not desired for such work. 
Ten establishments in Ohio cited the need for the operator to handle 
freight or run the freight elevator as a reason for not employing 
women as operators. Thirteen establishments in the other two 
States, where there is no law, cited the same reason. In only 2 of 
the 10 Ohio establishments could the law be credited even remotely 
with being responsible for the fact that the employer would not 
use women for this work. One of these establishments was an office 
building employing five men operators. The manager of the build
ing said he did not employ women operators because he could not 
"shift women to the freight elevator." He added, however, that the 
men had to help with wheel chairs and assist helpless people and that 
people had more confidence in a man. 

The other building was a department store employing four men 
operators. The manager said he did not employ women because he 
never considered the operation of elevators a woman's job; also had 
no freight elevators, so operators must handle and help with moving 
stock from floor to floor. Against the law to use women on freight 
elevators. 
Changes made necessary by women's employment. 

One further :rlieasure of the accuracy of the findings just quoted 
as to the effect of legislation on women's opportunities in this occu
pation may be made by examining what changes were necessary when 
women were taken on as operators. The character of these changes, 
though they are not all due to the law, would indicate in some way 
to what extent the employment of women brought about any disloca-
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tion in the arrangements of schedules and working conditions for 
operators. 

In New York State very few changes made necessary by the em
ployment of women were reported-only 12 in all. There were three 
cases of installation of seats and two of setting aside rest or locker 
rooms. Three establishments had increased the relief periods and one 
reported a rearrangement of shifts. Three reported an increased 
number of employees. One of these establishments employed four 
o'perators instead of three, stating that there used to be no relief and 
no starter but that the starter would have been necessary anyway, 
because two doors have been put in the elevators and more care must 
be taken with passengers. The manager _of al! office building that 
employed a very large number of operators ( 47), all women, reported 
that they had to have more women operators in order to keep four 
on Sunday and still have only a six-day week. He added that with 
47 girls they would not have to work seven days often, and it would 
give them a chance for extra pay. He thought the girls would 
like it; and he also said that if a meeting in the assembly hall lasted 
over 10 p. m., he had to find one of the men around the building to 
take the elevator. 

This last employer had put on women when the men went to war 
and, having once taken them on, he saw no reason for taking their 
jobs away from them. He thought they looked better and neater on 
the elevators and were more courteous to passengers-" less apt to 
talk back. " The third establishment in this group was an apartment 
house, whose manager had changed back and forth from men to 
women an indefinite number of times and said that both men and 
women asked for a day off and would not come regularly, and that 
after a visit from the labor inspector he employed a substitute to give 
both the man and the woman ( at present he is employing a woman 
in the daytime and a man at night) one day off in seven. 

In Illinois only two employers reported any change necessitated 
by the eip.ployment of women: one store used to keep stools in the 
cars only for a short time, but . after women were employed stools 
were provided all day long. The other store reported that they 
shortened the workday one hour. 

In Ohio 31 changes, in 22 establishments, were made necessary by 
the employment of women. These changes may be grouped roughly 
as follows : Shorter hours, 15 cases; seats, 6; a greater number of 
operators employed, 5; relief periods, 2; men for early and late 
shif ts·, 2 ; and a rest room, 1. 

Of the 15 establishments where hours were shortened, 10 still em
ployed women. Two of the establishments that substituted women 
gave the law as at least one of the reasons for going back to men. 
These schedules already have been quoted in full in the section on 
reasons. Some of the cases where hours were shortened are as 
follows : • 

Office. Hours 7½ daily, 45 weekly. Reason for employing women : More 
dependable; handle car much better; cheaper. Changes: Girls get an 8-hour 
day; men worked 9 to 9½ . 

. Store. Hours 7¼ or 7½ daily, 43½ or 45 weekly. In September, 1918, 
started to use colored girls. Had used colored men before that time. Changed 
because of shortage of men and high turnover. Women more courteous and 
just as snappy as men, if you get the right kind. Boys were• overbearing, 
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i;;aucy and noisy, "rough neck." Changes: All men used to come at 7, stay 
to 6 ; used to bale paper and did some cleaning. 

Hotel. Daily hours alternately 10 and 5¾ for women, 71/2 for men; 47¼ 
and 521/2 weekly. Put girls on because cheaper. In 1923 decided to try 
boys again. Kept boys about six months and were convinced that girls gave 
better service and were fully as dependable. Changes : Have had to reduce 
hours and install seats. However, as far as remembered, boys worked the 
same shifts as girls except that they worked a seven-day week when tried out 
in 1923. 

Office. Employed a colored girl for four months in 1925. Man who ran ele
vator for years before had met with auto• accident. Girl was liked by the 
people in the building; was very courteous and pleasant. Would have liked 
to keep her on the job, but felt that man needed! job more than ever since 
accident, as he was somewhat disabled. Change : Girl worked from 7.30 to 6 
instead of 6 to 6. 

Two of the establishments that shortened hours also had to in
crease the number of operators, making a total of five establishments 
that had to make this change when women were introduced. Typical 
statements as to these changes are quoted in the following para
graphs : 

Department store. Women int roduced in 1922 or 1923. General manager 
felt that he would get more courteous service from girls. Also pecuniary 
rea sons. Change: Formerly had three men and now have four women. 

Hotel. Hours 7¼ or 7½ daily, 43½ or 45 weekly. Never worked women 
the same hours as formerly worked men. Had to shorten hours at least twice. 
Comment: Had bad trouble with State inspectors over hours, so had recently 
changed i;;hifts. P robably could get along with two fewer if used men, but 
cost would be fully as great and women give more courteous service in hotel. 

There were two cases of having to use men for early or late shifts. 
T his is the only change mentioned, but undoubtedly this meant also 
a shortening of hours for the women. 
· T he following tabulation shows briefly the extent of the changes in 
the three States. 

TABLE 1.-Cnanges made necessar y by the ern,ployrn,ent of women, by State 

Total 
Change for 3 Illinois Ohio New 

York States 

Total number of establishments employing women (at 
date of survey) ___________ . __ . . _....................... 123 18 79 26 

====t====l==== 
Number of establishment reporting change ................ _.. 1 35 2 122 111 

Shorter hours ____________________________ ______ ___________ _ 16 15 M ore help _____ ____________ ___ __ __ ______ __ ________________ _ 8 5 3 Relief periods inaugurated _______________ ________________ _ _ 1 1 Relief periods lengthened ___ __ ____ ___ _____________________ _ 4 1 3 Shifts rearranged _______ _________________ _______ __________ _ 1 ......... . ·········- 1 Men for early and late shifts ___ __ ___ __ ____________________ _ 2 2 
Seats ___ . ___ .---- _______ ____ ______ . ___ -- _ --·- ______ ----· __ _ _ 10 1 6 3 Rest roonL ______________________ · - _______________________ _ 3 1 2 

1 Details aggregate more than total, because some establishments gave more than one reason. 

Costs and short.age of men. 
The questions of relative costs and the availability of men are 

among the significant reasons for employing women that do not 
apply to the employment of men. In 52 instanoes women were em
ploy~d be~ause, among other reasons, they were cheaper than men, 
and m 79 mstances women were employed partly or entirely because 
men were hard to get. 
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Quotations are not necessary to illustrafo the well-known fact that 
women can be secured more cheaply than men for this as for many 
other kinds of work, but the large number of instances giving 
"cheapness" and "shortage of men" as the reasons for employing 
women illustrate the prime reason for women's introduction into 
this- wurk-and therefore are worthy of considerable attention. 

The following statements of employers are typical, and represent 
what seem to be the most powerful reasons for women's employment. 
The date of first employing women precedes each statement: 

1918. Women cheaper. Find girls handle machinery better. 
1917 War emergency-wages for men rose rapidly, and could not get a man 

for less than $80 to $100 a month. Could get a girl for $15 or $16 a week. 
If wage were the same, would rather have men. 

1918. Women more dependable; handle car much better; cheaper. 
About 1920. Following precedent of other stores and because women gave 

same service as men for less. 
During war. Shortage of men. Women found to be more courteous and cost 

less ; therefore were kept on. 
War times. Hard to get boys. Girls cheaper and equally if not more satis

factory as operators. Girls preferred in a store. Hard to get boys who are 
dependable and older men are slow and snub customers. 

1925. Used to have boys but they were not steady and were always leaving 
for better jobs. Couldn't get good men for what you pay girls. Women much 
more sati' factory and less expensive. 

1917. Releasing men for other jobs1
• Hard to get men of any caliber for 

wages paid elevator operators. Would not · use men again. Have had many 
compliments on efficient service of girls. Customers prefer girls. 

War times. Put women on during war period-thought it was fall of 1917. 
Women kept on because obtained for less and give better service. Comment: 
Manager felt he was able to get a better type of woman than man for job, as 
only young boys, lazy men, or aged will consider elevator work. 

1918. Men were being r eleased from all jobs that women could do. Have 
found women· equally or more satisfactory as operators in store. Girls know 
the goods and have less turnover than men. 

1917. War times. Found women satisfactory and have never considered 
changing back to men. Family hotel. Work light except for an hour in 
morning and evening. 

1919. Others were having satisfactory service from women, and as women 
usually can be hired for less. decided to try out women and have had good 
service. Women operators fully as satisfactory as men. 

1915. Girls more satisfactory. Not so restless. I s a woman's store. Boys 
hard to handle. In a ladies' store need a more steady type than most younr 
boys. 

Mechanical ability. 
It is surprising to find that among the main reasons· for employing 

women their mechanical ability has played a part. Eleven employ
ers had found women easier on machinery than were the men opera
tors. Such findings probably would depend largely on the type of 
elevator and the caliber of the men and women operating. It is 
worth noting, however, as a possible factor governing women's op
portunity a11d one on which there will be more opinions as the scope 
of women's employment in this work broadens. ' 

• 
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CHAPTER XII.-WOMEN STREET-CAR CONDUC
TORS AND TICKET AGENTS 

·wor:king requirements of transportation-History of women's employment
The effects of labor legislation 

Among the sp.ecial occupations of women to which labor legislation 
bas been applied with m~st conflicting results have. been those . of 
street-car conductor and ticket agent for transportat10n compames. 
'There is J?robably n9 6:e~d o~ won:ien's empl?yment that has receiv:ed 

· more notice and publicity m this connect10_n. In_ fac~, the entire 
controversy over the ultimate effect of special legislation seems at 
times to have come to a climax around the embattled ranks of the 
women in these occupations. Not only in regard to questions of the 
.applicability and effects of legislation have women in these occupa
tions, especially the street-car conductors, been a storm center; their 
relationship with their fellow workers also has aroused bitter con
troversies, the men's unions in some cities r efusing to admit the 
women to membership or to allow their continued employment by 
the companies. Adjudications by the National War Labor Board 
during the war and general questioning of the suitability of this 
work for women led to additional controversies and a number of 
investigations of working conditions and hours in the effort to deter• 
mine whether or not these jobs were "fit for women." Findings 
that were by no mea~s unanimous resulted from these surveys as 
well as from the studies that sought to show to what extent labor 
legislation had limited women's opportunities in this work. 

As a result, the unsuspecting student putting an inquiring thumb 
into the mass of information regarding women street-car conductors 
.and ticket agents may bring up almost any kind of a plum. He will 
be able to show that women are employed in these occupations for 
short hours and not at night, and that in other places if they must 
be employed for short hours and can not be employed at night they 
will lose their jobs immediately. He will find that the union in one 
place fought to the last ditch to keep women from being employed, 
while in another the union has taken the initiative in arranging hours 
:and shifts so that women can be employed. He will find authoritative 
reports that employment on street cars is entirely unsuitable as an 
occupation for women, and that it is a better occupation and done 
under better conditions than many other time-honored women's jobs. 
He will find that because of labor legislation, and labor legislation 
.mlone, women have been driven from profitable and desirable jobs 
with transportation companies, and that transportation companies 
wanted women only for an emergency and were laying them off irre.
specti ve of the restrictions of labor legislation. H e will find women 
who pre.fer the work of street-car conductor to a long list of other 
occupations, and others who found it wearing and too great a tax 
on their strength so that they ·welcomed a change to other work. 

268 
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Careful and apparently accurate statistics will show that legislation 
in one place shortened hours and did not limit opportunities for 
women, while in another place it caused wholesale reductions in the 
number of women employed. 

From this welter of contradictory material one clear fact emerges
that these occupations are· outstanding examples of the necessity for 
complete information and qualified findings. Slight differences in 
the law, almost intangible elements in public opinion, employers' 
policies, transportation requir-ements, seem to determine the possi
bility of applying by law or otherwise certain standards to the 
employment of women in transportation. 

It is not the purpose of this study to go over the field that has been 
so completely covered by other studies of the employment of women 
as street-car conductors and ticket agents. Rather, it is hoped to 
indicate briefly the history of women's employment in this work, 
showing the chief factors that have influenced it, and, by comparing 
the interplay of these factors in different situations, to evaluate as 
accurately as possible the part that has been played by labor 
legislation. 

SOURCES OF INFORMATION 

· The information presented here is from material secured in two 
studies in 1919-one by the Women's Bureau of the United States 
Department of Labor 1 and one by the bureau of women in industry 
of the New York State Department of Labor 2-and from addi
tional facts gathered by the Women's Bure-au in 1926. The cities 
covered by the two studies in 1919 are Cleveland, Detroit, Kansas 
City, Chicago, Boston, and New York. The information secured 
in 1926 by the Women's Bureau is from Boston, Chicago, New 
York, and Kenosha (Wis.). 

WORKING REQUIREMENTS OF TRANSPORTATION 

It is impossible to understand properly the problems that are 
peculiar to the appl,ication of labor legislation to women employees 
of transportation companies without emphasizing the special diffi, 
culties· with which transportation companies are faced in arranging 
the hours of their employees. In the survey made by the Women's 
Bureau in 1919 these difficulties were outlined in the following 
paragraphs : 3 

• * • Transportation lines must furnish continuous service, which involves 
night work and Sunday work for both ticket agents and conductors and makes 
necessary special adjustments if women a re to be employed and still given 
adequa te protection. Not only must service be continuous but it must be 
adequate to handle the crowds which come regularly a t certain hours of the 
day and night, and yet ·in the interest s of efficiency, during the part of the 
day when travel is light there must be a corresponding shrinkage in the number 
of cars sent out and in the number of conductors and ticket agents on duty. 
The necessity for having cars run continuously with occasional "peaks " in 

1 U. S. Department of Labor. Women 's Bureau, Women street-car conductors a nd 
ticket agents. Bul. 11, 1921. 

2 New York. Department of Labor. Bureau of women in industry. Brief submitted to 
the State Industrial Commission, June 17, 1919. 

3 U. S. Department of Labor. Women's Bureau. Women street-car conductors and 
ticket agents. Bul. 11, 1921, pp. ·15- 17. 
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their number to handle the crowds which come at special! times· of· tlie day;. 
results in many schedules, which must be separated into two and occasionally.
three parts, with a period of waiting between each part, making a v:er.y long, 
work ng day, although the actual hours worked may not be excessiv,e. 

There is no opportunity for shutting down the plant to Drovide f-Or. one day· 
of rest in seven, as there is no day or night in the week on which some part 
of the public does not wish to use their transportation facilities ; therefore, 
a weekly holiday for employees on transportation lines can. only be arranged: 
by a compl:cated system providing for days off and! extra: employees to· 
substitute for those absent. The weather is also a very important feature in, 
the maintenance of transportation service. The worse the weather and the 
more difficult it is to maintain service, the more important does this service
become. At a time of blizzard weather, with sickness taking its toll of workers, 
most industries expect a reduction in the number of tBeit employees and a, 
corresponding reduction in output. It is not so with transportation companies. 
If they have a reduction in the number of their employees they must still keep; 
the usual number of cars runn ng, which must be manned by tr.ained operatives. 
This means not only the maintenance of an "extra" force to meet such· 
emergencies, but also occasionally extra duty for the regular force. Another · 
factor which will materially affect the arrangement of street-car runs is the· 
geography of the city. In one town with a thickly settled area to be served! 
runs can be short, while in another with a spread-out settlement and many 
suburbs it may be impossible to arrange short runs, and if a conductor must 
have a short schedule she must be relieved before her run is completed. 
Special excursions, ball games, theaters, conventions and other such events also, 
add to the irregularities of the demands on transportation, and the problems= 
attendant upon the a rrangement of schedules. Accidents or delays to the car, 
which can not be foreseen or prevented, are another factor contributing to the· 
difficulty of keeping a conductor's daily hours of work within certain definite · 
limits. 

The hours of both the ticket agents and conductors are affected by these 
special conditions, but the problem of arranging schedules for the conductors: 
is much the more serious of the two. A ticket agent has a fixed place of work, 
and the hours for a group of agents can be arranged in shifts with definite relief' 
periods, the main problem w ith them being to arrange the work of extras who, 
are engaged to take the place of absentees, to fill in at rush hours, and to serve 
during relief periods, so that their hours of work are not too long, irregular, . 
or too few to insure an adequate wage. Where no work is allowed at night, 
special arrangements must be made in the case of ticket agents, to eliminate 
night work for the women. The hours for the conductors are very much more• 
difficult to arrange. Schedules for this group must be dependent on the routes, 
of the ·r cars and on the number of cars which must be run at different times 
of the day. All the difficulties with which a transportation company is faced 
are reflected in the runs scheduled for the conductors. An arrangement of· 
schedules which may be perfectly easy to bring about and perfectly satisfactory· 
for tic~et agents may be quite impossible for conductors. · 

Because the problems and the history of employment are not the
same for women · who were conductors as for those who were-ticket 
agents the material regarding them will be presented in separate· 
sections in the following pages. · 

CONCLUSIONS 

The relation between labor legislation and women's opportunity · 
for employment as street-car conductors and ticket agents is so com
plicated and influenced by so many different factors that it is not 
possible to draw unqualified conclusions on the subject. This is a_ 
matter that must be studied in detail if it is to be . understood. 

It is clear, however, that what restriction of women's opportunity 
has resulted from labor legislation is not nearly so widespread nor so~ 
far-reaching as has been claimed. ·Following the enactment of certain 
labor legislation many women employed as street-car conductors lost: 
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their jobs, but the companies involved did not intend to keep them on 
permanently for this work and the legislation probably only acceler
ated the discharge. In other localities, without the enactment of new 
labor legislation, women who were street-car conductors also were 
discharged following the war emergency. 

The effect of legislation on women employed as ticket agents is 
more difficult to assess. In New York large numbers of women ticket 
agents were discharged after the enactment of a law and were reen
gaged after this law was repealed. On the face of it this would indi
cate that the law itself brought about this occurrence. Undoubtedly 
it did, but in other localities women have been and still are employed 
as ticket agents under better conditions than those stipulated by the 
New York law. Apparently, therefore, the policy of the company also 
is an important element to be considered when estimating the probable 
effect of legislation. The New York law stipulating that work should 
be done within 10 consecutive hours made a requirement that was not 
common to the practices in most transportation companies. Study of 
the special conditions under which transportation must be furnished 
indicated that this requirement is not consonant with the needs of the. 
occupation. 

HISTORY OF WOMEN'S EMPLOYMENT 

As conductors. 
In the various cities included in these studies women first were 

employed as conductors in 1917 and 1918. The reason given for intro
ducing women into this work was the difficulty of obtaining men, due 
to the labor shortage created by the war. 

In several cities the first obstacle with which the women con
ductors met was the attitude of. the union. In Cleveland the union 
finally succeeded in having the women discharged by the company, 
though not before two hearings by the National War Labor Board, 
an investigation by the United States Department of Labor, and 
vigorous protests of women's _organizations against this denial of 
women's right to work for no other reason than that their dismissal 
was demanded by the union had thrown the question of the employ
ment of women as street-car conductors into the arena of popular 
debate. A very similar situation occurred in Detroit, where the 
union failed in its effort to secure the dismissal of the women, but 
succeeded in preventing the employment of any new women for this 
work. In neither of these cities were the women admitted to mem
bership in the union, though in Detroit most of them were given 
"permit" cards by the union, which, if they had been men, would 
have provided automatically for admission to the union after 90 
days' experience if the company had found them competent and no 
objection was raised by the union. 

In Kansas City the union was more generous in its attitude toward 
women as conductors. Opposing their employment at first, it with
drew its objections in May, 1918, and in August of the same year 
demanded of the War Labor Board that the women's guaranteed 
minimum wage be raised to equal the guaranteed minimum for men. 
Nearly a year later the women joined the men in striking to force the 
company to put into effect the entire award made by the War Labor 
Board. 
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In New York the attitude of the union toward the employment 
of women as conductors has not been significant, as the union has 
little power in that city and would not be able to affect seriously the 
companies' policies of employment. 

Legal, regul(J)tions.-Of the four cities-Detroit, Kansas City, 
Kenosha, and New York-only Kansas City had a law regulating 
women's hours on street cars when first they were employed as con
ductors and guar ds. In the other cities a State law was passed or 
an order was issued, during the period of the women's employment, 
either including them in the law already in force for women in other 
lines of work or drafting one with special provisions for women in 
transportation. · 

The following brief summary gives the dates on which such laws 
became effective and the provisions regarding hours of work in the 
States where the four cities are located. Cleveland, where women 
were employed for a short· time during the war as conductors, is 
omitted from this section, as there was no law regulating their hours 
during their period of emplpyment. 

TABLE 1.-Legislation affecting w omen conductors in the States studied 

Date law or order Daily Weekly Night-work prohi-State City limita- limita- Special regulation became effective tion tion bition 

Hours Hours ' Missouri_ ___ Kansas City_ In force from be- 9 54 -- - -- ------- -- --- ---
. ginning of worn-

en's employ-
ment. 

Michigan __ _ Detroit- __ __ August 13, 1919 ____ 10 54 - --- --- --- -------- --
Wisconsin ___ Kenosha ____ June 6, 1918 (order) 8 -------- -------------------- Between 5 p. m. 

and 8 a. m. (cities 
of first class); 5 
p. m. and 6 a. m. 
(other cities, 
towns, and vil-
!ages) . 

New York __ New York ___ May 12, 1919 ______ 9 54 The 9 hours shall Between 10 p. m. 
be consecutive and 6 a. m. 
except for 1 hour 
for lunch. 

From this summary it is clear that there was no uniform legal 
standard of desirable conditions for women in this new work and the 
lack of understanding of the conditions of street-car employment is 
seen in the varying specifications of the legal enactments. 

The daily and weekly limitations of hours that were imposed in 
all these laws re ulted in limiting the choice of runs open to women 
and making necessary some adjustment of runs to meet the regula
tions of the laws. In Kansas City both methods of arranging 
women's work as conductors to conform to the law were employed. 
There \Yas even an added complication, due to the policy of the com
pany th :1 t attempted to limit women's hours to 8 a day and forbade 
their employment between the hours of 8 p. m. and 5 a. m. To 
arrange the women's schedules according to the legal regulations and 
the company's rules, the choice of runs open to the women according 
~o their seniority right was on one line, and frequently it was neces
$ary for them to take part of a long run and part of a Ehort one. 
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In spite of these difficulties, however, when the shortage of men due 
to the war occurred, women were taken into the company's service 
and continued until the war was over and the labor shortage ended. 

For the Detroit United Railway Co. 111 women were working as 
conductors in the month previous to the one in which the law became 
effective. None of these women were discharged because of the law. 
In order to conform to it, an attempt was made to limit the choice 
of the women's runs to those that did not exceed 10 hours. In a com
parison of the women's schedules between July, 1919-before the law 
became effective-and January, 1920-after it had been jn effect for 
five months-the daily schedules were considerably shorter at the 
latter date. 

The over-all hours, also-that is, the hours within which t he 
scheduled hours lay-were not so long in January after the passage 
of the law"as before, though no limit was put on the over-all hours by 
the law. In personal interviews with a number of women conductors 
in Detroit, they expressed their opinion on the advantages or disad
vantages of the law limiting hours of work. Of the 47 women inter
viewed in Detroit, 26 stated definitely that they liked the law and its 
effects. Four more said they were satisfied with the law because they 
felt it necessary for their protection. Three women said they did not 
object to the 10-hour-daily limit but did not want a 54-hour-week 
limitation. 

In Kenosha, when the order of the Industrial Commission of 
Wisconsin became effective, no effort was made by the company to 
adjust hours and conditions, but instead the services of the women 
were discontinued. The difference between the order in Kenosha and 
the laws in Kansas Citv and Detroit must be remembered. The 
Wisconsin order prohibited the employment of women between 5 p. m. 
and 8 a. m. in cities of the first class and betwe~n 5 p. m. and 6 a. m. 
in other places. This prevented, as the ruling was expressly designed 
to do, the employment of women at the rush hours at night and in 
the morning when the need for employees was greatest. It therefore 
became" unprofitable" for the company to employ them. 

The effect of legislation in New York was more serious and more 
difficult to estimate than in any other city £or three reasons-the 
larger number of women ·employed as conductors, the requirements 
of the law, and the other factors that were making for a reduction 
in employment of women as street-car conductors. Three compa
nies-the Brooklyn Rapid Transit Co.,4 the New York Railway Co., 
and the Queens County Railroad-employed 966 women conductors 
on May 1, 1919, just before the law became effective. 5 To adjust 
the schedules of so many women to a daily and weekly limitation of 
hours would be a difficult job, but when, in addition, arrangement 
must be made to have the hours consecutive ( one hour was allowed 
for lunch) and not including any hours between 10 p. m. and 6 a. m. , 
the difficulties were increased tenfold. The requirement that hours 
should be consecutive was peculiar to the New York situation and 
had not beellj made in any other State where this occupation was 

4 Name has since been changed to Brooklyn & Manhattan Transportation Co. 
6 Figures given in brief submitted to the State industrial commission rela tive to tbe 

employment of women in transportation companies in Greater New York. Bureau of 
women in industry, New York State Department of Labor, June 17, 19N. (Unpublished.) 
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regulated by law. The following summary, taken from the study 
made by the bureau of women in industry of the New York State 
Department of Labor, shows the number of women conductors whose 
schedules on May 1 infringed one or more specifications of the law : 

9 hour s and night work ____________________ _____ ________ _ 191 
9 hours and consecutive hours______ ___ ___ _________________ 258 
Ni a-ht work___ ____ ___________________ ___________________ _ 273 

igh t work and con ecutive hour s_____ ___ ________________ 23 
Consecutive hours____________ _____ ______ _____ _________ ___ 188 

Tota l______________________ ___ ____________________ _ 933 
Within law______________ ___________ _________ __ ____ ______ 33 

Grand total ------- - - - - - - ----------- ------ ------ --- 966 

F ollowing the enactment of this law the women were replaced by 
men. A few of the women were transferred to jobs as ticket agents, 
having shifts that came under the provisions of the law; the rest had 
to seek other work. It is important to emphasize here that this 
wholesale dismissal may not have been due entirely to the law, though 
the law undoubtedly played its part. Other contributing factors and 
Qualifications will be discussed in later pages. For this section it is 
s~fficient to note the actual occurrences. 
As ticket agents. 

The employment of women as ticket agents is of many years' stand
ing and does not rest, as is the case with the work of women as 
conductors, on a war emergency. 

The Inter borough Rapid Transit Co. of New York is the only 
company where women as ticket sellers and choppers were a recent 
innovation. The Chicago Rapid Transit Co. and the Brooklyn 
Rapid Transit Co. had employed women since the companies started 
and the Boston Elevated Railway Co. since 1905, but it was not unt il 
the war that the I nterborough introduced women. 

The attitude of the unions toward women ticket agents is very dif
ferent from that with which women who were conductors had to con
tend. P erhaps this is because women have been employed for so 
long as ticket agents, perhaps it is because this work is less directly 
in competition with men; whatever the reason, the fact remain that 
women in Chicago and Boston are important factors in the unions, 
and it is with union assistance that their hours have been shortened 
and their wages increased. When the 10-hour law for women was 
about to be passed in Illinois, the union in Chicago worked for this 
law, appearing before the legi lature in favor of it, though its mem
bers were threatened with a reduction in pay. I n subsequent strikes 
on the st reet railways the women have stood with the men in their 
efforts to improve conditions. T he result in Chicago has been 
that conditions for women employed on the elevated railway are 
far ahead of the maximum legal requirement . 

In Boston women have been full- fledged members of the union 
since 1912, when they were t aken in after a strike on the part of the 
men in which they had offered to join. By agreement with the 
union the 8-hour day has been established as the standard, though 
the legal limit is nine hours. The fact that in Boston practically all 
the collectors are women makes the attitude of the union toward , 
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tbem :less .significant than in Chicago, where both men and women 
are agents, :but the whole attitude of the unions in these cities is 
very different from their behavior in other localities toward women 
,conductors. In New York there is no union of ticket agents. 6 

Leqal reg.wlations.-All three of the States included in this study 
passed legal enactments regulating the employment of women as 
ticket agents. A brief summary of these laws is as follows : 

T A BLE 2.-Legislation a.f{ecting women ticket agents vn the States stuaiea 

Daily Week-
State 'Date effective liini- ly limi- Night-work prohibition 

tation tation 

Hours Hours 
'.Illinois ___ _______ July 1, 191L_ 10 -------- ------ - ----------------- - --
Massachusetts___ May 18, 1919_ 
:NewYork _______ May12,19191_ 9 48 - --------------------------

9 54 Between 10 p. m. and 6 
a.m. 

,1 Repealed April 21, 1920. 

Special regulation 

Consecutive hours. 
pp. 273 to 274.) 

(See 

The Illinois law, which was passed in 1911, limited the hours oi 
iWOmen to 10 a day. This necessitated the reduction of hours from 
12 a day to 10 for women employed as ticket agents. No change 
was made at this time in the working hours of the men . . The change 
r,esulted in an increase in the number of women employed ( an official 
,of the company estimated this as one extra woman to every four) to 
take care of the two hours taken off the day shift. The hourly rate 
,of the women was increased slightly. On the Oak Park, Metropoli
tan, and Northwestern lines the women received 11 hours' pay, at 
the old rate, for 10 hours' work, and those working in the Loop 
received 12 hours' pay for 10 hours' work. 

A woman ticket agent who was working at that time in the Loop 
said that, as far as she could remember, her earnings were just the 
.same after the change as before. 

There has been no law passed since 1911 regulating the hours of 
·women ticket agents in Chicago, but, as already stated, hours have 
been changed through mutual consent of the company and the union 

·.to a ruling of the National War Labor Board- in 1918. 
A law limiting the hours for women to 9 a day and 48 a week 

was passed by the Massachusetts Legislature in 1919. This law 
included ticket agents, and an adjustment of shifts was necessary 
"in the Boston Elevated Railway Co. from the schedules under the 
,old law that permitted hours of 10 a day and 54 a week. On May 
18, 1919, the new schedules of an 8-hour day 7 went into effect. It 
·was estimated in September by a representative of the company 
that under normal conditions it would have been necessary to increase 
the number of collectors by 5 or 10 per cent to maintain satisfactory 
,conditions under the 8-hour schedule. But an increase in fare 
·from 8 to 10 cents, that occurred in September, resulted in a reduc
tion of traffic that affected the number of collectors necessary. It 

. was found also that the 10-cent fare almost eliminated the handling 
,of pennies and made it possible to make change so much more rapidly 

6 One company has an employees' benefit organization, run by the company. 
7 In order not to exceed 48 hours in a 6-day week, the daily shifts were 8 hours. 
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that fewer collectors were needed. The numbers of women employed 
in July, 1919, just before the law was effective, and in October, 1926, 
are as :follows : 

1919 
Regular collectors_________________ ________________ _______ ____________ 199 
Extra collectors-- ----------- ------- - ----------------------------~---- 49 

1926 
Regular collectors__ _____________________ _____ _ - ---- ----------------- 222 
Extra collectors_________ ____________________ ________ ____ __ __ _________ 32 

The fact that since 1919 some new stations ha.ve been opened would 
increase the number of women, while the decrease in the number of 
extra collectors may be due partly to better scheduling and partly 
to the fact that, when necessary, certain male guards take the place 
of "extras," receiving the same pay as when they work as guards. 

In comparing the old and the new schedules in Boston there are 
three marked changes : A reduction in daily hours ; a lessening of the 
number of split tricks ; and a decrease of the over-all-the hours 
within which the work period lies. 

In New York the result of the law that went into effect in 1919 
was varied and far-reaching. Three points must be remembered 
throughout the following discussion : The two provisions of the New 
York law that differed from those in the two States just considered 
( the prohibition of night work and the specification that the hours of 
work must be consecutive except for the lunch period) and the fact 
that in neither company was there a union between which and the 
company an adjustment might have been effected. 

The two New York companies affected by the law differed mark
edly in the length of time women had been employed as ticket agents 
and ticket choppers. The Brooklyn Rapid Transit Co. had always 
employed women for this work, while the Interborough Rapid Transit 
Co. had only recently, during the war, replaced men with women. 
The law went into effect on May 12, 1919, and was repealed in Apr il,. 
1920, largely through the efforts of the women formerly and at the 
time in the employ of the Brooklyn Rapid Transit Co., and the 
efforts of the company itself. 

The Inter borough Rapid Transit Co. employed 7 43 women as 
ticket sellers and t icket choppers in May, 1919, when the law went 
into effect. The hours of all these women came under some prohibi-
tion of the law. , 

Women 
Night work __ ___________ _______ __ _____ ___________ __ __________________ 10 
Night work plus 9 hours______ __ ________ _____ ___ ___ _________ ____ _____ 37Z 
9-hour day_________________________ _______ __ _____ ___ _______ __________ 361 

When the law became effective the women were let out as r apidly 
as men could be obtained to fill their places. At present there are· 
no women employed by the Interborough Rapid Transit Co. as
ticket sellers or choppers, and this is the case in spite of the fact 
that after the repeal of the law in April, 1920, women could have 
been employed under the same conditions as formerly. 

In the Brooklyn Rapid Transit Co., figures collected at that time · 
by the State bureau of women in industry showed that more than 
one-half, 613, of the 1,059 ticket agents and choppers employed were 
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affected in some respect by this law. The numbers affected by the 
different provisions of the law are as follows : 

Women 
Night work_______________________ _____ ______________________________ 539 
Consecutive hours___________ _________________________________________ 61 
9-hour day____________________________ ______________________________ _ 13 
Not affected---------------------------------------------------------- 446 

Total __________________________________ _, _______________________ 1,059 

The chief difficulty in arranging hours to conform to the law 
would be in the case of night work. This provision, combined with 
the 9-hour day, also affected the greatest number in the Inter borough 
Rapid Transit Co. 

The seniority lists, with their right of choice, made impossible the 
arbitrary transference of women to different shifts. Complete re
adjustment of the entire time table or a discharge of women and 
their replacement by men, with a limitation of the women's choice 
to certain shifts, seemed the only alternatives. The Brooklyn Rapid 
Transit Co. immediately hired men for the night shifts, which re
sulted in the loss of all night jobs for women. Those women hav
ing seniority enough to entitle them to day shifts took them, which 
displaced the women on such day shifts, so that for every man put 
on at night a woman lost her job. 

After studying the situation the bureau of women in industry made 
a report that included the following suggestions : 

1. That the industrial commission give the companies, in so far as they are 
able, unt il August 1st to make the necessary adjustments to conform to the 
law and that after that date the law be rigorously enforced. The bureau of 
women in industry, from a casual study covering only two weeks, can ser 
possibilities whereby certain adjustments can be made by the companies that 
would make it possible to retain a certain number of women and yet conform 
to the law * * *. 

2. That the industrial commission so interpret the law that the luncheon 
period could come at the end of the day's work. In wo,rking this out this is 
not as hard as it m_ight seem in so far as the ticket choppers and sellers have 
sufficient leisure time to eat their lunch at their stations and the conductors 
have 10 or 15' minutes at the end of each run. 8 

What actually took place was that the women were let out :from 
shifts that did not meet the legal requirements and men were hired 
in their places as fast as possible. A certain number of women who 
still were on the extra list also were discharged in order to give their 
places to women who formerly had been agents but who, during the 
war, had been transferred to the position of conductor or guard and 
now wished to return to agents' work, their jobs as conductors and 
guards being no longer available. They had been allowed to keep 
their seniority ratings on the agents' list and when there was no 
longer work for them as conductors or guards they resumed their 
old work with their former seniority rank. 

To obtain definite data as to the dislocation caused by the law in 
the Brooklyn Rapid Transit Co., figures were taken showing separa• 

8 The law required not less than one hour for meals. According to a statement made by 
an official of the company, the practice has always been to permit the women to eat lunch 
at the station on company time, the women either cooking lunch themselves at some of 
the slower stations or sending a porter out for it. When an hour is required for lunch 
another agent would have to relieve the one at lunch. These agents are charged with the 
money they collect, and if relieved would have to balance their cash before turning it 
over, and the reliet'ing agent would hav.e to balance hers when relieved. The only alterna-. 
tive would be to lock up the station while the agent was at meals. 
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tions of the women ticket agents by months in 1919. This covered 
the time for approximately four months before the law became· 
effective and for eight montr1::; after. There was an understanding 
with the industrial commission that time would be allowed for 
adjustments in conforming to the law. Absolute compliance was,. 
therefore, not immediate nor complete, and it is stated by an official 
of the company that a further understanding that looked for the 
repeal of the law held a number of women who otherwise would 
have been displaced. 

During the entire year 510 separations of women ticket agents 
occurred, for 505 of which the date was recorded. One-fifth (20.6 
per cent) of these separations took place in the first four months of 
the year, before the law was passed. In the month of May, when the· 
law became effective, nearly as many separations (19.2 per cent) 
took place as during the first four months, while in October morn 
than a third (35.8 per cent) of the year 's separations occurred. Ac
cording to the company's records, the number of women who were· 
discharged because of the law was 149, or 29.5 per cent of the entire· 
number separated within the year. The length of service of the 
agents discharged because of the law was less than 18 months in all 
but two cases and was less than 6 months for one-half the cases. 9' 

This record probably includes the last period of continuous service, 
or from the beginning of the seniority record. Though the record 
did not show this, it is indicated. by the fact that some workers, when 
interviewed, stated that the date recorded was not their first period 
of employment with the company. From these lengtli-of-service 
records it is apparent that it was the new employees who, because of 
their low seniority ratings, lost their jobs. Some agents were let out 
because their shifts were taken by women with prior seniority rights: 
whose shifts did not agree with the limitations of the law. These 
discharges were listed by the company as due to the law and in this~ 
report are so included. 

An effort was made by the company to look after these discharged. 
agents wherever possible. In pursuance of this policy, when vacan
cies occurred the ·agents discharged because of the law were offered: 
reemployment before new agents were hired. Thus the records up 
to August 1~, 1920, show that 61 of the 149 women discharged be
cause of the law had returned to the job of ticket agent. A little, 
over one-half of these 61 women had returned before the repeal of 
the law in April, 1920. All those who returned lost whatever· 
seniority rights they had had at the time of discharge and started' 
afresh at the time of rehire. 

At the present time New York has no legal regulation of women's 
hours in these occupations, nor has there been such regulation since· 
April 21, 1920. The time-table for the agents is arranged by the· 
company, and men and women make their choice of shifts and; 
stations according to their seniority standing on the same list. 

The number of ticket agents in the employ of the Brooklyn Rapid1 

Transit Co. for the week of December 7, 1926, was 862. This number 
included both men and women. The women composed 86 per cent 
of the force. The total number of women (741) is smaller than the 
1,059 employed in 1919, but this is due, without doubt, to the intro
duction of some slot machines .and to more efficient · scheduling. 

° For 10 agents no length-of-service record could be obtained. 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



WOMEN STREET-CAR CONDUCTORS AND TICKET AGENTS 279 

TH•E ...EFFECTS OF LABOR LEGISLATION 

The foregoing bare outline o:f the outstanding events in the employ
ment of women as ticket agents and conductors in a number of cities 
does not provide a sufficient basis for deciding the part played by 
legislation in determining opportunities for employment. Qualify
ing :factors and comparisons must be isolated before such deductions 
can be made, and by putting the experience o:f one locality against 
another a decision may be reached. 
Conductors. 

In the employment of woml.';n as conductors there have been three 
determining :factors : First, labor supply and the policies of the 
various companies; second, union attitude; and third, legislation. 
There is no denying that the employment of women as street-car con
ductors has practically ceased. This probably is due primarily to the 
fact that they were taken on in this occupation during the war, their 
employment was never intended to be permanent, and when men 
became available women's employment ceased. This is borne out by 
the facts and statements of policy regarding women's employment as 
conductors in nearly every company investigated. 

In Detroit the number of women employed as conductors decreased 
steadily after August, 1918, and the company stated that they intended 
to keep such women as wished to stay but not to take on new 
employees.10 

In K ansas City the company, having employed women from June, 
1918, established a policy in February, 1919, that no more women were 
to be taken on. 

In New York a similar situation existed, and the officials of the two 
companies employing the largest number o:f women conductors both 
stated that women were employed as a war measure and it was not 
expected that they would be kept permanently. 

These statements are borne out by the figures on employment :for 
the New York companies, which showed a decrease in the number o:f 
women employed as conductors dating some months before the appli
cation of the law to this occupation. 

The rise and decline in the employment of women as conductors 
under no legislative regulations in these two companies is shown by 
the following figures, given by two companies to the bureau of women 
in industry o:f New York State: 

Women employed as conductors· and guards 
umber 

1918-July _________ __________________________________________________ 1, 198 
August ________________________________________________________ 1,202 
September _____________________________________________________ 1,310 
October _________________________________________________ _______ 1,386 
November ______________________________________________________ 1, 319 
December ___________________________________ ___________________ 1,264 

1919-January -----------------------------------·-------------------- 1, 195 February _________________________________ _____________________ 1,121 
March _____________________________________ ___ _______________ ___ 1, 053 
April_________________________________ _________________________ 985 

10 U. S. Department of Labor. Women 's Bureau. Women street-car conductors and 
ticket agents. Bul. 11, 1921, p. 38. 
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According to these figures, the number of women shows a decline of 
28.9 per cent from the high peak in October, 1918, to April, 1919. 

The number of women who were laid off or resigned increased much 
more rapidly after the law became effective. 

That the discontinuance of the services of women as conductor·s 
was not due entirely to the law therefore is apparent both from the 
statements of their employers and from examination of the actual 
employment records. Even more striking evidence to this effect is 
added by the experience of another company operating between New 
York and ew Jersey. Because this road operates between States 
it is regulated by the rulings of the Federal Interstate Commerce 
Commission and is not governed by the laws of any one State through 
which its lines may run. In this company women were taken on as 
guards, collectors, and gatemen during the war, because of a shortage 
of men. At the height of women's employment in 1918 the number 
of men and of women employed on these jobs was as follows : 
Guards-collectors: 

~fen ________________ · - ------------------------------------------- 238 Women__________________________________________________________ 77 
Gate tenders : 

Men _________________________________ ·------- -------------------- 40 WDmen____________________________________________________ ______ 12 

These women received the same rate of pay as the men and were 
on the same seniority lists, but they were not permitted to choose the 
night shifts. 

After the armistice the company agreed with the union to tah on 
no more women for these positions but to retain those already em
ployed until they resigned or were discharged for a misdemeanor. 
At the time of this study three women still were employed as col
lectors and four as gate tenders. 

It is obvious, therefore, that the enforcement of labor legislation 
can not be accepted as the primary cause of the elimination of 
women from employment as conductors. · However, an examination 
of the laws and the extent to which they required changes in scheduJes 
and shifts for women employees shows without doubt that certain 
laws greatly accelerated the elimination of the women employed in 
this occupation. 

As there are several different laws in question, and because, due 
to the peculiar requirements of transportation work, some types of 
laws necessarily are more difficult to harmonize with this work, it is 
necessary to bear in mind that three main varieties of legislative 
r equirement have been applied to this occupation: The limitation of 
the number of daily and weekly hours, the prohibition of night 
work, and the limitation of the number of hours within which the 
work' must be done. 

Sometimes only one of these la,vs has been applied to the employ
ment of women conductors ; in New York all three provisions were 
contained in the law. For this reason the action taken by the com
panies in the various States can not be considered comparable, but 
it is enlightening. In Detroit and Kansas City the law . limited 
daily and weekly hours only. In Detroit this limitation resulted in 
a decrease in the women's hours ·without a decrease in their num
bers. I n Kansas City the company legally could have employed the 
women 9 hours a day and 54 hours a week, but instead it adopted a 
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policy of employing them only 8 hours a day and also did not employ 
them at night. As the women in Kansas City were hired with full 
knowledge that the law applied to their work in this occupation, it 
seems apparent that this law in itself, if the management really is 
desirous of employing women, would not operate to close this occupa
tion to them. 

In Kenosha, Wis., the law required an 8-hour day and pro
hibited work at night. This law was designed expressly to eliminate 
the women from this work, and as the night-work prohibition ex
tended from 5 p. m. to 8 a. m. in cities of the first class, and from 
5 p. m. to 6 a. m. in other cities and towns, its object was accom
plished, as it is obvious that if women could not be employed during 
the morning and evening rush hours they would not be useful 
employees. · 

In New York the law was threefold in its requirements, limiting 
-the working hours to 9 daily and 54 weekly, requiring that work 
should be done in 10 consecutive hours (allowing 1 hour for lunch), 
and prohibiting work between 10 p. m. and 6 a. m. 

An examination of the hours of women conductors in the places 
citudied shows that the schedules of all but 33 of the 966 women 
would have been affected by one or more provisions of the law. The 
adjustments that could have been required to meet the provisions 
of this law proved too difficult and the women forthwith were dis-
placed by men. · 

It is not possible to state whether modification or elimination of 
some of the legal requirements might have made the discharge of the 
women less precipitate. Neither the Hudson & Manhattan Railway 
nor the Kansas City Railway employed women as conductors at 
night; the Kansas City Railway employed them only 8 hours a 
day, which was one hour less than the New York law required, 
but no other company was up against the requirement that the hours 
worked should be consecutive. A knowledge of transportation 
requirements indicates that this provision probably would be the 
most difficult to meet. Given a condition such as surrounded the 
woman street-car conductor who was hired for an emergency, whose 
job was wanted by a returned soldier, who was not welcomed by the 
union, who had to have special service facilities, and finally whose 
hour's and schedules had to be rearranged if the law was to be com
plied with, there is little wonder that the employment of women as 
conductors should have ceased. 

This employment probably would have ceased anyway, so it is 
not possible to allocate to labor legislation its share in bringing about 
the termination. 

How disastrous from the viewpoint of the women themselves was 
the loss of their employment as conductors varies, of course, with 
the women. In Wisconsin 19 of the women who had lost their jo~s 
in 1918 were followed up and their subsequent records secured. 
Seven of these women were interviewed personally; for the other 12 
information was secured from their relatives or friends. 

Of the seven women interviewed in 1926, three were dischatged, 
two quit of their own accord, and in two cases there was no record. 
Each woman was asked if leaving inconvenienced her and if she 
had difficulty in finding other ,vork. None of them felt the loss of 
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the job inconvenient; three of them did not care to take another job~ 
and the four others had no trouble in getting other work. It would 
seem from the reasons given that in most cases the work was not 
undertaken with the idea of permanency. Three women took the 
job because the work was exciting and new (1 of these stayed only 
a couple of weeks), 2 because it was war work, and 1 because the 
cost of living was so high that she felt she ought to help at home. 
One woman gave no reason for undertaking the work. Nearly all 
of them liked the job, some because it was out of doors, more healthy, 
more exciting, more freedom than in a factory ; but one complained 
that " it was a hard winter', the snow was up to our knees when we 
had to get out to flag crossings." In spite of the generally favorable 
opinions on the job, none of the seven women would have cared to 
return to the work, though one woman · qualified it by saying, "It 
would be my duty to go back if there was more money ( than her 
present job) but if no more money I'd be a fool to change back." 

The 12 women whose relatives and friends were seen had as little 
difficulty in making a readjustment as had the 7 interviewed. Two 
of the 12 returned to their former work, 4 had no trouble in finding 
other jobs, and 6 stayed at home, as it was not necessary for them to 
work. Both the employment of these women and their discontinu
ance occurred during the war. The latter fact probably would 
affect the ease with .which other work was obtained. 

Only three women could be located who had worked as conductors 
in New York. Their stories indicated experiences much harder than 
had been the fate of the Kenosha women. One of them had worked 
at night, and liked it because "the crowds were not so heavy as 
during the day and they were pleasure seekers and not so apt to be 
,cross." All three women said that the wages were good and that 
when they were discharged and had to go into other work the pay 
was very much less. One woman earned $46 for her last conductor's 
pay (probably a two-week period) and after she was discharged 
had to take a job at $12. Another was offered a job of scrubbing 
for $7 a week and her board but refused it and took one as sales
woman at $14. She said that when she worked on the street cars 
she could afford to send her washing to a laundry and to have a 
woman come in twice a week for cleaning, but at $14 a week she had 
to do it all herself, as well as the housekeeping. 
Ticket agents. 

The employment of women as ticket agents is different from that 
as conductors in that it was not a sporadic outgrowth of a temporary 
shortage of male labor but has been accepted as a legitimate " woman's 
job" for many years. With this difference as a general background, 
the factors that have influenced the employment of women as ticket 
agents, though the same as those that applied to women conductors, 
have played very different parts. 

There has been no question of the unions trying to restrict women's 
employment as ticket agents. On the contrary, in both Chicago and 
Boston, the union has heel\ chiefly instrumental in securing better 
conditions for women ticket agents, and by union agreement arrange
ments of shifts and seniority rights have been made so that women 
have shorter hours than those stipulated by law, and in Chicago so 
that night work is eliminated for women. · 
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With one exception, employers' policies in all three cities studied 
'.have been to consider the· employment of women as ticket agents 
.a permanent arrangement. The one exception is the Interborough 
Rapid Transit Co. of New York, which took on women as a war 
,emergency and did not take any women back after women ticket 
.agents were exempted fr.om the New York law. 

The part played by legislation in affecting the employment of 
women as ticket agents is in some ways more plain and in others 
rmore. obscure than was the case with the women conductors. 

A law in Massachusetts limiting women's hours to 9 a day and 48 
:.a week resulted in shortened schedules for women who were ticket 
:agents, with no reduction in earnings and no substitution of men. 
That this standard of hours does not seem to be an impractical re
quirement is il.lustrated by the fact that in Chicago the ticket agents' 
.shifts were only eight hours, though there was no legal compulsion 
.to effect such a standard. 

As with the conductors, the situation of the ticket agents in New 
York was complicated by the many different requirements of the law: 
'The 9-hour day and 54-hour week, no work between 10 p. m. and 
16 a. m., and work to be done within 10 consecutive hours. This com
:bination of requirements was too much for the companies, and many 
women were dismissed. That in one company this dismissal was due 
fo the law is indicated by the company's employment policies after 
·the law was amended to exempt women ticket agents. In this com
pany, in December, 1926, the number of women employed as ticket 
:agents was 7 41, not very much smaller than the number employed 
in December, 1918, before the occupation was put under the law. 
Evidently it was the purpose of this company to continue the employ-
1ment of women, and their dismissal following the enforcement of 
,the law can be laid in large part to the law. That the dismissals were 
:not so sweeping as has been claimed sometimes is shown by the study 
,of the employment records of the company, which showed that, be
·tween January and December, 1919, of a total of 267 discharges only 
149 were due to the law, and-61 of the women discharged had returned 
to their jobs before August 15, 1920. A little more than one-half of 

·.the 61 women had returned to their jobs before the law was repealed. 
In the Interborough Rapid Transit Co. a large number of women 

'lost their jobs following the legal regulation of the occupation. 
'Whether or not this can be entirely credited to the law is not clear. 
In this company women were taken on as a war-emergency measure, 
:and since the repeal of the law they have not been rehired. It is open 
to question, therefore, how great a part in their dismissal was played 
by the policy of the company and how great a part by the legal 
,enforcement of standards in their employment. 

In the last analysis, the fact of the situation is that the policy of 
-the company can not be divorced from the effects of certain kinds of 
Jaws. This is illustrated by the experience of a third New York 
,company operating as an interstate carrier and therefore exempt 
from the_ provisions of the State law. In this company women have 
lbeen employed as ticket agents for many years and in 1927 formed 
:nearly three-fourths (73.2 per . cent) of the ticket agents. The 
·women's daily. hours vary between 8 and 9, and during this time each 
·woman is relieved for two 15-minute rest periods. The women's 
:shifts do not begin before 6.30 a. m., nor do they extend after 10 p. m. 
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Clearly, then, the legal enforcement of such hours as have been 
adopted voluntarily by other employers can not be the sole factor 
in the dismissal of women. On the other hand, the clause in the law 
requiring that work should be done within 10 consecutive hours was 
a condition that does not seem to have been established by other 
companies and that does seem to be unfitted to the requirements of 
transportation work. On the whole, the New York situation seems 
to be an illustration of the effect of a law that has not been carefully 
drawn to suit the requirements of the occupation more than an 
example of the effect of legislation in general. 

To what extent the dismissal of women employed as ticket agents 
was due to a bona fide inability to adjust schedules to fit the legal 
requirements, it is difficult to say. It is likely that the New York 
law, with its extensive and complicated reqmrements, would have 
been too much for even the most enthusiastic employer of women. 
The records show, however, that not all the dismissals from the 
Brooklyn Rapid Transit Co. during the period immediately follow
ing the passage of the law were due to the law, and that the chances 
are that the Interborough would ha.ve discontinued women's employ
ment anyway, as they were only taken on for a war emergency and 
since the repeal of the law have not been rehired. 

The immediate effects of the law were, therefore, not so extensive 
as has been claimed. Individual experience8 of women who were 
discharged, however, show that their lot was not an easy one and 
that they had been faced with serious and extensive- reductions in 
earning capacity and opportunity following the enactment of the 
New York law. With the assistance of the Brooklyn Rapid Transit 
Co. there were secured the names and addresses of 97 women ticket 
agents to be visited. Of these women, 71 had been in the employ of 
the company during some part of 1919, and their separation, accord
ing to the records, occurred because of the hour law. Of these 71 
women, 23 were in the employ of the company at the time of the 
investigation, having been rehired, and 48 were no longer working as 
agents. N a.turally, the addresses of this latter group were not of 
recent date and only 8 of the 48 women could be traced. Effort was 
made to talk with each of the 23 women at present working as ticket 
agents, and 22 of the 23 were located at their homes. Thirty women 
in all were interviewed, and the history of their employment between 
the time of their discharge and their rehiring 11 was discusc:ed. 

In view of the different opinions as to the desirability of ticket
agent work for women, the attitude of these 30 women in regard to 
their jobs is illuminating. 

Before their employment as ticket agents the majority of the 
women-all but eight 12-had had some experience with earning a 
living. Nine reported having worked in factories, 6 at domestic 
service, 3 ran their own businesses, 2 were clerical workers, 1 was a 
dressmaker, and 1 was a teacher. Thus, when it became necessary 
for them to find other work, most of them had had experience other 
than railroad work. The period between their discharge from the 
Brooklyn Rapid Transit Co. and their rehiring varied trom a little 
more than a month to between 1 and 2 years, except for one woman, 

11 Three never returned. 12 Two did not report. 
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who wa~ out 5 years and 7 months. Three of the 30 women never · 
returned to agents' work. The large majority (22) returned in 
less than 9 months, but during this period other jobs were tried_ 
by most of them. Nine women said that they did not look for other· 
work, but just stayed out, hoping to be able soon to return to th'7 
Brooklyn Rapid Transit Co. Fourteen of the women had but 1 job,. 
6 had 2 jobs, and 1 woman reported trying 3 kinds of work before 
she returned to her work as ticket seller. 

The following summaries show comparisons made by the women. 
between the work of ticket agent and other work they had tried: 

Comparisons as regards wages give the ticket agent's job the _pref
erence over the following varied assortment of occupations: Bmder· 
in shoe factory; cashier in butcher's shop; sales girl in department 
store; winder in silk mill; stock clerk in department store; clerk in 
office; supply clerk in factory; twister in mill; assistant forelady in 
box factory; tier for dyeing in hemp mill; leather polisher in fac
tory; day worker-scrubbing, cleaning, washing; cleaner in school;: 
scrubber and sewer; balloon maker in factory. 

In only two occupations were wages declared to be higher tha11c 
for the work of ticket agents. These occupations were those of 
cashier in restaurant and lathe operator in machine shop. 

A comparison of hours was made by 12 women. Eight women 
reported ticket agents' hours to be shorter than those of bindery
worker; sales girl in store; binder in shoe factory; cashier in butcher· 
shop; sales girl in department store; twister in mill; forelady in box. 
factory; tier in hemp mill. 

Four women reported the hours of ticket agents to be longer than 
those of supply clerk in factory; leather polisher in factory; sales. 
woman in candy station in subway; cashier in restaurant. 

Conditions of work of ticket agents were reported easier than_ 
those of polisher of leather in factory; sales girl in store; twister in_ 
mill; assistant forelady in box factory; tier in hemp mill; balloon. 
maker in factory; scrubber and sewer; day worker-scrubbing, clean-
ing, washing; cleaner in public buildings; clerk in office. 

Conditions of work of ticket agents were reported more difficult. 
than those of binder in shoe :factory; supply clerk in factory; sales. 
woman in candy station in subway. 

From the foregoing statements the reason is clear why so many
of the ticket agents returned to their jobs when opportunity offered .. 
It must be added that in practically all the interviews the women 
liked the work of a ticket agent and had few, suggestions for change
concerning the work. One woman wished she had one day a week 
off "regular." Another woman expressed the same sentiment when 
she said, "To never have a holiday is an awful grind_,., This same· 
woman disliked the night shift because she could not get her "regu
lar amount of sleep " in the daytime and because " on night work yoll.l 
are bound to overdo · at home .. " Another woman disliked night work 
because "all kinds of bums seem to want to hang around-who are· 
very unpleasant "-the only complaint of this kind that was made. 
The work of extra was found by one woman to involve such irregular
hours and so much night work that she got tired and did not stay 
long enough to have a regular statjon. Another found the boothS, 
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oold and toilet facilities not available in some stations. These com
plaints, however, are more than balanced by the reasons given for 
liking the work of a ticket agent. 

A reason given by one agent for liking the work was that she could 
read a great deal-as she had a slow station-and "take her mind 
away from the common things of life." Another woman liked being 
able to choose hours so that they fitted in with other duties. She 
worked from 1 to 10 a. m., which allowed some sleep at night and 
enabled her to care for an invalid husband. She felt that "women 
should be let alone so they can pick the job which suits them best." 

The opinion of another agent was much the same. "You have 
a choice of hours so that you can fit your home duties in, and it is not 
hard work." She worked; at night when the children were little 
and is now on the afternoon shift. " I tell you, a woman with kids 
has to work at night to take care of them right. It's a great thing 
to know they are safe in bed while you are at work." This desire 
for night work on account of children was expressed very frequently, 
and with this usually was mentioned the advantage of being able to 
select hours that fitted in with the demands of a home and family. 

One agent summed up her feeling, and also that of others, on 
receiving notice that there was opportunity for her to return to work 
with the Brooklyn Rapid Transit Co., "Believe me, when I got the 
notice they wanted me back I did not let the envelope get cool. I ran 
right down there to get the job." 

The women who were rehired all returned as extras, but they had 
been extras when discharged. Extras, however, have a seniority list 
and a choice of shifts on which they prefer to supply, and this choice 
they had lost through their temporary absence. In the case of five 
women, the shift on which they usually supplied was not changed. 
Twelve women whose hours of supply were irregular before they 
quit said that they also were irregular when they returned. Eight 
women of the 27 18 who were rehired worked different hours on 
returning after their enforced absence. Of the 3 women who did 
not return, 2 were working irregular hours when they left and 1 was 
on the night shift. 

The majority of the agents were not young girls but mature women. 
Twenty-seven were reported as being over 40 years of age and 3 were 
between 25 and 40 years. Of the 30 women, 8 were married and 18 
were widowed, separated, or divorced, only 4 being single. From 
these facts it is very clear why so many of the women liked the ability 
to choose their hours of work, since all but four of them were or had 
been married, and therefore the problem of adjusting working hours 
and home duties was most important. 

13 Two did not r eport their shifts on their return. 
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CHAPTER XIII.-WOMEN PHARMACISTS 

Standards and problems of State control-Application of women's hour laws 
to pharmacists-The number of women pharmacists in relation to State hour 
laws-Policies of employment in drug stores-Policies of employment in 
hospitals-Effect of exempting women pharmacists in hospitals from the 
eight-hour law for women (California)-Personal experiences of women 
pharmacists 

The practice of pharmacy is a comparatively new field for women 
and the number of women so engaged is small in comparison with 
the number of women employed in most of the occupations included 
in other sections of this study. Nevertheless, this occupation holds 
a position of much importance, not alone because it is a new field for 
women but because it may be classed as a semiprofessional occupation 
and is one in which legal standards regarding the eligibility of 
applicants, as well as the qualifications necessary for practice, have 
been adopted for both sexes. 

The findings of this section, therefore, are of special importance 
to professional workers, as they throw some light on the main :factors 
that determine for or against the employment of women in pharmacy, 
the extent of their employment, the number and position of women 
in this occupation in the various States, and the purpose and the 
results accruing from the practice of including in a law limiting the 
hours of employment for women in industrial pursuits persons 
employed in semiprofessional work. 

Pharmacy is a specialized occupation that usually is classified as 
semiprofessional work. Its duties entail the preparation and pre
serving of drugs and the compounding and dispensing of medicines. 
The duties of individual pharmacists, however; vary from work of a 
professional and technical nature, such as scientific research, prepara
tion of medicines, and filling of prescriptions, to that of selling tooth
brushes and other items among the one-hundred-and-one articles to 
be found on sale in the modern city drug store. It is this diversifica
tion of function that has put the woman pharmacist in an ambiguous 
position in regard to laws affecting her employment. In some States 
only licensed pharmacists may sell prepared or patent medicines con
taining poisons of any kind. Druggists, therefore, hire for " sales 
persons " women who are registered and licensed to practice the 
profession of pharmacy. In many cases, however, these "licensed
pharmacist salespersons" are not called on to fill prescriptions nor 
to compovnd medicines. In fact, some are not even permitted to go 
near the prescription counter. The majority are hired and employed 
as salespeople and are not engaged in performing any duties of 
a professional nature whatsoever. The position of many women 
pharmacists in the profession is fairly comparable to that of a banker 
who has had legal training and has been admitted to practice before 
the bar of law in his State. His occupation very naturally is classi-
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fied according to the work performed-banking-and not with 
reference to the special training that he has had in law. The re
quirement of qualifications of a professional nature for positions 
involving duties of a purely commercial nature has brought about 
·complications for individual women pharmacists because the law has 

· considered them salespersons and as such has limited their hours 
of work. In other words, in some States, even though the hour law 
does not cover women pharmacists practicing their profession, it does 
apply to those registered pharmacists who are employed as clerks 
and whose duty is to sell goods instead of doing the particular work 
for which a pharmacist is trained. 

In enforcing the hour law for women in these States, drug stores 
are classified as mercantile establishments, because in the large 
majority of drug stores much of the business is that of retailing 
articles that have little or no relation to the profession of " mixing 
medicines." 

Combining duties such as filling prescriptions and compounding 
medicines with selling articles unrelated to the actual work of the 
pharmacist has complicated the question of hours of employment 
for men as well as for women. In California the pharmacists se
cured in 1905 the enactment of a law limiting their hours of 
employment to an average of 10 a day, and by an amendment in 1921 
the hours became 9 a day and 108 in two weeks. The court ruled, 
however, that this law placed a restriction only on the hours of actual 
employment in pharmaceutical work. The pharmacists therefore 
urged and secured in 1925 the enactment of an amendment to the 
act,1 that places a limitation on the hours of work of pharmacists even 
though the duties are not restricted to pharmaceutical work and that 
includes women registered pharmacists, thus exempting them from 
the 8-hour law. 

STANDARDS AND PROBLEMS OF STATE CONTROL 

The very nature of the work performed by a pharmacist has neces
s itated regulation by 'the State that is not practiced in other occu
pations. In fact , pharmBcy as an occupation not only requires 
specialized training but is a profession in which employment is con
trolled and regulated by legislation covering prescribed rules admin
istered by State boards. L egal standards adopted in the various 
States in order to control the personnel engaged in this occupation 
are in a small way comparable with the methods adopted to stand
ardize the work of teachers. 

According to information secured from the chart of the National 
Association of Boards of Pharmacy compiled August 1, 1925, the 
following standards, applying to men and women alike, had been 
adopted: 

All States but Rhode I sland required the payment of a fee for 
license to practice. 

Thirty-five States required annual registration to secure a license 
to practice ; four States (New Hampshire, New Jersey, Vermont, and 
West Virginia) required registration every two years; and Ohio 
required it every three years. In eight States (Georgia, Maine, Mary-

1 California. Session laws of 1925, ch. 394. 
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land, Massachusetts, Michigan, Mississippi, New York, and Pennsyl
vania) and the District of Columbia it was not necessary to reregister 
after a license had once been granted. 

Forty-five States and the D istrict of Columbia required that the 
applicant must be at least 21 years of age for full ~egistration, Cali
fornia required the age of 20 years, and Georgia and ebraska 
accepted registrants at 18 years. 

Twenty-one States ( California, Connecticut, Idaho, Illinois, 
Indiana, K entucky, Maryland, Minnesota, 1ississippi, Missouri, 
Montana, North Carolina, North Dakota, Ohio, Oklahoma, Oregon, 
Rhode I sland, South Carolina, Virginia, Washington, and West 
Virginia) required graduation from a college of pharmacy, and five 
other States (Alabama, Florida, Georgia, Louisiana, and Utah) had 
passed laws providing that such a requirement should go into e:ff ect 
in 1927 or 1928. In the remaining 22 States and the District of 
Columbia graduation was not required. 

In most cases from one to five years of practical experience was 
required before a license as a full registered pharmacist could be 
secured. The exceptions to this practice were Arizona, Florida, 
Georgia, Kansas, Louisiana, Massachusetts, Mississippi, Missouri, 
Nebraska, J evada, New Mexico, New York, North Carolina, South 
Carolina, Vermont, Virginia, vVashington, and \Vest Virginia, which 
would accept graduation or a certain number of years of college work 
instead of experience. 

In 21 States citizenship was a requirement. These States were 
Arizona, Arkan~as, Connecticut, Idaho, Indiana, Kansas, Kentucky, 
Massachusetts, Michigan, Mississippi, Nebraska, New Hampshire, 
New Jersey, ew York, North Carolina, Ohio, Oregon, South D akota, 
Texas, "\Visconsin, and Wyoming. 

Many of the duties and requirements of this work differ from those 
of occupations to which labor legislation usually applies. The en
vironme'nt, the training and experience, as well as the duties involved 
in the practice of pharmacy itself are far removed from those of 
occupations for ·which labor laws for women usually are advocated. 
On the other hand, the saleswork that usually is included as one of 
the principal duties of the woman pharmacjst is regulated very gen
erally by State labor laws. As a result, it has been seriously claimed 
that by mphasizing the selling phase of the occupation and applying 
the law to it as such, the advancement of women in the professional 
duties and opportunities has been restricted. The most serious claim 
is that this type of legislation, by restricting the hours of employ
ment for women pharmacists, is directly ··esponsible for the fact that 
only a small number of women are employed. It is felt also by some 
persons that though hour legislation does not apply to women 
pharmaci ts in some States, the Yery existence of such legislation for 
women in other occupations has a bad psychological effect upon the 
employers of ,vomen pharmacists with the result that the women are 
discriminated against. 

1Vhether because of labor laws or because of other conditions o:f 
control, the fact remains that if the achievement of women in phar
macy is to be measured by the number employed and the proportion 
these form of the total number ·who have qualified for such work, this 
achievement is small. It has been the purpose of this short survey to 
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disclose and analyze the elements that have determined the position of 
women pharmacists, and thus to discover how important has been the 
part played by hour and night-work legislation. 

SCOPE AND METHOD OF INVESTIGATION 

Though time was taken to secure personal interviews in three 
States with outstanding men and women in pharmacy work, with 
officials in charge of the enforcement of hour laws for women, with 
officials in State and private organizations informed and concerned 
with standards and policies of employment in pharmacy, and with 
managers of chain drug stores, the data discussed in the pages fol
lowing have in large part been collected by questionnaire and by 
correspondence. 

Questionnaires were sent to all secretaries of State boards of 
pharmacy asking for the number of men and of women pharinacists 
licensed by registration to practice and the numbers employed. In
formation was received from 38 States. 

Because the application of the women's hour la.w to women phar
macists was difficult to interpret in many States, questionnaires ask
ing for information on this subject were sent to the departments of 
labor in all States where there was any question as to the inclusion 
or exclusion of women pharmacists from the State regulations. 
There were sent 32 of these questionnaires and replies to all but one 
were received. Personal interviews supplement these data in three 
States. Information was secured also from officials of the National 
Board of Registered Pharmacists regarding the standards regulating 
the issuing of licenses to practice pharmacy in the various States. 

Because there is a wide difference of opinion on both the oppor
tunity for women in pharmacy and the effects of women's hour legis
lation on such opportunity, a special effort was made to secure infor
mation on the personal experience of women pharmacists thamselves. 
Obviously, with so few women scattered through so many States per
sonal interviews were difficult and expensive to obtain. Question
naires were sent, therefore, to women pharmacists in three States
California, Wisconsin, and New York. The California and Wis
consin women pharmacists were consider'ed important because in 
lhese two States the occupation of pharmacist originally was under 
the women's hour law but had later and quite recently been 
exempted. The women in these States should, therefore, be able 
to give facts not only as to the effects of the law but also as to the 
results of their exemption from this type of labor legislation. Infor
mation from the women pharmacists of New York was considered 
important because the laws restricting the hours of women's employ
ment have been interpreted as applying to the majority of women 
pharmacists employed in drug stores, and because considerable 
prominence has been given to claims that the women pharmacists in 
this State have been discriminated against on account of these laws, 
both in securing employment and in promotion. 

In California and in Wisconsin, where licenses to practice must be 
renewed each year, questionnaires were sent to all women appearing 
on the records as qualified to practice pharmacy. In New York the 
only names secured were those of the 41 women who had qualified 
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under the 1925 examination for pharmacists, as the renewal of licenses 
was not required. Of a total of 467 questionnaires sent out to women 
registered pharmacists in the three States, 94 brought replies. 

To discover the extent of opportunity for women's employment 
as pharmacists in hospitals, and the effect that legislation might 
have had on such employment, questionnaires were. sent to the 
superintendents of the hospitals of California asking for data on 
the number of men and women pharmacists employed and informa
tion on changes since the amendment to the act regulating hours 
of labor for drug clerks that removed women pharmacists from the 
provisions of the women's 8-hour law. Data were received from 154 
hospitals. 

APPLICATION OF WOMEN'S HOUR LAWS TO PHARMACISTS 

Perhaps one of the clearest illustrations of the ambiguous position 
of the woman pharmacist is afforded by examination of the policies 
of the various States regarding the application of the women's labor 
laws to this occupation. In only 27 States do the laws regulating 
the hours of employment for women apply to pharmacists. These 
States are Arizona,2 Arkansas, Colorado, Connecticut, Idaho, Illinois, 
Louisiana, Maine, Maryland, Massachusetts, Michigan, Minnesota, 
Mississippi, Montana, Nebraska, New Hampshire, Pennsylvania, 
Rhode Island, South Carolina, Tennessee, Utah, Virginia, Washing
ton, _ Wyoming, Oregon ( except women e~ployed solely at phar
macy), New York ( except women employed m an apothecary shop) ,3 

and Missouri ( if employed in drug stores). 
Of the remaining 21 States the policies in this matter are quite 

diverse. There is some uncertainty about thei application of the law 
in three States (Nevada, North Dakota, and Kentucky) but, with 
these exceptions, for one reason or another there is no special women's 
hour law applied to the employment of women pharmacists. 

This is true because there is no law regulating daily hours for any 
occupation in five States-Alabama, Florida, Indiana, Iowa, and West 
Virginia; because the list of occupations covered by the law does not 
jnclude that of pharmacist in three States-Georgia, North Caro
lina, and Vermont ; because drug stores specifically are exempted 
from the law in New Mexico and pharmacists specifically are 
exempted in Oklahoma and Texas; because the law has been amended 
so that women pharmacists are removed from its jurisdiction in Cali
fornia; 4 because the industrial commission issued a special order 
exempting women pharmacists from the State hour law in Wisconsin 
and the public service commission has made a similar exemption in 
Kansas; and because State officials in charge of the administration of 
the labor laws have interpreted these laws as not applying to women 
pharmacists in four States-Delaware, New Jersey, Ohio, and South 
Dakota-and the District of Columbia. 

2 In the absence of definite information from Arizona as to whether the hour law does 
or does not apply to pharmacists, the State is included in this group in the assumption 
tbat women pharmacists in drug stores are covered by the hour law regulating mercantile 
establishments. 

3 Since the preparation of this report, women pharmacists in New York State have been 
exempted from the hou1· law. New York. Session laws of 1928, ch. 567. 

4 See footnote 3. 
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This, then, is the situation in regard to women pharmacists and the 
.la-w in the United States : In more than half the States the law regu
lating women's hours of work definitely applies to the woman phar
macist· in three States the matter is in doubt. In the States where 
the la~ does not regulate employment of women pharmacists it is 
because of a number of different reasons: There may be no law; or 
the law may itself specifically exempt the occupation or omit it from 
the list of occupations included; or the law may have been amended 
or reinterpreted so that women pharmacists are exempted, or may 
simply have been considered as not applicable by the State enforcing 
•-Officials and never have been applied. In two of the three States 
where the women pharmacists formerly were regulated by the State 
hour law for women but have since been exempted, the development 
-of policy and the methods adopted for the change in the legal status 
-of women pharmacists have been especially interesting. 

In California the pharmacy law of 1921 stipulated that no person 
·should for more than nine hours a day perform the work of selling 
-drugs or other medicines or compounding physicians' prescriptions. 
By a Supreme Court decision in February, 1922, this limitation of 
hours was confined to the duties specified, and it was held that, under 
the wording of the law, a drug clerk could work additional hours at 
::selling stationery, cigars,.etc. In 1925 the pharmacy law was amended 
-so as to include "any work" instead of only "the work of selling 
-drugs or other medicines, or compounding physicians' prescriptions." 
'This amendment specifically provided that any licentiate or registered 
.assistant pharmacist might perform such work for the full period of 
time permitted, thus removing women pharmacists from the pro
visions of the women's 8-hour law and allowing them to work the 
same hours as men under the pharmacy law, 9 hours a day and 104 
hours in two weeks. Only registered pharmacists are within the 
jurisdiction of the pharmacy law, however, and the 8-hour law still 
.applies to women clerks who are not registered pharmacists. 

In Wisconsin in 1918 registered women pharmacists or assistant 
pharmacists were classified as professional workers and exempted 
·from the operation of the women's hour law by the industrial com
mission of the State. In making this exemption the commission 
emphasized the professional character of the work of a pharmacist 
in a statement that said in part: 

* * * these women are not engaged in manual labor but are following a 
well-recognized profession, which requires years of training and experience, 
* * *. The commission believes that lady r egistered pharmacists and regis
tered assistant pharmacists should be put upon the same plane as women 
pursuing other professions. The door should be left open · to enable women 
who have qualified themselYes for this profession to compete upon an equal 
plane with men. This does not mean that women employed as clerks in drug 
stores shall be exempted from the women's hours of labor law. The com
mission's order will exempt merely lady registered pharmacists and registered 
assistant pharmacists-that is, women who have r eceived certificates as regis
tered pharmacists and registered assistant pharmacists from the State board 
of pharmacy. 

In view of the foregoing, the commission makes the following-

FINDING OF F ACT 

That the life, health, safety, and welfare of women who have been duly 
registered as pharmacists or assistant pharmacists by the State board of 
pharmacy, will be promoted by exempting them from the provisions of sections 
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1728-1 to 1728-4, inclusive, of the statutes, and the orders of the industrial 
commission issued pursuant thereto. 

Besides a presentation of the content and interpretation of the laws
in question there is a further measure of the part played by legisla-
tion in affecting the position of women employed as pharmacists, or· 
as anything else, for that matter . This measure is the extent to· 
which the law, when it does include women pharmacists, is enforced. 
Unfortunately this is an aspect of the situation that is peculiarly 
difficult of investigation, and it was not included in this study. It 
must not be forgotten, however, by those who wish to discover the' 
real £acts of the situation that a theoretical study of legislation is; 
not sufficient. The information to be sought is not only what might 
or could happen, but what has happened. As a first step toward such' 
knowledge regarding the woman pharmacist it is essential to know 
what her numerical importance is in the occupation and to what 
extent it varies in different localities. 

THE NUMBER OF WOMEN PHARMACISTS IN RELATION TO STATE'. 
HOUR LAWS 

Pharmacy is a comparatively new occupation for women. There' 
have been women registered pharmacists for some years, but these 
cases have until recently been so isolated and so far removed from 
the field 0£ women 's occupations that they were unusual cases rather· 
than an e~tablished proof that women were in pharmacy to stay. 

Ce~sus figures are not available on either the number of men or· 
the number of women who are qualified to practice pharmacy by
license and registration in the various States, nor on the numbers; 
employed. 

The only authentic information available showing the number of 
women qualified to practice pharmacy is that on file in the boards of 
pharmacy of the various States. To secure this information it was 
necessary to send a questionnaire to the secretary of each State board1 

0£ pharmacy, asking for the numbers of men and women pharmacists_ 
registered and employed. All but 10 States and the District of 
Columbia supplied this information. Five of these 10 States and 
the District of Columbia do not require any registration beyond the 
securing 0£ a license to . practice, and it was not possible for them 
to give the desired information. 

The bureau is antler special obligation to the secretaries of the' 
boards of pharmacy in the 38 States supplying information, because
the records are not filed by sex and furnishing the data by sex 
required preparing a special compilation. 

The data available from the small group of States in which re-· 
registration of pharmacists is not required are not absolutely com-
parable with the figures furnished by the 30 States in which phar
macists can not practice legally unless they reregister each year and 
the 5 States where reregistration is required less frequently. However; 
the estimated figures supplied furnish the only means of measuring 
the numerical importance of women among those qualified to practice 
in those States, and there is good reason to believe that the figures 
are fairly accurate and representative of the proportional distribu
tion of men and women so qualified. It seems, therefore, that it is 
permissible to use these data in conjunction with the more definite 
figures furnished by the other States. 
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In the 38 States there were reported a total, if the estimates and 
approximations may be included, of 86,713 registered pharmacists, of 
whom 2.96 per cent were women. 

An examination of the registration figures by State shows certain 
small differences in the proportions of women among the registered 
pharmacists 'in the different States. Though these differences are not 
very great, and though when the total number of women pharmacists 
is distributed through the 38 States their number becomes so small 
as to be almost insignificant, it is illuminating to examine the status 
of the women pharmacists in the different States in relation to the 
application of the hour laws to that occupation. Considering first 
the 22 States reporting that included women pharmacists under the 
State hour law,5 it is evident that many factors other than State legis
lation must be at work to create the wide variations in the propor
tions women form of the registered pharmacists in the different 
States. These variations and the State hour limitations are shown in 
the table following. 

TABLE 1.-Number·and per cent of wom,611, pharmacists and legislation regula'ting 
their hours of work, by State 

State 

Num
ber of 

women 
pharma
cists on 
State 

register 

ro~i~t~:~~~-~ = = = = = = = = = = = = = = = = = = = = = = = = = == = i~ Oregon__________________ ____ _____________ 102 
Minnesota• _____ _____ ____________ ________ 128 
Tennessee d _______________________________________ _ 

Arizona ______ -- --- ----- ---- ________ ______ 26 
Wyoming_______________ __ ______________ _ 17 
New York•------------ - --- -------------- I 41 Montana________________________ ________ _ 40 

~:flfi:~! ~-----============================ 1~g Colorado_____ ________________ __ __________ 53 
Massachusetts•-------------------------- 300 
Idaho •__________ _________________________ 20 
Rhode Island___ ___ ________ _____ _________ 27 
Connecticut______________________________ 33 

~[;~nia~=== === ==== ========= ======== ====== ~; 
Maine •------ ---------------------------- 25 New Hamp~hire__ _______________________ 4 

~fst~u~tr_~l~~~::====== == ================= 2g 

Per rent ol women 
reported as being-

Regis
tered 

pharma
cists 

8. 21 
7. 61 
6.09 
5. 22 
5. 00 
4. 82 
4.66 
4.40 
4. 39 
4.00 
3. 74 
3.40 
3. 06 
2. 99 
2.88 
2.44 
1. 79 
1. 75 
1. 54 
1.07 
.98 
.49 

Em• 
ployed 

pharma
cists a 

5. 83 

1. 64 
3. C6 
3. 23 

.84 

State legislation 

Daily 
hours 

8 
10 
9 

10 
10½ 
8 
8½ 
9 
8 · 
9 
8 
8 
9 

• 9 
10 
10 
8 

10 
9 

10¼ 
12 
9 

Week• 
ly 

hours 

56 
60 

Night 
work 

48 Prohibited. 
58 
57 
48 
56 
54 DQ. 
56 
54 Do. 
48 Do. 
56 
48 
63 
54 
55 Do. 
48 
70 
54 
54 8 hours. 
110 
54 

a This information wa.s furnished by very few States,. Obviously it i s not practicable 
for b~ards of pharmacy to keep records of separations and transfers in employment. 

b Figures exclude assistants, not requfred ,to r egist er. 
c Figures qualified a s "app,roximate " o-r "estimated." 
a In the absence o fdefimte informtaion from Arizona as to whethe1• the hour law does 

or does not apply to pharmacists, the State is included in this t able in the a ssumption 
that ~omen pharmacists in drug stores are covered by the hour la w r egulating mercantile 
establishments. 

e Since the preparation of this reporti women pharmacists· of New York State h ave been 
exempted from the hour law. 

'Licenses issued in 1925 only. . 
° California women pharmacists were exempted from the 8-hour law on May 23, 19·25. 

However, :ill but 29 of the 313 women reported h ad been licensed prior to Jan. 1, 1925, 
and_ mat h_ave been. emp,lo.yed before that date. 'I'herefore

1 
for the purpose of this table 

Callforma 1s tabulated as a State where the labor law applies. 

5 Including California, where pharmacists of both sexes are covered by the pharmacy 
law, hour regulation for women applies in 28 States, 22 of which supplied r egistration 
figures. 
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The following table gives the figures regarding the number and 
per cent of women registered pharmacists in the States reporting 
where there is no hour law affecting this occupation. 

T ABLE 2.-Num,ber and per cent of w omen p,harmacist s vn States with 1w Mur 
regulation for t his occupation, biJ State 1 

Per cent of women Per cent of women 
umber reported as being- Number reported as being-

of women of women 
State pharma- State pharma-

cists on Regis- Employed cists on Regis- Employed State tered State tered 
register pharma- pharma- register pharma- pharma-

cists cists 2 
cists cists 2 

Alabama s __ _______ 21 0. 58 -------- --- New Mexico•--- -- 14 5. 74 -----------Del!iware _______ __ 12 3. 43 1. 41 Ohio s _____________ 180 3. 32 -----------
F lorida•- . ________ 6 . 40 ---- ------- Oklahoma _______ __ 27 1. 09 0. 83 
Indiana _________ __ 42 . 95 . 66 Vermont_ _______ __ 18 3. 49 ----- ------Iowa s ____________ 75 1. 75 - -- --- ----- West Virginia _____ 6 . 41 ---- -------Kansas ____________ 123 5. 43 --- --- -- --- Wisconsin 5 __ _ ____ 113 3. 65 -----------New Jersey _______ 97 2. 42 -- -- -------

1 Of a total of 17 States and the District of Columbia in which hour r egulation does not 
apply. 1.3 States r epor ted r egi t r a tion data. F ot· four St a t es-Georgia, North Carolina , 

out h Dakota, a nd Texas-such data were nonexistent, and for the District of Columbia 
t hey were not obtainable. 

2 This information was furni shed by very few States. Obviously it is not practicable for 
boards of pharmacy t o keep r ecords of separations and transfers in employment. 

"'Figure exclude assistants,. not required to regi ter . 
• Figures exclude assistants, not r equired to register . 
6 Women in this Sta te came under the law un'til 1918. 

In the three States in which the application of the law to women 
pharmaci ts was in doubt, so few women were registered that the 
S tate authoritie considered the matter of very mmor importance. 
For the sake of completeness, however, it is worth while to quote the 
returns for these States also. 

'TABLE 3.-Number a.nd per cent of w omen pha;rmacist s in States where. the 
application of hoitr legi.\· lation t o w omen pharnw.cists is in doubt, by State 

State 

Kentucky ________________________ __ _____ ___ ________ . ___ __ _________ _ 
evada ___________________________ __ _______________ . _______________ _ 

North Dakota 2 ___________________________________________________ _ 

Number of 
women 
pharma
cists on 
State 

register 

38 
8 

25 

Per cent of women 
reported as being-

Registered Employed 
pharma- pharma-

cists cists 1 

2.13 
1. 33 
3. 33 

3.8 

1 This information was furnished by very few States. Obviously it is not practi cable 
for boards of pharmacy t o keep recor ds of separations and t ransfers in employment. 

2 Figure qualified as "approximate." 

It is plain from these figure ' that there is no readily apparent 
correlation between State laws and the numerical importance of 
women pharmacists. Though it would be extremely inaccurate to 
try to draw a.ny definite conclusions from these figures regarding 
specific effects of specific laws, it does seem safe to say that they do 
not indicate that legislation has proved a conspicuous handicap to 
the women pharmacists in the States where it is applied to them. 
In fact, the State in which women make the best showing in the 
proportion of qualified pharmacists is Washington, with an 8-hour 
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law that applies to women pharmacists. On the other hand, in a 
group of 12 States 6 in which women do not exceed 1.75 per cent of the 
registered pharmacists are the 5 States 7 in which there is no law to 
restrict the daily hours of work of adult women in any occupation. 
Moreover, 2 of these States 8 have the smallest per cents of women in 
the profession reported by any of the 38 States for which informa
tion is available. 

The outstanding fact that emerges from an examination of the 
registration figures in every State is that exceedingly few women are 
registered pharmacists. In such a case it probably is true that 
examination of individual experiences of the women themselves and 
the policies of their various employers will yield more significant in
formation as to the real factors that are responsible for the present 
position of the ·woman pharmacist . 

POLICIES OF EMPLOYMENT IN DRUG STORES 

After interviewing managers of drug stores in California and 
New York, the outstanding conclusion that must be drawn is that 
management does not want women as pharmacists. This is true both 
in California, where pharmacists have been exempted from the 
·woman's 8-hour law, and in New York, where the 9-hour law applies 9 

and night work is prohibited. Women are not wanted either for 
prescription work or as managers of stores. Few if any women 
have risen to the posit ion of manager. Only a very few have ad 
vanced to the position of assistant manager in a drug store unless 
owner or part owner of the store. ·women are given employment in 
drug stores for their value as salespersons in selling cosmetics and 
other goods for which women predominate as customers, and not 
often are they engaged . for prescription work. In many States 
persons who sell patent · medicines and mixtures containing poisons 
of any kind must be licensed. Because of this, sales positions can 
not be secured except by registered or assistant pharmacists. 
Women, therefore, to be engaged for saleswor k must first take the 
training necessary to qualify as assistant or as pharmacist. 

According to interviews with the managers of six chain-store 
companies and of five local stores there are involved in connection 
with the employment of women -pharmacists factors of far greater 
significance than a restriction of their hours of work, in that they 
react against the employment of women even though there is no 
reason to consider the question of hours. In fact , managers are agreed 
that in California the removal of women pharmacists from the 
jurisdiction of the 8-hour law has not opened up opportunities 
for women in this profession in that State, and New York managers 
claim that the removal of women pharmacists from the jurisdiction 
of the women's hour laws in New York would not improve the 
employment situation for women pharmacists in New York to any 
noticeable degree. 9 These statements are supported by interviews 
with women pharmacists and a woman assistant in management in 

6 Alabama, Florida, Indiana, Iowa, Maine, Missouri, Nevada, New Hampshire, Okla homa, 
South Carolina, Virginia, and West Virginia. 

7 Alabama, Florida, Indiana, Iowa, and West Virginia. 
8 Florida. and West Virginia,, with' 0.40 per cent and 0.41 per cent, respectively, 
0 Since the preparation of this report women pharmacists in New York State have been 

exempted from the hour law. 
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each State. However, there is a marked difference of opinion between 
managers of drug firms and women pharmacists as to the causes that 
have brought about a situation making it so difficult for women to 
follow a profession for which they are qualified by training. 

These managers agree that the public appears to show a preference 
for the man pharmacist. The women, however, insist that it is be
ca use the public does not know that women pharmacists are available, 
and that the public is likely to assume that all the men in a drug 
store are pharmacists. The women interviewed feel that they have 
demonstrated that the public appreciates the woman pharmacist 
when it has had a chance to try her out. 

On the other hand, the men claim that. too few women have demon
strated their ability to compound medicines, while some even go so 
far as to claim that the public will never accept ·women on a par with 
men for thi work. It was stated by the managers interviewed in 
New York that there is an oversupply of men pharmacists, and so 
long as this situation exists few women will be hired. While some 
of the managers were willing to concede that capability is not a 
matter of sex, there were those who frankly insisted that women do 
not make good as pharmacists. It was even suggested that while the 
hour law is a good alibi for not employing women, the real reason 
is that the average drug-store manager objects to employing a woman 
pharmacist except as a saleswoman. 

Only one of these managers expressed a willingness to employ 
women, and he very frankly admitted that he employed them for sales 
and not for prescription work. He admitted that he paid them less 
than he paid men pharmacists, even though the women were registered 
pharmacists. 

The fact that managers of drug stores do not want women phar
macists because they are women is the most effective of the many 
handicaps that react against women in this occupation. The reasons 
underlying this attitude on the part of drug-store managers are so 
enlightening that they warrant detailed consideration. 

The statements of managers of chain drug stores are illuminating. 
One California firm to which five women had applied for work 
during the year did not employ women pharmacists and the manager 
refused to consider applications filed by women. The only reason he 
gave was that women never keep up their part of the work by 
replenishing stock. He said the company had not adopted a policy 
on the question and that he alone was responsible. 

Another California chain-store manager, who was employing 
women, said that, while he employed a few women because he wanted 
to give them a chance, he did not consider the work suitable for them. 
There is much manual labor around a store and the manager hesitated 
to ask women to do it. He said that women are not a great success in 
pharmacy because-

(1) ·women ar not stable. They marry and leave the employer to train 
in a new worker. While the average man takes up pharmacy as 
a life work and goes into the business for himself, women remain 
but a short time. 

(2) Women fail to do their share of the work by replen =shing the stock. 
(3) Women do not work so hard to sell. Their sales records are lower. 
( 4) Women pharmacists are "kept from the prescription counter" be

cause "there are no women available who have had the experience 
required to be -entrusted with the compounding of medicines." 

(5) ·Tlie public shows a preference for men. 
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In this company's stores it is probable that the inability to go to the 
prescription counter lowers the selling possibilities for the women to 
a very great extent. 

The third California chain-store manager said that his company 
employed women in a number of States. While they had no definite 
policy on the employment of women pharmacists, he much preferred 
men. During the war he employed four or five women, all full regis
trants and capable. The last one was to leave soon to be married and 
he said he ~ould not replace her with a woman. He had few applica
tions from women. He claimed that women excel in selling cosmetics 
and men in handling the drug end of the business. 

His chief reasons for preferring men pharmacists were these: 
(1) Men take up pharmacy as a life vocation, while women take it up as 

a temporary occupation. 
(2) Attendance of women is less regular than that of men. 
(3) Women are not able to do the manual labor r equired, handling heavy 

demijohns, dressing windows, etc. 
( 4) Women are not taken seriously as pharmacists. The public asks 

advice of the men pharmacists but lacks confidence in the women. 

The attitude of these individual managers is borne out by the 
report of the secretary of the registered pharmacists in California, 
who acts in the capacity of an employment agent for pharmacists. 
He stated that he found it impossible to place women. Though only 
four or five women have applied for positions in the past year, he 
has not been able to place one of them. He has placed over 100 men. 
He said that very few of the women who are at work get the same 
pay that men get. He was very positive that the 8-hour law had had 
no effect on the position of women in this occupation in the State. 
He felt that there were other reasons why employers refused to em
ploy women, among which were the following : 

Employers claim they can not get the same work out of a woman that 
they can get out of a man. 

They hesitate to ask a woman to do the manual labor involved. 
There are some employer s who feel that the constant standing required 

by the occupation is not suitable for women. 
The absence of women is greater than that of men. 
The public will not patronize women pharmacists, and this hurts trade. 
Most drug stores are " one-man " stores. A woman can not be put in 

charge, because women do not go into the occupation: with the view to 
making it their life work as men do. Therefore, an employer who 
runs a chain of stores would not give a woman the job of running a store. 

Even where there appears to have been a welcoming policy toward 
the advent of women in the work of pharmacist, this welcome seems 
little more than a gesture. In New York State the bureau of voca
tional information, in its news bulletin of December 1, 1922, pub
lished a most glowing statement regarding pharmacy as a field fo1 
women, from the personnel director of a chain of drug stores. This 
article was in part as follows : 

The personnel director, of the --- Company, brings to our attention a new 
and unusual field for college women who are interested in work which makes 
the scientific and professional as well as the commercial appeal. This field, 
hitherto reserved for men, covers the pharmaceutical and executive work of 
managing one of a large chain of drug stores operating in various cities 
throughout the United States: 

• • • * * • • 
Heretofore men exclusively have qualified for managers of these stores, 

after completing the course of pharmacy in one of the State coijgges and 
.-1~-~ 
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adding practical experience in merchandising, store management and sales
manship. With the expansion of the -- Company's interests,-it now 
operates 1,100 drug stores of varying size and importance in the United States 
and England,-and their favorable attitude toward women's work, particularly 
toward the work of college-trained women, a valuable opportunity is offered 
for closer affiliation between the academic and business worlds. This will be 
welcomed by young women who have taken· courses in chemistry, but who 
have not found work leading to promotions to executive positions. Moreover, 
such positions give leeway for exe·cutive initiative without the added responsi
bility of personally invested capital. For the successful manager high salaries 
and bonuses are available. 

* * * * .. * * 
The -- Company is a pioneer in that they are trying to interest college 

women· to train for this particular field. Moreover, it is worth noting that 
they offer to pay women registered pharmacists salaries equal to those of 
men, and to so organize their business as to open a definite line of promotion 
to executive positions for women at a time when there are more women 
executives than there are positions for them to fill. 

A representative of this firm was interviewed in 1926. The com
pany then employed in New York City 288 male managers and assist
ants and 194 male pharmacists. One woman was listed under the 
heading of managers and assistants, and three women were among the 
pharmacists. The employment manager of this company said that 
the employment of a woman pharmacist handicaps the manager, 
because women can not handle the heavy work. While a porter is 
supposed to be employed for heavy work in most of the large drug 
stores, it frequently happens that he is busy in some other corner of 
the store, and the druggist must open a heavy box or case and make 
use of physical strength in doing so. Therefore, he said, as drug
store managers feel that they can not expect women to do this, they 
prefer men. 

In discussing the effect of the law he said that student pharmacists 
are called on to work from 8 to 12 at night, and women could not be 
put on this shift because of the night-work prohibition. However, 
he added that supply and demand probably is the big factor in deter
mining whether men or women should be employed, and that if there 
were not an oversupply of men available women would be taken on. 

It would appear, therefore, even in the case of the employer who 
is :favorably disposed toward employing women, that the future 

. promised for women in this occupation had not materialized. 

POLICIES OF EMPLOYM'ENT IN HOSPITALS 

The attitude of superintendents of hospitals in California toward 
the employment of women pharmacists seems on the whole to be 
more encouraging than the attitude of drug-store managers. Women 
pharmacists are employed in hospitals in practically equal numbers 
with men. The data sent in by superintendents of hospitals indicate 
that the size of the hospital is not only the first but the chief factor 
affecting the employment of pharmacists. One-half of the hospitals 
that reported 100 but fewer than 200 beds employed pharmacists. 
Of the hospitals reporting 200 or more beds, all but one employed 
a pharmacist. 

Full information regarding number and sex of pharmacists was 
returned by 32 hospitals. Men were employed exclusively in 12 of 
these, while 16 had women pharmacists only. Four hospitals em
ployed pharmacists of both sexes. 
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Another important fact brought out by the returns from these 
hospital questionnaires is that in entermg hospital employment 
-women pharmacists have not actually replaced meff to any extent 
:but instead have filled new positions. Though the earlier opportuni
,ties in hospital employment came to women pharmacists through 
_men superintendents, the data indicate clearly that women superin
tendents have had a great deal to do with the opening up of oppor
_tunities for women in hospitals. In fact, there is evidence that 
\women superintendents show a decided preference for women phar
;macists. There were 20 men superintendents and 12 women super
_intendents in the hospitals reporting. All but 1 of the 12 women 
,employed women pharmacists, but only 9 of the 20 men superin
.tendents had a woman pharmacist on the staff. 

Twenty-four of the 32 superintendents replied to the question 
:aslring whether, in their opinion, there were special opportunities 
for women in hospitals. Fourteen of them (9 men and 5 women) 
;believed that this field offers special opportunities for women, while 
'J otbers (3 men and 4 women) limited their statements to asser
tions that they find women" satisfactory," "prefer women," "women 

'.better at detail," "where mostly women are employed," "willing to 
,employ them," etc. Only three stated that in their opinion hospital 
-work was not desirable for women. · One of these was uninformed 
.about the change in the law and held that the 8-hour law in California 
_prevented employment of women in hospitals. Another did not 
.speak from experience, for the hospital had never employed a woman 
JP.barmacist. 

EFFECT OF EXEMPTING WOMEN PHARMACISTS IN HOSPITALS 
FROM THE EIGHT-HOUR LAW FOR WOMEN (CALIFORNIA) 

The removal of women pharmacists from the jurisdiction of the 
;8-hour law in California has had no effect whatsoever on their 
,opportunities of employment in hospitals. 

Not one superintendent reported a change in the hours of women 
yharmacists or in sex of personnel because of this legislation. 

PERSONAL EXPERIENCES OF WOMEN PHARMACIST'S 

Though it was not only impracticable but almost impossible to 
'locate and interview any representative number of women pharma
,cists, it seemed exceedingly important to get first-hand information 
_regarding possible discriminations against women pharmacists in 
:securing work or advancement, for surely no one should be more 
,qualified to speak about the effects of women's hour laws on their 
opportunities of employment and advancement in the practice of 
·pharmacy than the women who have qualified for work in this pro
Jession. An effort was made, therefore, to collect this information 
.by .questionnaire. The inquiry by questionnaire was limited to three 
.States-New York, California, and Wisconsin-selected primarily 
,because the most conspicuous claims pertaining to discrimination 
..agai_nst women pharmacists on account of legal regulation of 
women's hours of employment have been made about and in these 
:States. 
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The names and addresses of registered pharmacists in these States 
were furnished by the boards of pharmacy, and a total of 467 ques
tionnaires were sent out. These names represent the full register of the 
women eligible for work as pharmacists in California and Wisconsin; 
in New York the names represent the registration for the year 1925, 
which, because reregistration · is not required, includes only those 
licensed in 1925. Ninety-four questionnaires were filled out, 48 by 
women who were employed and 46 by women who were not em
ployed as pharmacists at the time of answering the questionnaire. 

Of the 48 women who were employed, 35 were working in drug 
stores and one filled prescriptions for a physician. The woman last 
mentioned and 14 others were employed by relatives or owned their 
stores. Thirty-one of the 35 women employed in drug stores reported 
that they filled prescriptions, while the remaining 4 did work so 
closely related to filling prescriptions that it probably could be 
included in that classification. The data furnished in these cases show 
that women do fill prescriptions and that the statements by managers 
that few women are permitted to do so must be interpreted as apply
ing to chain stores. 
Effects of legislation. 

The majority of women stated that legislation had had no effect 
on their employment; a few thought that it had helped them; but 
there were a number .of instances of women who fel,t that they had 
been handjcapped in securing or holding positions in pharmacy work 
by the State la,vs that limited their homs. In 11, few cases no personal 
handicap had been experienced, but it was felt that as a general 
proposition legislative restriction of hours or prohibition of night 
work made it more difficult for women to get and to hold jobs in this 
occupation. 

However, it is difficult to estimate justly the validity of many of 
the statements. In a number of cases an entire ignorance of the law 
was indicated in the statements of the women. The most conspicuous 
examples of this sort were found among the Wisconsin women re
porting. Several women from this State said that the 8-hour 
law had handicapped them in · getting employment. As daily hour 
had never been limited to 8 in Wisconsin, and as women pharmacists 
had been specifically exempted from the State 9-hour law before 
some of these women had been registered, it is evident that the 
handicap was more theoretical than actual. On the other hand, it 
is possible that some employers may have been as ignorant as the 
women themselves of the provisions and application of the law and 
may have based their policies on a presumption that the law did not 
permit the employment of women more than 8 hours. Another 
possibility is that employers may have profited by the women's 
ignorance and offered legal restrictions as a substitute for some less 
flattering reason for not wanting women employees. 

In spite of the ambiguity of some of the claims, there was a residue 
of what seemed to be actual experiences of handicaps from real 
legislation. Of the 48 women who were e:µiployed as pharmacists, 
7 reported that the law had handicapped them, and of the 46 women 
who were not employed, 8 felt that legislative restriction of their 
hours had made it more difficult for them to get work or had pre-
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vented their getting better positions. In addition to these 15, 1 
woman stated that though the law had not handicapped her, she 
believed it had reacted against the opportunity of other wonien in 
the profession-making a total of 16 among 94 women. 

The validity of the claims made by the women can best be judged 
from an examination of their individual statements. 

1. A California woman who had been employed in a drug store for three 
years reported that she had found that women were not generally accepted as 
being a success as pharmacists, and she felt that the 8-hour law in Cali
fornia had limited her opportunities slightly. This woman had been employed 
both before and after women pharmacists were exempted from the law in 
California. 

2. Another California woman, who had worked as a phari:nacist for many 
years under the State 8-hour law, reported that for one year, when em
ployed in a drug store in San Francisco·, she had worked for a reduced salary 
"on -account of the 8-hour law." This woman mentioned the change which had 
exempted her from the women's labo:r law: 

3. A woman who had been employed in Wisconsin since 191-7- r e.por-ted. that 
because of the law she could not get employment in smaller stor es, where men 
were preferred because of the hours. The Wisconsin women pharmacists were 
exempted from the law hi· 1918, so this woman can not have been handicapped 
for very long. 

4. A New York woman who was employed as a clerk in a drug store reported 
th~t she had found it difficult to secure employment as a pharmacist because 
of the general prejudice -against women, and that she had been handicapped 
Qy the. State law that prohibited her employment after 10 p. m . 

.. 5. A Wisconsin woman reported that she could earn only about half as 
_niuch as she could if she were a man, because the ' law does not permit her 
to work as long hours as can men. She evidently was well acquainted with 
'the provisions of the women's-hours-of-labor law, but did not know that it did 
not apply to her. 

6. A ·wisconsin woman who had worked as a pharmacist for about 40 year s 
reported that the 8-hour law and the night-work law bad hindered her ever 
since they were passed. She felt that the laws had kept her from securing 
permanent work, and though she could do the work just as well as the men, 
when she did get a job she was paid less. "I never r eceived as much wages 
as men, because I was a woman living in a free country, and could work 
only 8 hours, by law, when I needed 12 hours to hold job." This woman 
had mistaken the number of daily hours allowed by the Wisconsin labor law 
(9 instead of 8), but made a very full statement of her opinion that the 
8-hour law was all right for department stores and factories and canning 
plants, but she felt it had "taken the bread out of her mouth." She did not 
know that she had been exempted from the law and felt that, though 64 
year s of age, it is this law that made it impossible for her to get anything but 
part-time work. 

7. A woman who had worked as a pharmacist in California stated that the 
law had not interfered with her in the job she held, as "no attention was paid 
to it." She felt, however , that the time limit imposed by the law, combined 
with a "preference for men," had made it difficult to secure employment. 

All the wo!llen ~isted above were employed at the time of making 
out the quest10nna1re. The reports of those who were not employed 
were less detailed and probably somewhat less accurate, as some of 
them admitted themselves that several different factors contributed 
to their difficulties in securing employment. 

1. A New York woman said that she had bren handicapped in getting a job 
by the law prohibiting work after 10 p. m. , but she also said that employers 
did not want to hire women. 

2. A California woman felt that the 8-hour lww for womrn made it diffirult 
for ·a ·women · to work in smaller storPs; She had been employed before her 
occupation wa·~ ,exempted from the California lnw. · · 
,,•. 3~ Another California woman, repo1~ted .that she had always_: been able to 
secure employment as a pharmacist when she vrnnted it, but the best positions 
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wer e not open to her because she could not "put in the time." She felt the 
law had limited her oppor tunit ies. She had worked before this occupation was 
exempted from the California hour law. 

4. A third· California woman said that she had found it difficult t o compete 
with men for " drug-store work" because "a prejudice against women a t the 
pre0cription counter existed. This was a lso influenced by the fact that the 
8-hour law was in effect a t tha t time and it did not allow the employer to hire 
women for the 10 hours per day as the men were then working." She ha d not 
tried to get a posit ion since the law had been changed. 

5. A Wisconsin woman who had had 30 years of practical experience as a 
pharmacist felt that in some places the law h ad limited her opportunities of 
employment in this work. She bad found it so difficult to get employment t hat 
she had taken up another kind of work. 

6. A Wisconsin woman who bad been registered as a pharmacist many years 
before this occupation was exempted from the law said that she had found 
that the 8-hour law for women was respons ible for the difficul ty she had in 
get ting a job. She probably r eferred to the 9-hour law of vVisconsin, as there 
is no 8-hour law in that State except the one regulating the employment of 
women at nigh t . She added, however, th:it the fact that she could not pr actice 
in another State, -regardless of ability and experience, was an additional 
handicap in getting a position. 

7. A Wisconsin woman who had had 15 year s of practical experience as a 
pharmacist stated that she had been unable to secure positions " because of 
t.he shorter hours for women in Wisconsin." She sta ted that her exper ience 
had fitted her to become manager in a drug store. " There have been ucb 
openings, and was unable to take them on account of shor ter hours. At on~ 
time I went with foe committee before the Wisconsin State Industrial Com
mission and asked permission, but law conflicted; therefore studied massage. 
and have done this work which is harder but not r estricted." 

8. A Wisconsin woman who had been registered for only a few year s, soma 
time after the occupation was exempted from the law, said that in 1924 she 
had a job which was " short lived, b~cause, being a woman, there wer e 'appar
ently ' several phases of the work ' unsuitable ' for a woman. Another t hing, 
the 8-hour law governing a ,,,oman pharmacist's day did not permit me 
enough time in the stor e, accor ding to the employers." As there was no lega l 
limita tion to the hours of women pharmacists at that 1;.ime, the only explana
t ion of t his situation must be tha t the employer wns misinformed or tha t he 
used the law as an excuse instead of some other reason for not wanting to 
keep this employee. 

One woman stated that, though she had never found that legislation 
directly interfered with her work, she believed "to some slight extent i t did 
handicap a woman in competition with men." She added that "the 8-hour 
law is more of a handicap in the smaller store, where only one pharmacist 
other than the owner is employed. There pr eference is given to a man because 
he can work longer hours and also because of some instinctive prejudice against 
women. * * * My candid opinion is that the greatest difficulty for women 
in pharmacy is to overcome popular prejudice sufficiently to get in." 

These 16 statements do not present a very strong indictment against 
legal restrictions. Nevertheless, some of them are thoughtful and 
apparently accurate and indicate that there undoubtedly are cases 
of individual discrimination as a result of legal restriction of the 
hours of work of women in this occupation. 

More erious than the legal restriction, however, was the almost 
universal prejudice against women that was reported by nearly 
every woman. The woman pharmacist apparently feels that she
must fight for her place, and when once she has it she must fight to 
keep it. This appeared not only in the questionnaires in more or 
less stereotyped form, but in personal interviews with women 
pharmacists. Three ·women who were interviewed in California 
agreed almost entirely with the main findings resulting from the 
questionnaire·s. All three of these California . pharmacists were e~
ployed in drug stores. One had worked in pharmacy 21 years and 
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was the assistant manager of three stores; the others had worked as 
pharmacists for 12 years and 4½ years, respectively. The assistant 
manager compounded medicine and supervised work. The other 
two, however, reported that their work was chiefly that of the sales
person, and that it was most unusual for them to have an opportunity 
to do actual pharmacy work. All three said that a strict enforce
ment of the 8-hour law in California would have affected their 
positions, but they also were of the opinion that the change in the 
law that removed women pharmacists from the jurisdiction of the 
8-hour law had not removed the many other factors that react 
against women in this profession. They held that prejudice, tradi
tion, and custom react against women pharmacists in California at 
the present time. 

In discussing opportunities of employment in pharmacy one said, 
"I used to think it was difficult to get positions before. It is even 
more difficult now." She said that she had been scheduled to be 
dropped but her position was saved to her by an epidemic of the 
flu. The men in the store were taken ill and she worked alone for 
several days. Her reward was the appreciation shown by doctors, 
the public, and the company. She feels sure that the reason she was 
to be dropped was because of her sex, not because of the 8-hour 
law. While these three women agreed that patrons of drug stores 
show a preference for men, their own experience had convinced them 
that too few women to offset tradition have had a chance to demon
strate the capability of women in this profession. They believe that 
the public does not know that women pharmacists are on duty, while 
the public erroneously assumes that all men on duty in a drug store 
are pharmacists. None of them knew of a woman who had lost her 
position because of the law, but they said that , women pharmacists 
employed in drug stores as a rule were of the opinion that the law 
hindered their advancement. All three of them objected to being 
included under the provisions of the 8-hour law, and one of them 
said that pharmacists did not need this kind of legislation as girls 
in factories needed it. She contended that the work of the pharmacist 
was more interesting. For two of them there had been no change 
in hours because of the change in the law. One said she always 
worked the hours she was needed, and one that she was kept in spite 
of the law because of her years of service, and that she was still on 
an 8-hour schedule, because business was slack. She resented this 
very much, because it meant that she had a reduction of pay accord
ingly, though Ehe had worked in the store as long as any of the men. 
This is interesting in view of the fact that she was the only one of 
the three who had taken any part in urging the legislature to remove 
women pharmacists from the provisions of the 8-hour law. 

SUMMARY AND CONCLUSIONS 

The data presented in the foregoing pages, though not an exhaus
tive compilation of the facts relating to the employment of · women 
pharmacists, outline the conditions of their employment and the 
factors that chiefly determine their opportunity in that profession. 

Briefly stated, the occupation of pharmacist is one that, for women 
at least, is carried on under conditions hardly paralleled in any other 
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line of work. Pharmacy work itself has requirements of training 
and experience that are controlled rigidly in almost every State, for 
both sexes (see pp. 288-290). It is a skilled occupation that may be 
classed as professional or semi professional, and that is not open to 
anyone, man or woman, without considerable preparation. A fee 
must be paid for license to practice. A certain kind of practical 
experience must be had and occasionally the number of hours worked 
is determined by State regulation, for men and women alike. 

In spite of this extensive attempt to establish minimum require
ments for work in the profession, the actual work performed by 
many registered pharmacists who have met all the prerequisite 
standards involves duties that are far from professional in type. 
Very few pharmacists, men or women, carry on solely the occupa
tions of compounding medicines and filling prescriptions for which 
they qualified as pharmacists. In addition to this highly skilled 
work they do a certain amount, varying in degree with the establish
ment in which they are employed, of straight selling of the multi
tudinous articles in the stock of the modern drug store. Heavy lift
in O' in arranging show windows and counter displays, moving carboys 
and demijohns of medicine, also may be required of the pharmacist. 
Frequently the selling end of the occupation is a far more important 
part of the work than is the filling of prescriptions, and this is 
especially the case with many of the women employed. In many 
States a person is not allowed to sell certain medicines unless he or 
he is a registered pharmacist, and for the sake of convenience the 

drug-store manager prefers to have registered pharmacists for sales
men or saleswomen to avoid complications in the matter of what they 
can sell. This situation probably is what has led to the application of 
the labor law to women registered pharmacists. As many women 
pharmacists were found to be carrying on solely work that is classified 
as "mercantile," it has been the practice in some States to consider 
this aspect of their work as more important for regulation than their 
occasional employment at the prescription counter, and the mercantile 
law has been considered to apply to them. Such application of the 
law, howe:ver, is by no means universal and occurs in only 27 State 10 

; 

while in the remaining States there is either no hour law or it is so 
interpreted that it does not apply to women in this occupation. 
California has a pharmacy law that applies to men as well as to 
women. 

The occupatirm of pha:rmacist see111,s to be one vn which there is 
very direct competition between men amd women, as there are many 
cases on record where women a:re doing exactly the same work as 
that perfornied by nien. The competition, however, is not yet on 
equal terms. Though the requirements for registration for men and 
women are the same, records from 38 States show that only a very 
small proportion-less than 3 per cent~of the registered phar
m~cis~s are women .. The v~ry fact that women are in such a great 
mmority reacts aO'amst their employment, and probably is one of 
the chief factors that have made it difficult for them to advance in 
this profession. I n other words, wome~ still are pioneers in this 
occupation and are facing the difficrulties and prejudices with which 
pioneers must meet in almost every line of work. 

10 See p. 291. 
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The reasons why there are so few women in the profession are 
diverse. Tradition and custom have served as influences to ret:;ird 
the advancement of women in law and in medicine, and these same 
influences are to a large extent the source of the problems that retard 
the advancement of women in pharmacy. Women are not wanted 
in pharmacy either by the men pharmacists who are employed or 
by the managers of drug stores. Neither employers nor public are 
:as yet accustomed to the idea of women pharmacists. The very fact 
that so few women have qualified for and have sought this kind of. 
employment tends to limit opportunities £or women in this profes
sion; in other words, employers must get accustomed to the idea of 
employing women pharmacists before they will accept and practice 
the policy of selecting pharmacists without bias as to sex. More 
women must qualify and more women must demonstrate the ability 
of women in this profession before either employers or the pubFc 
will accept them on a par with the men in the profession. 

In relation to the part played in limiting women's opportunities 
as pharmacists by the State labor legislation that has been applied 
to this occupation, it does not seem that there can be found any 
direct relation between the legal regulation of women's hours and their 
numerical importance as pharmacists. _Examination of the figures 
showing the number of women registered in the different States in
dicates that the same factors react against and handicap women 
pharmacists in States in which there has never been a law regulating 
hours of employment for women that appear to handicap them in 
States where the hours of work of women pharmacists are restricted 
under a women's hour law. The data show conclusively that the 
achievenients of women in pharmacy are not dependent on the non
ewistence of a women's howr lmw, for women have entered this pro
fession in numbers and in proportion greater iJn States where an 
8-hour WIW applties to w01nen pharmacists than in any one of the 
five States where no hour lmw for women exists. The nonexistence 
of an hour law in IndWJr/,,{l), for example, does not appear to have 
benefited the 11/IJlmerical position of women pharrmox:ists in that State, 
only 42 women being registered in 19B5. I n that State the per cent of 
women among the registered pharmacists is small (0.95 ), but the per 
cent of women among employed pharnwx:ists is even s1naller (0.66 ). 
The State of Washington, on the other. hmnd, whose 8-hour law applies 
to women pha:rmacists, had <£00 women on its register, these compris
ing 8.fl per cent of all registered pharmacists in Washington. 

As the numbers of the women employed as pharmacists are so 
small their progress in this occupation is as yet one in which it is 
the individual experience that counts and from which significant 
conclusions can be drawn. Their numbers are not yet great enough 
to discover trends of employment through mass consideration. 
Interviews and statements with individual women pharmacists have 
shown that many do not feel that labor legislation applied to their 
occupation has been a handicap in establishing themselves in this 
work. There were some who felt it had been an assistance. On the 
other hand, 16 in a total of 94 felt that it had been a handicap 
to them. That there are other greater and more serious handicaps 
there is no question, but the fact remains that in the stories of a 
number of individual women pharmacists labor legislation seems to 
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have added to the prejudices against their employment. Whether 
this legislation actually has limited their opportunities or whether 
it has been advanced as an excuse to cover up the other prejudices 
already well established can not be definitely stated. In view of the 
fact, however, that. the woman registered pharmacist is under State 
regulation for the entire profession, which is gradually becoming 
more extensive and probably will eventually standardize hours for 
this group, and in view of the fact that the women in this occupation 
are a more or less picked group who have gone through considerable 
training in order to secure registration, it seems that the appli
cation of labor legislation to this occupation ma,y have proved an 
unnecessary restri ction. 
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CHAPTER XIV.-· PROHIBITED OCCUPATIONS 

Grinding, polishing, and buffing-Electric and acetylene · welding-Taxicab 
driving-Gas- and electric-meter reading 

In addition to the regulatory laws prescribing certain minimum 
standards of hours and working conditions for women; in a number 
of States there are prohibitory laws that absolutely bar women from 
certain occupations. These laws vary in each State and are found 
in su~cient number to make it important to examine them as a type 
of legislation whose effect on women's employment opportunities may 
be most far reaching and significant. 

The prohibitory laws may be divided roughly into throo o-roups: 
Those that prohibit women's employment in certain types of estab
lishment, such as mines or smelters; those that prohibit women's 
employment in certain occupations that might be carried on in con
nection with the manufacture of any one of a number of different 
kinds of products, such as grinding, buffing, or welding; and those 
that prohibit women from certain occupations that are more inde
pendent in type and are not J1ecessarily industrial nor directly con
nected with any processes of manufacture, such as taxi driving and 
meter reading. A complete summary of these prohibitory laws and 

. the States in which they apply is given in a subsequent volume of this 
report. For the present section it will suffice to indicate those occu
pations that were selected for investigation and the extent and type 
of the laws that prohibit them. 

Following a policy of selecting occupations that seemed most sig
nificant from the point of view of opportunity for women and that 
seemed most feasible for investigation, the occupations selected were 
grinding, polishing, and buffing, welding, both electric and acetylene,, 
and taxi driving and meter reading. 

A large variety of other occupations are prohibited for women in 
various States. Their employment in mines is against the law in 18 
States.1 They are prohibited from working in quarries in New 
York, Ohio, Oklahoma, and Wisconsin; in blast furnaces in Ohio; 
in smelters in Ohio and Utah; in pickling rooms in Wisconsin; as 
messengers for railroads in the calling of train crews, on tracks, or 
at trucking for railroads, in taking down blue beds after the process 
of lead corroding, and at lifting heavy weights in explosive plants 
in Pennsylvania. In Ohio there is a long list of occupations that 
are prohibited for women, covering such work as that of crossing 
watchman, section hand, express driver, molder, bell hop, and work 
in shoe-shining parlors., bowling alleys, pool rooms, bar rooms and 
~aloons, or public drinking places, and in delivery service on wagons 
or automatically-operating freight or baggage elevators, baggage 

1 Alabama, Arizona, Arkansas, Colorado, Illinois, Indiana, Maryland, Missouri, New York, 
Ohio, Oklahoma, Pennsylvania, Utah, Virginia, Washington, West Virginia, Wisconsin, and 
Wyoming. 
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handling, freight handling, and trucking of any kind. In Ohio 
they are prohibited also from any employments that require fre
quent or repeated lifting of weights over 25 pounds. 

Obviously it was impossible to investigate all these occupations in 
the time allotted for this study, and it is equally apparent that many 
of these occupations do not offer employment in other States to 
women in sufficient quantities to make possible an adequate investiga
tion of the occupations as fields of work for women. In those occu
pations for which numbers employed are given by the United States 
Census, the women are so few that the occupations are almost negli
gible in importance from the women'.s point of view. In addit10n, 
much of the prohibited . work does not offer any future for a particu
larly desirable career for women, and therefore it has not been con-
sjdered significant for this investigation. . 

EXPLANATION OF LAWS PROHIBITING OCCUPATIONS 
INVESTIGATED 

Grinding, polishing, and buffing. 
Grinding, polishing, and buffing are prohibited for women under 

certain conditions in New York and Ohio. The New York law 
passed in 1903 stipulated that women could not be employed in 
'' operating or using any emery, tripoli, rouge, corundum, stone, 
carborundum, or any abrasive or emery polishing or buffing wheel 
where articles of baser metals or iridium are manufactured. 2

" This 
law was amended in 1921 to permit women to operate such wheels for 
wet grinding under conditions specified by the industrial board. 3 

Strictly interpreted, this law would permit the use of the abrasive 
materials listed on articles that are not made of the baser metals or 
jridium, and grinding could be done on glass, rubber, etc. In Ohio 
the wording of the law, though apparently similar in intent, is 
quite different. In this State women are prohibited from " operat
ing, assisting to operate or using any emery wheels or belts rolled 
or coated with emery or corundum or cotton wheels used as buffs." 
In this law there is no stipulation as to the type of material upon 
which the abrasive may be used, so in that way it is more sweeping 
in its provisions than is the New York law, though it does not enume
rate so many different types of abrasive upon which women can not 
be employed. 1 

Welding. 
Welding is prohibited for women in Pennsylvania, where a ruling 

of the industrial board stipulates that women may not be employed 
-on either acetylene or electric welding or burning. 
Taxicab driving. 

Taxicab driving is prohibited for women in Ohio (see note), where 
the law states that they may not be employed as taxi drivers or 
jitney drivers. 

NoTE.-Since the preparation of this r eport the law has been declared in a 
county court of Ohio to be unconstitutional. Because of the fundamental 
principles involved in this method of regulating such occupations the informa-

2 New York. Sesson laws of 1903, ch. 561. 
3 New York. Session laws of 1921, ch. 642. 
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tion collected is presented here, although it is no longer an issue in Ohio and 
the law has no counterpart in any other State.-EDIT0R. 

Meter reading. 
Meter reading is prohibited for women in Ohio and Pennsylvania. 

The Ohio .Industrial Board states that women shall not be employed 
as gas- or electric-meter readers. The Pennsylvania law goes one 
step further and prohibits the employment of women reading or 
testing electric and gas meters. 

METHOD OF INVESTIGATION 

The immediate effect of these prohibitory laws is obvious. In 
the States where they are in effect they bar women from the occu
pations or industries enumerated. The object of investigating these 
laws is to discover how important this barring of women is from the 
viewpoint of their opportunity in wage-earning pursuits. If women 
are prohibited in one or two States from occupations that they are 
carrying on successfully in other States, it is obvious that the pro
hibitory law that prevents their b~ing employed tends to be a rather 
serious handicap. If, however, women are not found in these occu
pations in other States, or if they are found to be employed under 
conditions that seem unduly taxing, it would seem that the prohibi-
tion was not without justification. · 

For this section of t}le investigation, therefore, it was decided to 
search out, in the States where such prohibition did not exist for 
women, employers who were using or had used women in these 
occupations and women who were employed or had been employed 
at such work. From these two sources of information the plan was 
to secure data as definite as possible to show the attitude of the 
employer toward the suitability of women for these occupations, the 
extent and conditions of women's employment, and the experiences 
of the women so employed. 

In selecting occupations that would be designated as prohibited in 
certain States, it was necessary to make rather general decisions 
as to whether or not they would come under. the law in question. 
Obviously it was impossible to get decisions from the States having 
prohibitory laws about occupatiqns in other States. Such deci
sions could not be given without inspection of the process, at least, 
and the States could not be asked to undertake to make rulings for 
conditions with which they were not familiar. There was also the 
difficulty of knowing just how the law was interpreted in a State 
where it was applicable. Experience has shown that the force of 
any law depends upon its interpretation, and there are many fine 
points in connection with a description of occupations that would 
have to be decided before anyone could say definitely that such an 
occupation would be prohibited in a State where a prohibitory law 
was in force. For this reason, therefore, no attempt was made to 
get a definite decision as to the application of the law to each occupa
tion for which information was secured. Instead, those occupations 
were included that seemed likely, according to the exact wording of 
the laws, to come under them. For some of the occupations listed, 
therefore, it can not be stated definitely that they would be pro
hibited in other States, but they are akin to the prohibited occupa-
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titms and according to an exact interpretation of the law probably 
would not be permitted for' women under the laws in question. 

In each State in which different phases of the general investiga
tion were studied, effort was made to secure information regarding 
the employment of women in aU or some of these occupations. The 
cooperation of State officials and of trade-unions was secured in 
attempting to locate plants where women were employed. In Massa
ch 1sett , for instance, the agents of the department of labor and 
industries gave the names and addtesses of firms that might employ 
·women in some of the occupations, and the representatives of the 
iron workers' and metal polishers' unions gave similar information. 
In addition to this information, agents were sent, in each State, to 
plants listed in the manufacturing directory as making a product 
on which it seemed likely that women might be employed as grind
ers, buffers, and welder's. 

In California questionnaires were sent to firms manufacturing thR 
type of material on which it was likely that grinding, buffing, or 
welding might be performed, asking for data regarding the employ
ment of men or women on any of these occupations. Twenty-five 
firms replied and gave information. 

The employment offices cooperating with the United States Em
ployment Service were circularized, asking for information as to 
the extent of employment of women grinders or buffers, aoetylene 
or electric welders, gas- and electric-meter readers or testers, and 
taxicab drivers. Answers containing significant information were 
received from 48 of these offices in 18 States-Massachusetts, New 
York, Ohio, Pennsylvania, Wisconsin, Connecticut, Kansas, Mary
land, Minnesota, North Carolina, New Hampshire, Oregon, Rhode 
I sland, South Dakota, Virginia, Washington, Missouri, and Indian~. 

Information r egarding the employment of women as taxicab 
drivers was secured through interviews with the leading taxicab 
companies in Cleveland, Chicago, Boston, New York, and Philadel
phia. 

Information regarding the employment of women as gas- and elec
tric-meter readers was secured through interviews with utility com
panies in the larger cities of California, Illinois, New York, and 
Wisconsin. 

Persona.I interviews were had with women who were or had been 
actually employed in the occupations enumerated. These interviews 
were secured in seven States-California, Illinois, Indiana, Massa
chusetts, New York, 1Visconsin, and Pennsylvania. 

GRINDING, POLISHING, AND BUFFING 

Grinding, polishing, and buffing are occupations that would be 
affected by the laws in New York, Ohio, and Michigan prohibiting 
the employment of women to operate or work on wheels made or 
covered with certain abrasives or used as buffs. 

These occupations are similar in type but differ in the skill required 
for operation, t he purpose of the operation, and the agent used. 
When a small amount of metal must be removed from articles to 
bring them to correct m.Msurement, they usually are ground. When 
a smooth surface or special finish is desired, they are buffed or pol-
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ished. Grinding is accomplished by revolving sandstone wheels c,r 
wheels covered with sharp angular grains of emery, corundum, or 
carborundum against the object or by revolving the object against 
the wheel. In buffing and polishing the wheel is cloth, felt, leather, 
or wire, and sometimes a polishing paste is applied either to the 
wheel or to the article. 

In wet grinding the cutting is done under a stream of water or 
oil, that prevents overheating and lessens the dust. 

In both grinding and polishing dust is the chief drawback to the 
work, and for this reason exhaust hoods usually are placed over the 
wheel to catch and draw off the fine metal particles or the dust from 
the abrasive used. 

On some operations there is also the danger of getting the hands 
cut or scraped on the wheels, and where the wheels revolve rapidly 
there is a possibility of injury to the worker if the wheel should 
break and pieces of it fly out. 

To eliminate these hazards, special guards are constructed to 
surround the wheels. 

Though many of these operations require considerable skill, dexter
ity, and judgment on the part of the operator, some of them are 
practically automatic, and the grinder or polisher has no responsi
bility other than to feed the parts regularly into the machine. Never
theless; even on these almost completely automatic machines, the legal 
prohibition of women's. employment in operating or working on cer
tain types of abrasive wheels technically would apply. 
Numbers employed. 

There are no reliable figures to show the number of women em
ployed in these occupations in the United States. It is common 
kno"vvledge, however, that during the war there was a tremendous 
increase among women employed in nearly all metal-working occu
pations. This increase without doubt a pp lied to women grinders, 
buffers, and polishers, and the indications are that they have been 
retained to a considerable extent in these occupations. 

In a study made by the Women's Bureau following the war, it 
was found that of 53 metal-working establishments that during the 
war had substituted 429 women for men grinders and polishers, more 
than two-thirds reported in August, 1919, that they had retained 
these women. Forty-four of these metal-working establishments 
compared the output of women and men polishers and grinders. In 
9.1 per cent of these establishments women's output was found to be 
greater than men's; in 47.7 per cent it was equal to men's; and in 
43.2 per cent it was less than men's.4 

In spite of this situation, however, women are not yet employed 
in these occupations in very great numbers. Of the 48 employment 
offices that replied to the questionnaire sent out by the Women's 
Bureau, only two reported that they had had any orders from em
ployers for women grinders or buffers. One of these offices, in Mas
sachusetts, reported four requests from employers for women grinders 
or buffers, but only two women had been registered for such work. 

~ U. S. Department of Labor. Women's Bureau. The•new position of women in Ameri-
can industry. Bul. 12, 1920, p. 96. · 
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The other office, which was in Wisconsin, reported nine orders for 
women grinders or buffers and 45 women registered for such work. 
Ten of the offices did not report on this subject and two reported 
a few registrations and applications for such work but did not state 
whether or not the registrations and applications were for men or 
for women. Nineteen offices reported 478 applications from em-
ployers for men in these occupations. . 

Though these figures are by no means to be considered an accurate 
pre$entation of the demand for men and women in this form of 
employment, they indicate in a general way the relative importance 
of the two sexes as a source of labor supply for these occupations. 

This same relationship is indicated as a result of the quest10nnaire 
sent out to 50 California firms manufacturing products on which it 
seemed likely that women would be employed as grinders, polishers, 
or buffers. Of the 25 firms replying, 18 establishments employed 
men in this capacity, the total number of men so employed being 112. 
One of these establishments employed one woman as a dry grinder. 
In no other establishment was a woman used for this type of work. 
Information secured. 

During the course of the section of the investi~ation covering the 
occupations of grinding, porishing, and buffing, mterviews were se
cured with employers or women workers, or both, in 43 firms in 
California, Illinois, Indiana, Massachusetts, New York, and "\Vis
consin. In 7 of these firms no women were employed on the occupa
tions in question. In the 36 firms employing women, 526 women 
were reported as so employed. 

P ersonal intervie,ws were held with 131 ,women employed as 
buffers and polishers and 89 women employed as grinders. 
Conclusions. 

Judging by the information from both employers and workers, 
women can be and are successfuUy employed in these occupations. 
In most instances the work was not unduly hazardous, and wjth 
proper guards and ventilation it was done in many cases under most 
satisfactory conditions. The women themselves found that from 
the standpoint of working conditions as well as wages this work 
compared very favorably with other forms of employment. 
Description of occupations. 

During the course of the investigation women were found at work 
on a great many different types of grinding, polishing, and buiting. 
Sometimes these occupations were carried on under excellent condi
tions, with well-guarded machinery and adequate exhausts. In other 
cases the conditions were not so favorable. Examples of the differ
ent kinds of employment will be found in the following description 
of typical occupations on which women were employed: 

In one plant automatic grinding was being done on electric motors 
and meters. A very small carborundum wheel was the grinding 
agent. The operator ground the small parts slowly and carefully, 
using a micrometer, microscope, and other gauges in the inspection 
of the size. She started the wheel by kicking the starter, after 
using an instrument to set the part to be ground in a vise that held 
it against the grinding wheel. The investigator who reported thii; 
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occupation stated that this was an automatic machine with a splendid 
exhaust attachment to the wheel, and that it was as clean as work 
at a jeweler's counter. The operator stood for her work, and moved 
about a little, and there was no speeding. This operation would 
come under the prohibition of both the New York and the Ohio law 
as to use of a carborundum wheel on a metal part. 

In another plant 173 girls were employed at "glossing." The 
operation consisted of placing in a slot the small part to be glossed 
:and pressing a treadle. This completed the operation, as the machine 
was automatic. As the glossing was done, the wheel was first cov
.ered with oil and rouge, but before the last few revolutions the oil 
:and rouge was rubbed off, and the final gloss was done dry. This 
type of operation was more a machine-feeding job than grinding or 
polishing, but the operation still involved the use of the abrasive 
that is prohibited in Ohio and · the use of the abrasive and baser 
metal that is prohibited in New York. 

In another plant 20 women were employed on buffing composition 
parts that were used for the handles of percolators, plugs, etc. Most 
of these women were employed on automatic machines with powerful 
exhausts that removed all dust. Most of the wheels were linen 
covered, but . a few were made . of wire, and one or two were felt 
covered and coated with carborundum. The material polished was 
not of metal, but was a composite material that would not come 
under the classification of the New York prohibition of such work 
on the baser metals or iridium. This occupation would, however, 
because of the use of abrasive wheels and carborundum, come under 
the Ohio prohibition. 

In another plant where a number of women were buffing or polish
ing the work was done on a canvas wheel and the material of the 
product was aluminum, bringing this occupation within the prohibi
tion of both New York and Ohio. In another plant the buffing was 
done on blades of knives by cloth-buffing wheels set in emery. A 
clutch held the knife handle, that was fed automatically and slowly 
between the buff wheels. Apparently there was little dust and there 
were no sparks. 

In one ·of the largest plants visited, a number of girls were found 
working on both grinding arid buffing. · There were 89 women em
ployed in these departments on the day of the interview. The buffing 
wheels were from 6 to 14 inches in diameter; some of them were 
soft-cloth wheels, some hard-cloth, and others were hard wood 
covered with carborundum. A grease was used to lay the dust and 
-to aid in the polishing. All the machines had individual motor 
drives and a hood-like arrangement over the wheels to aid the blower 
system. Blowers were on all machines. The girls could sit or stand, 
:as they chose: The chairs were adjustable, with wooden seats and 
backs, and the work was sq arranged _that no one used the same mate
:rial or size of wheel all the time. The material buffed was of metal. 
so t11is occupation would come under the prohibition of both New 
York and Ohio. ' 

In another department of the same plant girls were on automatic 
grinding. The work of the girls was to place the parts to be ground 
in the machine, ready to be :;iutom·atically fed, and to remove the 
parts froni the machine when ground. ·The only work to be done 
was an occasional adjustment that was very simple. Oil poured over 
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the grinding wheel and every part of the machine was oily. The 
operators wore heavy overall suits and caps as a protection from the 
oil which sometimes causes a rash. This rash seemed to be the 
chief drawback to the job. It was stated that some girls are so 
susceptible to it that thev are not kept on the grinding. This work 
would not come under the New York prohibition, as it is not dry 
grinding. It would, however, be covered by the Ohio law. 

In one or two plants the grinding or polishing was being done 
on glassware, which would not bring the.. occupation under the New 
York law, but the polishing agent was emery, which would bring it 
under the Ohio prohibition. 
Suitability of work for women. 

The employer's opinion of women's employment on these occupa
tions was secured by interview in 19 establishments. Of these, 13 
were employing women, and it was stated by one employer that he 
would like to employ women but had not done so because he under
stood the law would not permit it. His understanding in this case 
was not correct, as his plant was in New York State and he wished 
to employ women on wet grinding, which is permitted by the law. 

The general opinion of the majority of employers was that women 
excelled in grinding and buffing small parts and that men were more 
successfully employed on heavier work. In one plant, employing 
sometimes as many as 20 women buffers, it was reported that . the 
number of women employees had been increased lately because it was 
found that women were particularly adept at polishing small· parts. 
The employment manager in this plant was very enthusiastic about 
girls in the buffing department, because they did such fine work. 
Usually the girls were employed at buffing very small, light, nickel
plated parts that must be held very lightly against the buffing wheel. 
It had been found that the girls were much more successful than men 
in this operation. 

In another plant, which employed 15 women at dry grinding very 
small parts, it was reported that the women were much more satis
factory than men, as the product in this plant was so small that the 
work was veTy light and women had proved more speedy and careful. 

One plant reported that they had never employed men on the kind 
of polishing women were doing, because the girls were better adapted 
to the work, having the lighter touch required for the fine polishing 
necessary for their product. 

Another outstanding reason for employing women in these occu
pations was that they were cheaper than men. In some cases where 
women were employed on the same work as men but at a lower rate 
of pay, the higher rate was given to men beca·use they were expected 
to have a greater output or to do a greater variety o~ work. In other 
plants women had been introduced on men's work or had been substi
tuted for men simply because they could be secured more cheaply. 

That women's · output was better than men 's was reported occ rr 
sionally. In an establishment ·making .pencils it was reported that 
women had been put on buffing met-al parts twp· years before and 
that they had increased the output per operator by 15 per cent. In 
a plant manufacturing piston rings and shock absorbers 25 to 30 
. wo~en were employed on dry grinding becuu~-e it had been found b.y 
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the management that " .women were able to turn out more goods at 
a lower cost than men." · 

One plant reported that they had wanted to employ women on 
wet grinding and had written to the State department of labor about 
this, but the idea had been given up as it did not seem worth while 
to do what was necessary to obtain permission from the department 
for women to be employed. 

In many establishments there had been no consideration of the 
possibility of employing women en grinding, polishing, or buffing, 
as the work involved operations too heavy for women. During the 
course of the investigation a large number of establishments were 
visited, in the attempt to find women employed in some of these 
occupations, that never had employed women and that would not 
consider ·doing so. In a few such cases the employer gave his 
opinion of the possibility of such work for' women and these opinions 
were recorded. 

That the work was too heavy for women was reported in three 
plants. One of these plants was manufacturing jewelry, which does 
not seem to indicate great weight in the product , but the employer 
reported that there were heavier par'ts to be polished that required 
·' beef muscle," not " chicken muscle," to brace them against the 
·polishing wheel all day. This employer had used women at one 
time for this work. 

Another plant that found the work too heavy for women was doing 
finishing on bars and copper goods, and had never employed any 
women. · 

The third plant that did not employ women because the work was 
too heavy was manufacturing metal furniture. · In this plant, it 
was reported, they did not try women even during the war. 

That the work was too skilled for women was reported at one 
plant that manufactured metal signs and name plates, where it was 

. stated that women had never been used on buffing or grinding, as 
such work required too much skill for most women. The employer 
in this plant added that, in his opinion, women did not care about 
jobs requiring skill. , 

In only one establishment did the likelihood of accidents seem to 
influence the employment of women. In this establishment women 
formerly had been employed, but the manager reported that there 
had been one or two accidents from women's hair getting caught on 
polishing wheels, so he did not use them any longer. 

That women were not employed, though one woman had been used 
satisfactorily, because of a reluctance to employ one woman in a 
department where many men were working, was reported by a plant 
making electric motor_s. The manager of this establishment said 
that th~ worn.an he had employed on grinding during the war had 
done very satisfactory work, but he did not care to have only one 
or tw6 women with so many men, and therefore had replaced her 
by a man. 

The unsuitability of such work for women was strongly empha
sized by the members of the unio11 in two States. In Massachusetts 
a member of the metal polishers' union stated that they had no 
women members in this union for iseveral reason~, the chief of which 
was that metal polishing was · ba·d for the health. "It is awful on 
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the men," he stated," and it must be worse on the women. The dust 
is bad; the blowers are not strong enough. I would not want my 
wife and daughter to work on polishing. It is bad for the lungs." 

A member of the metal polishers' union in Illinois stated that the 
reason more women were not employed in these occupations is that 
usually the two jobs, polishing and buffing, are done by one operator. 
The polishing job, he said, was rough work, and usually was too 
heavy for women; and though women frequently could do buffing, 
when the two jobs are combined, as was usually the case, men almost 
invariably are employed. He did not think that grinding or polish
ing was good work for women, as it was too rough and frequently 
required considerable J?hysical strength. 

In spite of the feelmg of the unions and of a small number of 
employers about the unsuitability of this work for women, a number 
of contrary opinions were given by persons well acquainted with the 
operations in question. A member of the industrial commission of 
the State 0£ Wisconsin said that in that State these occupations were 
well guarded and numerically so unimportant that there seemed to 
be no immediate need for legislative action prohibiting women from 
such work. 

An engineering expert in the same State, who had been connected 
with the industrial commission, stated that in his opinion there was 
no reason why women should not be employed as buffers on light 
parts if there were sufficient safety devices and adequate exhausts. 
Personally he felt that he would rather see a woman doing such work 
than some other more dangerous machine operations. He felt that 
very small parts were suited to women's strength if they were not 
of too hard a metal, and that with the blower equipment the physical 
effort of holding the part firrn1y against the moving wheel was the 
point of strain rather than the dust hazard that existed before the 
blower systems were installed. 
Hazard or strain. 

Though no outstanding instances were noted of exceptional hazard 
or strain connected with the occupations on which the women were 
employed, certain drawbacks were apparent in a number o-f the 
occupations and the e were noted at the time the information was 
secured. 

Spattering with oil and water often accompanied the work of 
wet grinding, as, in one plant, where the operators running automatic 
grinders had to wear heavy overall suits and caps ·as a protection 
from the oil. In another plant the girls who were assisting held the 
parts against very rapidly revolving cloth wheels, and their. faces, 
hands, and clothing became dirty. 

vVet hands, from having constantly to dip in water the parts to be 
polished, were an unfavorable accompaniment to the polishing work 
reported in one plant. . 

Dust, of course, was more generally reported for the buffing and 
polishing and dry-grinding operations. In some plants there was 
a considerable amount of dust, as in one where eight women were 
working as dry grinders. Though the dust was not visible to any 
appreciable extent; the agent who interviewed the women reported 
that after a short time she' felt the dust in her throat and found it 
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difficult to talk. This condition existed in spite of the fact that 
the grinding wheels were connected with exhausts. In another plant, 
where a girl was working on dry polishing with a wire brush, though 
a small guard above the wheel prevented the fine dust from going 
directly mto the operator's face, it did not prevent it from escaping 
at the sides of the wheel, with the result that there was an appreciable 
amount of dust in the air. 

Accidents seemed to occur very seldom. One plant reported an 
accident "about once in every three years" when an operator would 
try to readjust a part that had not been properly inserted, with a 
resulting abrasion on the first finger. 

A few of the occupations seemed to be physically fatiguing, as· in 
one J?lant where the ,vomen had to move the parts to be ground with 
a swinging motion from the waist, but in much the greater number 
of establishments the operation seemed light and not unduly taxing 
physically. 

In examining the conditions in these occupations it seemed that 
for occupations that have been prohibited for women there was sur
prisingly little serious hazard or strain. In fact, certain plants 
received enthusiastic comment on the conditions under which the 
work was being carried on. In an establishment where 14 women 
were buffing automobile parts it was reported that all belts and gears 
were completely covered with guards', and hoods were over every 

. buffing wheel, attached to an exhaust system so effective that there • 
was -no dust in the atmosphere. The superintendent and the trained 
nurse in this plant said they felt that polishing was as suitable work 
for women as most of their conventional occupations·. The nurse 
said she had had no complaints of throat or nose infection that she 
thought could possibly have ~risen from the dust among either the 
men or the women employed m that department. 

Interviews with the women employees themselves, however, 
brought out mo1·e details of the drawbacks to the occupations in 
question. . 

The complaint most frequently met with was, of course, the dust 
connected with the various processes. One woman who was buffing 
told the agent that when she first started work she felt "as though 
the dust filled her up," and that because of this dust she did not feel 
like eating. However, she stated that she got over this feeling in 
about a month and did not notice it now. 

Another woman, working in the same plant on the same operation, 
reported that she found the work a little dusty and got a sore throat 
now and then. Several of the women reported that they felt the 
dust at first but got accustomed to it and had noticed no ill effects 
from it. One girl who was doing grinding said that whenever she 
ha~ a _co~d she asked her employer to let her stay away from grinding, 
as 1t irritated her throat and made her cold last longer. Another 
_girl, who _was employed on wet grinding, reported that when she 
1put in a· new eniery the-emery. got into her hai1~ and the dust choked 
her and made her cough. 

One woman employed on wet grindin.g said that she disliked th€ 
work because it i ras so dirty. She said that the oil flew all over her 
clothes and soaked her ·to the skin .through her oilcloth apron. 
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Another drawback to wet grinding was reported by a woman who 
said that she found it very trying to have her hands wet all the time. 
For this operation she had to dip the pieces in water and rub on 
powdered pumice with her fingers before she did the polishing. 

Another drawback to the work of grinding and polishing was the 
probability of getting burns and scratches from the wheels. This 
was reported by a number of women. These burns and scratches, 
however, did not seem to be very serious injuries, and did not keep 
the women from going on with the work. On one buffing operation, 
it was reported, in spite of every precaution the girls occasionally 
got little burns on their fingers from the emery wheel. As they were 
buffing rather small pieces it was difficult to protect the nails and 
finger tips that came in contact with the wheel. 

In a plant where buffing was done to give a satin finish to alumi
num ware the workers complained that the wire fibers that formed 
the polishing wheel sometimes got in their hands and felt like 
plinters. This buffing process had to be done very quickly and 

light ly, and it was difficult to handle the a!'ticles so that the fingers 
did not come in contact with the wheel. In order to protect their 
fingers, the girl on this occupation strapped bits of paper on their 
finger tips. 

When finishing another part of the ware that was being buffed, the 
girls were obliged to wear gloves with leather palms, as the material 
got hot under the polishing process and burned their hands. One 
woman who was buffing mckel goods reported that the work was 
hard on her hands, as sometimes the wheel struck her finger, which 
in time got so sore that it cracked and bled. She said that this would 
·not happen if she could take more time to be careful, but that she was 
on piecework and had to hurry to make an adequate wage. 

On grinding there seemed to be less danger of abrasions on the 
fingers, but one woman reported that she did not like the occupation 
because she could not wear gloves and the small parts that she was 
grinding often got very hot. She seemed to be rather afraid of the 
work because she had seen one or two accidents as a result of careless
ness in holding the part to be ground and once herself had been 
"scratched and cut to the bone." This injury, however, was not 
serious enough for her to lose any time. She was philosophical about 
the hazard of the occupation, however, and said that "you have to 
expect to lose a little piece of nail or hide on this job." 

,:O ccasionally the strength required for the work seemed to be a 
drawback from the point of view of the woman employed, as when 
a part had to be pressed heavily against the wheel or an unusual 
motion was req_uired in turning the piece to be buff ed. One girl 
who was polishmg small nickel-plated circular plates reported that 
a special swing of the arm was required to turn the piece be.ing 
1:niffed· that had caused her wrist to swell. She had had to have her 
entire arm bandaged in order to relieve this swelling. Several of 
the women complained of the fatigue to their wrists caused by some 
·special motion that was required to bring the proper surface against 
the polishing wheel. 

Speeding, constant standing, and eyestrain because of the reflec
tion of the light on a metal surface also were mentioned as drawbacks 
fo some of the occupations met with during the course of the survey. 
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Only one accident was reported by a woman during the course of 
the interviews. In this case the woman was buffing aluminum ware 
on a wire wheel. She leaned over the wheel to reach behind it and 
her apron got caught and was badly torn. A more serious accident 
is avoided on this machine by the fact that when an apron is caught 
in this way the belt slips off the wheel and the worker escapes _without 
injury. The wheel is partially covered by a guard, but space must 
be left open in front so that the article to be polished may be applied 
to the wheel, and if the worker gets too close to the exposed part her 
apron is liable to be caught. 

Though this was the only accident reported by a worker in one 
· of the plants visited, the management told of a serious accident that 
had occurred some years before the time of the investigation. In 
this plant a number of women were employed on polishing. Their 
machines were equipped with exhausts that all led into the same pipe. 
Through some cause unknown to the management an explosion oc
curred in the main pipe, resulting in the death of several of the girls 
and the injury of many others. Since the occurrence of this accident 
a different exhaust equipment has been installed, so it does not seem 
that such a disaster can occur again. 

On the whole, the drawbacks reported by the women do not .seem 
to hav~ been very great, as in few cases did the attitude of the woman 
toward her job seem to have been greatly influenced by the · dust or 
dirt or any of the other undesirable conditions described. 

The workers' attitude toward their jobs. 
' · On, the whole, the women ~ere most enthusiastic about the work, 
in spite of the physical conditions that sometimes they found un
pleasant. Their general attitude was most striking when they were 
asked what they thought of their jobs and how the work compared 
with other occupations in which they had been engaged. 

Buffing and poUshing.-One hundred and thirty-one women en
gaged in buffing and polishing were interviewed and their opinions 
were secured as to the conditions under which they were working 
and the comparative advantages of their present jobs. These women 
had had considerable experience in their occupation, only 14 of 
them having been employed less than six months at the work about 
which they were interviewed, while 65 had been employed on the 
occupation for two years or more and 24 of these had been employed 
for five years or more. 

They had had, also, considerable working experience in other lines. 
Only 12 of them had a total working experience of less than two 
years, while 71 had a total working experience of five years or 
longer. It is obvious, therefore, that their opinions were based on 
considerable knowledge not only of the occupation on which they 
were employed at the time of the interview but of other occupations 
in the field of industry. About half of the women were under 25 
years of age. 

It is unusually striking to find that of this group of 131 women 
who were buffers -and polishers, 105 stated that they liked the work 
on which they were employed, and only 8 reported that there were 
handicaps to the work serious enough to make it compare unfavor
ably with . other occupatio~s they had been employed on or to make 
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them discontented with their present work. Even these women did 
not unqualifiedly condemn their work. Most of them found some 
alleviating circumstances connected with it. The reasons given by 
these eight women for not liking their work covered a rather wide field. 
One woman who was buffing stated that she found the job very dirty 
and hard on her hands and that she did not make as much money 
at it as she had made in a department store, which she considered 
a higher type of work. She had worked also three years at the soda 
fountain in a 5-and-10-cent store, which she thought was a cleaner 
job than buffing. She had worked in a can factory for five years, 
where she had earned better money than she was getting on the 
buffing job, and she thought that the factory in which she was em
ployed on buffing was very cold and uncomfortable. She added, 
however, that" it could be worse." 

Three women who were employed in the same plant polishing 
glassware felt that their work had many drawbacks. One of them, 
who was very frail and looked much more than her 49 years of age, 
said that it took a great deal of strength to grind all day and that 
big women used up all their strength on this occupation. She did 
the work when she could get it because it paid better than the time 
jobs in the plant where she was employed. Another woman, who 
was polishing rough surfaces of glass, stated that she got tired of 
the work when she started it, but that she had got used to it, as she 
was "as strong as an ox, anyway." She said she preferred to do 
housework, which she had done before she was married, but with 
a family it was impossible to do that at present. For a year she had 
tried other factory work, but she had found that she fitted into the 
polishing work better, though it tired her hips and arms. Tlie third 
woman on this same job had been polishing for eight years. She 
reported that polishing the large parts was physically fatiguing, 
while the work on the smaller parts was so tedious that it made her 
nervous. However, she said that she had worked in the fields and 
at housework, and that her present work was "not as bad . as the 
washboard. You have to stand, anyway, and you might as well do 
it where you get some pay." . 

Another woman who found the buffing work undesirable reported 
that it was hard on her eyes because of the reflection of light from 
the metal being buffed. However, though she thought that buffing 
was harder work she found that it paid better than domestic service, 
in which she had made only $20 a month. She had been employed 
also in a factory, which had paid her the highest wages, nearly $16 
a week. 

Three other women who objected to the work did so particularly 
because of the strain of speeding, which seemed to be prevalent in 
the factory where they were employed. All three were buffers in 
the same plant. One of these women had just left her job because 
she was disgusted with it. Her husband confirmed her attitude, 
saying that he did not want his wife to come home tired out in the 
evening. This woman had been employed in housework before she 
was marr ied, and thought it was a cleaner job than the buffing on 
which she had been working, but could not go on with it since her 
marriage. She had been employed as a buffer all winter and had 
been very well and had noticed no ill effects or strain in connection 
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with the work except that when she speeded· and sat in a stooping 
position from 7.30 in the morning till 5.30 in the evening, naturally 
she was tired out. 

Another woman in the same plant who was dissatisfied with her 
work said that it was not because of the dust, which had never 
bothered her, but was because of rate cutting and consequent speed
jng. " If I could make out," she said, "it wouldn't be so bad." She 
had to hurry so on the work that she could not take . time to be 
careful, with the result that her fingers got cut on the wheel. 

A similar report was made by a third girl in this plant, who com
plained of the dirt and of the speeding but who added that there 
was more money in it than there had been in the laundry where she 
was first employed. She stated that the speeding affected her wrist, 
which was beginning to swell because' of overfatigue. In discussing 
the dust connected with the occupation she stated that it had never 
had any disagreeable effect on her, but she said that new girls were 
inclined to bend over their work too closely, and that they got their 
faces black from the dust that came off the wheel. The dust came 
from a paste applied to the cloth buffer. This girl, as well as two 
others, complained most seriously of another woman in the plant who 
was used to set the rates for the work on which they were engaged. 
They felt that this woman speeded unnecessarily, and that the rates 
set were too low for the average production. When this pacemaker 
was interviewed she reported most enthusiastically about all phases 
of the work, in very great contradiction to the reports made by the 
three wo:rilen whose attitude has just been described. 

Among the women who liked their work the remarks ranged all 
the way from a simple indorsement that it was "0. K.," or that they 
were satisfied, to very enthusiastic comment. Seven women stated 
that it was the best job they had ever had; four that it was interesting 
and fascinating. Forty-one st~ted that the job was " 0. K." and an
other 41 that they liked it. These statements as to liking the job 
varjed . considerably. Typical statements were: 

"I like it, really. The girls are nice. It is interesting. You work on dif
ferent parts, so it is not monotonous." 

"I'd rather have this job. I feel as though I had learned a trade. It is 
greatly interesting and fa scinat ing." _ 

"I just love it. It took me only three clays to get used to it." . 
"I like it very well here. Nobody kicks. I don't mind any dust. It is not 

hard on you. You may sit or stand." 
" I like it. It is good pay and not too hard work." 
,r l like it very well. The dust has never troubled me. I earn $22 a week." 
"I always wanted to do machine work. I'm much happier in this dirty job 

than straining my mind." 

In comparison with other jobs the women were even more enthusi
astic over the work of 'buffing or polishing at which they were 
engaged at the time of the interview. 

The following summary outlines the individual comparisons by 
87 women who made statements on this subject. Many of the women 
made more than one comr.; arison, their statements varying in scope 
with the extent of their experience. The frequency with which 
certain comparisons occur is, however, a reliable indication of the 
general attitude of the women interviewed. 
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COMPARISON OF BUFFING AND POLISHING WITH OTHER JOBS 

Better pay, better hours, and easier than-

Domestic service. ( One woman reporting.) 
Better pay, better hours, and steadier than-

Buckling and trimming shoes. ( One woman reporting.) 
Better pay and better hours i.han-
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Adjusting head rests in Pullman cars ; domestic service ( 4 women) ; domes
tic service, and hotel work; domestic service, and traveling salesman
ship. ( Seven women reporting.) 

Better pay and steadier than-

Jewelry work. (One woipan reporting.) 
Better pay and easier than-

Bundling in store, a nd :finishing photos, and packing in candy factory ; 
domestic service ; hand dipping tiles ; packing in sugar refinery ; punch
press operating and giving out work-industry not reported; serving 
at steam table. ( Six v;romen reporting.) 

Better pay and just as easy as-

Domestic service and kitchen work in restaurant. (One woman reporting.) 
Better pay and not so mu<;h standing as-

G rinding. ( One woman reporting.) 
Better pay and not such nervous work as-

Wai ting at table, and power-machine operating. (One woman r eporting.) 
Better pay and not so cold as-

Slide-girl' s work in chocolate factory. ( One woman reporting.) 
Better pay and not so tiresome but dirtier than-

Stitching rubber shoes. (One woman reporting.) 
Better pay than-

Assembling-ind nstry not reported; bench work in electrical plant (2 
women) ; bundling in store, and packing in sugar factory; cleaning 
cases ; clerical work; domestic service ( 3 women) ; drilling and assembl
ing in barette factory, and labeling boxes; hand feeding on printing 
press ; hand nailing frames in lawn-mower factory ; hosiery looping; 
machine operating in can factory, and bench work in metal factory; 
making wooden boxes; mangle operating in laundry, and tailoring, and 
lathe operating in machine shop ; packing spices, and salesmanship, and 
machine operating on carpet wire ; paper-box work, and lathe operat
ing, and employment in hat shop; power-machine sewing; putting soles 
on overshoes in rubber factory, and scrubbing in hotel, and counter work 
in hotel; salesmanship (2 women) ; salesmanship and typing; serving 
at steam table, and mill work; se,ving and bench 'work-industry not 
reported; sewing-machine operating, and employment in scratch-brush 
work, and grocery-warehouse employment; teaching, and cementing, and 
labeling drugs ; telephone operating, and cashier's work ; telephone op
erating, and general office work; waiting at table; wrapping. ( Thirty
one women reporting.) 

Better pay but harder than-
Dipping in candy factory ; domestic service, and waiting on table, and 

automatic-machine operating in metal factory; general warehouse em
ployment, and drill-press operating; packing sugar, and coremaking. 
( Four women reporting.) 

Better pay but more tiring than-

Office work. ( One woman reporting.) 
Better pay but poorer working conditions than-

.lPolding in laundry; inspecting in record plant; jewelry-shop work; pasth1g 
in envelope factory. ( Four women reporting.) 

Better hours than-

Clerking at soda fountain; playing for moving p:ctures; restaurant work; 
waiting at table (2 women). (Five women reporting.) 
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Easier than-
Armature winding; domestic service; mangle operating in laundry (2 

women) ; serving at steam table; sorting tobacco leaves in warehouse; 
. weaving. ( Seven women reporting.) 

Easier and steadier than-

Cotton-mill work. ( One woman reporting.) 
E-lsier and less speed than-

Pasting-industry not reported. (One woman reporting.) 
Steadier than-

Nursing. ( One woman reporting.) 
Better working conditions than-

Grinding; tomato-cannery work; welding. (.Three women r eporting.) 
Lighter work and less strain than-

Bleachery employment, and inspecting bench work in jewelry . factory. 
( One woman reporting.) 

Less smell and easier th~n-

Packing in leather establishment. (One woman reporting.) 
Less eye strain than-

Hand embroidery; seed sorting. (Two women reporting.) 
Can move about more than in-

Inspecting in ( same) metal plant. ( One woman reporting.) 
Not so tiring as sitting in-

Office work. ( One woman reporting.) 
Dirtier and noisier but steadier than-

Coil winding. ( One woman reporting.) 
Physically harder but less lint than-

Hand slitting with light shears in knitting mill. ( One woman reporting. ) 
Harder but more interesting than-

Press-room work in aluminum plant. (One woman reporting.) 
Harder than-

1 

Bench work in electrical plant; teaching (in Canada), and domestic service, 
and attendant in school for feeble-minded. (Two women reporting.) 

More changing of parts than-

Drill-press operating. (One woman reporting.) 
Poorer working conditions than-

Domestic service. ( One woman r eporting.) 
Less pay but not so cold and work easier than-

Sorting tob~cco leaves in war ehouse. ( One woman r eporting.) 
Less pay but more regular work than-

Hand sewing in carpet mill. ( One woman reporting.) 
Less pay but not so close work as-

Winding in hosiery mill. ( One woman reporting.) 
Less pay than-

Shoe cutting. ( One woman reporting.) 
Less pay and dirtier but easier than-

Foldi11g and checking in laundry. (One woman r~porting.) 
Less pay and dirtier but easier than-

Shi pping-room work in department store, and work in a can factory. ( One 
woman reporting.) 

It is evident from this summary that the most usual statement in 
connection with the comparison of the buffing or polishing job with 
other occupations was that it paid better. This statement was made 
by 61 women. Only 6 women reported that they had been employed 
in occupations that paid better than the buffing or polishing. The 
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statements of those womei1 show very clearly that buffing and polish
ing work involves, in the opinion of the workers themselves, many 
conditions preferable to the time-honored occupations for women. 
The number of times that domestic service appears as a less desirable 
occupation because of longer hours or less pay or some other reason 
is especially graphic. The greater monotony of many other occupa
tions also is evidenced by this comparative information. 

Grinddng.-The testimony of the women grinders interviewed was 
even more universally enthusiastic than that of the buffers and pol
ishers. A total of 89 women grinders were interviewed, and of this 
number only two stated that they did not like the job. One of those 
two had had a slight accident, cutting her finger on the grinding 
wheel, and seemed to be rather afraid of the work. She had a varied 
working history, having been employed first as a sewing-machine 
operator, next in a cigar-box factory, and then as a wrapper in a 
meat-packing plant. At the time she was interviewed she was operat
ing a drill press, but also worked on other operations, which included 
grinding. The other woman grinder · who stated that she did not 
like the occupation had been working on this job for less than a year. 
Her work was done standing, and there was a considerable amount 
of metal dust in the air. She said she did not think it was a good 
job for a woman. She had done clerical and other work in the 
factory and preferred it to grinding, except from the standpoint of 
earnings, for she . made about $25 a week on grinding, which com
pared favorably with the pay she had received for . the other work. 

That the job was "all right" or that they had "no objections" to 
it was the attitude of 21 women, while 39 expressed a definite liking 
for their work. This "liking" varied from a simple statement of 
the fact to statements such as-

" I would like to do it all the time." 
"I like my job. It's as good as any job I know of for a woman not trained 

for clerical or profe, sional work." · 
"If the boss likes me a s well as I like this job, I will ·be here a ,long 

time." 
"I like this job; would like to stay on it all the time." 

Even more enthusiastic comment was made bv a few women. One 
stated that grinding was the best job she had ~ever had, one that it 
was a "swell job," one that she found the work "fascinating," and 
another that she found it very interesting and did not think it could 
be dangerous, as she had not been to a doctor since she was 14 
years old. 

The interest of the machine work seemed to appeal to some of the 
women, one of whom reported that she had been working on grinding 
for 11 years and had noticed no ill effects. and that she especially 
liked surface grinding because it was more like a man's job than 
most factory jobs. 

The interest of the job was another appealing feature, according 
to the statements of some women, one of whom said, " I like this job. 
I learn something new on it every day. It's interesting." 

In comparing the work of grinding with other jobs known, the 
outstanding feature, as was true also of buffing and polishing, was 
"better pay." Of 63 women grinders who compared the work of 
grinding with other work they had done, 33 stated that grinding paid 
better. 
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The following list gives the details of the· comparisons made by the 
women interviewed regarding other jobs they had had. 

COMPARISON OF GRINDING WITH OTHER JOBS 

Better pay and better hours than-
Domestic service; lamp assembling; salesmanship. (Three women report

ing.) 
Better pay and steadier than-

Cigarette packing, and waiting at table ; general help in candy factory. 
(Two women reporting.) 

Better pay and more healthful than-

Drug packing. ( One woman reporting.) 
Better pay and less standing than-

Salesmanship. ( One woman reporting.) 
Better pay and more interesting than-

Work in printing plant, and salesmanship. (One woman reporting.) 
Better pay and not so hard on nerves as-

Telephone work. ( One woman reporting.) 
Better pay (but dirtier) and more regular hours than

Domestic service. ( One woman reporting. ) 
Better pay but harder than-

Bench work in electrical plant; drill-press operating; domestic service, and 
waiting at table, and weaving. (Three women reporting.) 

Better pay but harder because of standing than-

Clerking in department store, and errands in clothing factory, and clipping 
in newspaper office, and snapping fasteners on cards, and machine oper
ating (scratch brush), and inspecting in metal factory. (One woman 
reporting.) 

Better pay but harder and dirtier than-

Coun ting blades-industry not reported. ( One woman reporting.) 
Better pay but poorer working conditions than-

Salesmanship; work in garment factory. (Two women reporting.) 
Better pay than-

Armature winding; candy packing; clerical work; domestic service (2 
women) ; domestic service, and candy-factory employment; glove-factory 
employment; power-machine sewing; salesmanship (2 women); shoe 
packing; spinning; waiting at table in candy kitchen; welding; work 
as pantry girl; work for a tobacco grower. (Sixteen women reporting.) 

Better ltours than-
Domestic service (2 women); waiting at table; work in bakery. (Four 

women reporting.) 
Better hours and not so hard on eyes as-

Knitting in hosiery mill. ( One woman reporting.) 
Easier than-

Buffing; hand assembling locks ; hotel work; inspecting cans in cannery ; 
loading in (same) watch factory; lunch-room work in store. (Six 
women reporting.) 

Not so hard nor such long hours as-

Employment as cashier. ( One woman reporting.) 
Not so hard nor noisy as-

Doffing. ( One woman reporting.) 
Easier and not so hard on eyes as-

W ea ving. (One woman reporting.) 
Not so hard on eyes as-

Looping. ( One woman reporting.) 
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Not so hard on nerves nor so much speed as-

Filling containers in ammunition plant. ( One woman reporting.) 
Better working conditions than-
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Drill-press operating in (same) motor plant; work in a cannery. (Tvvo 
women r eporting.) 

Not so dangerous and not the strain nor the illness as in

Setting nails in hot lead. ( One woman repor ting.) 
Cleaner but not so heavy nor so hard as-

W ea ving. (One woman reporting. ) 
Not the smell as in-

Dipping in chocolate factory. ( One woman r eporting.) 
Not so tire1mme, mentally wearing, physically wearisome as

Clerking in store. ( One woman r eporting. ) 
Dirtier but not so monotonous as-

Sewing-machine operating. ( One woman reporting. ) 
Not so heavy as-

Work in asbestos manufacturing. ( One woman reporting. ) 
Not so much nervous strain as-

Inspecting hand grenades. ( One woman reporting.) 
Not so dangerous as-

Cap and guard saw job in metal factory. (One woman reporting.) 
Safer than-

Building batteries. ( One woman reporting.) 
Not so much illness as-

Battery work. ( One woman reporting.) 
Don't have to kick as in-

Other machine jobs. ( One woman reporting. ) 
More interesting than-

Honing razor blades. ( One woman reporting. ) 
More monotonous than-

Twisting in cotton mill. ( One woman reporting.) 
Makes you sleepier than-

Punch-press or drill-press operating in (same) calculating-machine f actory. 
( One woman reporting.) 

Poorer working conditions than-

Employment in box factory; work as shirt operator. (Two women 
reporting.) 
Dirtier and more sparks than-

Drill-press operating in (same) motor plant. (One woman reporting.) 
Less pay than-

Wea ving. (One woman reporting. ) 

The chief significance of the comparisons given by these women 
grinders is the fact that the operation of grinding seems to compare 
favorably in so many different aspects with the time-honored jobs 
for women, such as domestic service, general factory work, and some 
clerical occupations. 

A higher wage rate would be expected in an occupation that in 
some States has been considered undesirable enough, because of cer
tain hazards and working conditions that accompany it, to justify 
absolute prohibition of the employme1.1t of women. It is unexpected, 
however , to find women grinders who consider their job easier and 
not so hard on the eyes as weaving; not so tiresome, mentally wear
ing, and physically wearisome as clerking in a store; and not so hard 
nor so noisy as doffing. 
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ELECTRIC AND ACETYLENE . WELDING 

Considerable difficulty was encountered in the attempt to locate 
women employed as acetylene or electric welders. Though this work 
for women is prohibited only in Pennsylvania, their employment in 
this capacity is so limited that after most diligent search only a few 
women welders could be found. 

Welding as an occupation for women is considered by many 
employers as too dangerous, too heavy, or too skilled. Nevertheless. 
experience during the ·war showed that women could be· used suc
cessfully on this occupation, that their skill was equal to the require
ments of the work, that certain types of welding were light enough 
to be suitable for their strength, and that the dangers of the occu
pation could be obviated by the installation of certain safeguards. 
The requirements of the welding process vary, of course, with the 
type of welding and the product manufactured, but the basic prin
ciples and requirements remain the same. To weld the metal intense 
heat must be applied, and this heat is produced by either an electric 
current or a gas flame, that must be regulated and directed by the 
operator. The accompaniments of the application of this heat to the 
metal are intense glare from the flame or electric arc, sparks from 
the metal which is being melted, and heat. Sometimes, when a flux 
is used to fuse the metals more completely, fumes also, accompany 
the operation of welding. In certain types of electric welding an 
electric current of a very high voltage i required. This naturally 
increases the hazard of the occupation. 

To protect the operator from the various hazards that accompany 
the work of welding, a number of safeguards are customary. To 
protect the eyes from the intense glare or from the sparks, a mica or 
glass screen is placed between the operator and the work or colored 
goggles are worn by the operator. As a protection from burns by 
sparks and molten metal, special gloves, aprons, and masks are worn. 
These safeguards vary, of course, with the requirements of each spe
cific operation. In some cases a simple glass or mica screen is suffi
cient, but in others very extensive protective equipment is necessary, 
and the operation is spectacular, with its shrouded workers among 
glaring light and showering sparks. 
Number of women welders. 

There are no reliable figure to show the number of women em
ployed as either acetylene or electric welders. The indications are 
that the number is very small. Nevertheless, to a limited extent 
certain types of welding seem to have been found suitable for women 
especially during the war, when so many experiments were made r e
garding new fields of employment for women. In a study of 
women's employment made at that time, it was found that 14 firms 
had substituted 97 women welders for men, and that half of these 
firms planned to reta;in women after the war was over.5 

. 

This is by no means an indicatio.n of the extent of women's em
ployment on welding, but it makes it appear that there probably has 
been a tendency to increase the number of women in this occupation 

6 U. S. Department of Labor. Women's Bureau. The new position of women in Ameri
can industry. Bul. 12, 1920, p. 96. 
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since the war. During the cour.se of the present investigation, the 
quest for women welders was carried on in Ca~ifornia, Illinois, 
Indiana, Massachusetts:, New York, and Wisconsin. Officials of 
State labor departments and of labor 'unions w~re questioned, to 
get the names of any establishments where women might be employed 
in this capacity. In California, 25 establishments manufacturing 
products for which it seemed \ikely that the welding process might 

' be used reported a total of 7 women and 90 men employed a welders. 
Of 48 employment offices in 18 States, not one reported any orders 
from employers for women welder.s and only one reported a woman 
registered for a position as a welder. Three offices reported orders 
for welders but did not state whether the orders were for men or for 
women. 

In the face of these facts and similar results that accompanied 
almost every inquiry regarding women in this occupation, the woman 
welder proved to be something of a needle in a hay stack. Thirteen 

, establishments finally were discovered, however , in 11 of which 127 
women welders were employed while in 2 complete figures regarding 
women's employment were not secured. In 9 of these establishments 
it was possible to interview all or some of the women so employed. 
Additional information wa,s secured from 6 plants that did not em
ploy any women on welding, though this prooess was carried on in 
the plant. 
Conclusions. 

The actual employment of women welders is not extensive. In 
ome establishments they work under excellent conditions and are 

well satisfied with the work. 
The welding process was found to vary greatly in its requirements. 

Some of the jobs were almost automatic and involved practically 
no exposure to sparks or danger from electric current. Others re
quired much skill and necessarily were carried on with greater risk 
to the operator. Nevertheless, women were found who were satis
factorily employed on the more skilled as well as on the simpler 
types of work, and, provided that adequate safeguards are supplied, 
there seems to be no justifiable reason for preventing or prohibiting 
such employment. 
Acetylene welding. 

In four establishments women were employed in acetylene weld
ing, ,Yhich is an occupation even more unusual for women than is 
electric welding. . 

One of these establishments made gasoline pumps and tanks, and 
employed more than 1,600 persons, only 15 of whom were women. 
Four of these women were working at acetylene welding. The reason 
given by the management for not employing more women was that 
most of the work done was heavy, and only a few workers could 
be employed exclusively on light work suitable for a woman's 
trength. On the other hap.d, this employer preferred to keep some 
women in the shop, as he felt that the right sort of women helped 
to eliminate "horse play and bad language." The welding done by 
the women was on cylindrical gasoline tanks . . The operation con
sisted of welding in the head of the tank and spot welding along 
the sides. The tank to be welded was in a rack on rollers, so that 
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it might be turned easily in welding the different sections. The 
women sat at their work. They had an 83/4-hour day and a 48-hour , 
week -and were allowed 10-minute rest periods in the morning and 
afternoon and to quit work 5 minutes earlier than the men at noon and 
night. Two of the four women welders were interviewed and were 
well satisfied with their work. One of the women was 31 years 
old and had been employed as an acetylene welder for seven years. 
She said that her job was one that "gives you good satisfaction 
and good money," and that when working on it she had "lots of 
respect." Her previous industrial experience had been inspecting 
and pressing in a corset factory . She found welding more difficult 
than her former work, but "not too hard," and she earned 54 cents 
an hour plus a production bonus of $1.50 a day and 78 cents on 
Saturdays. She was a fine, strong-looking woman, and when asked 
if she found the welding hard she merely remarked, " You lock at • 
us! ,You think it hurts us ? " 

The other woman acetylene welder interviewed in this plant was 
26 years old and had been employed on this occupation for five years. 
She had had one other job, operating paper-glazing machines. On 
this job she had tended eight machines and had been obliged to "walk 
all the time" and lift heavy rolls of paper, earning only between $14 
and $16 a week. She thought welding was easier work and paid · 
much better. 

A plant manu.facturing automobile parts of pressed steel employed 
54 men during the daytime and 35 men at night on welding. Two ,'I 

women acetylene welders were employed. Women had been em
ployed for five years on this work and had been introduced beq,ause 
it was found that certain of the parts were small enough for them 
to handle. The women had been found very satisfactory, and there 
had been no turnover on this occupation, the same women having 
been employed since they started. Both of the women when inter
viewed complained of the heat of the work in the summer time. One 
of them, who was only 21, had never worked at any other job. The 
other had worked as a maid on a private car, where her hours were , 
much better. Then she worked only eight hours a day, with time 
and a half for overtime and double time for Sunday work. As a 
welder she worked nearly 10 hours a day and 54 hours a week. She . 
found, however, that the pay for welding was very good. She had 
made $33.60 during the last week, but "with such hot work and 
weather it is worth more than that." 

A plant manufacturing metal barrels, pails, and containers em
ployed 10 women and 5 men as acetylene welders. The women were 
welding large articles, metal barrels, l~rge metal containers, etc. The 
work was done with movable acetylene torches. The article to be 
welded was placed in position ready for welding and removed when 
finished by boysi especially employed for this work. The welding , 
was done when the articles were on racks about 4 feet from the floor, 
and the women walked back and forth while welding. All the work 
had to be done standing. The women's eyes were protected by dark 
goggles, and . they wore gloves, caps, and overalls. These overalls 
were required by the company, as it was considered that the light 
clothes usually worn by women would be too inflammable and that 
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they needed the protection afforded by close-fitting, high-necked, and 
long-sleeved garments. 

In spite of the heavy character of this work and its apparent 
hazards, the four women who were interviewed all expressed a liking 
for the work. One, who was 39 years old, had labeled in a coffee
packing establishment for four years and also had done laundry work 
before getting a job as an acetylene welder. She found welding not 
nearly so hard as her other work had been, and she made more money 
than she ever had made before. The three other women all stated 
that they liked welding the best of all the jobs they had had. One 
0£ them, who had done acetylene welding for three years, said that the 
constant standing was the only drawback to this work. Another, 
who had been welding for over four years, preferred it to clerical 
work, which she had previously do11.e; and the third, who had worked 
at selling ( in a bakery) and in rubber manufacturing said she pre
ferred acetylene welding to any other job she could get. 

In the fourth plant where women were found employed as acetylene 
welders the product manufactured was pans, pails, kettles, and other 
kitchen ware. Four women were employed as acetylene welders and 
about 11 as electric spot welders. The four acetylene welders all 
were enthusiastic about their work. The youngest of them was 19, 
and she had been working as a welder only five weeks. She was very 
happy that she had been able to get this job, as her mother and 
sister were welders in the same plant. It was through their good 
offices that she had been put in the place 0£ a girl who had given 
up welding for matrimony. Her previous jobs had been sorting 
bottles in a factory at $10 a week, selling in a grocery store at $8 a 
week, and selling in a 5-and-10-cent store at $12 a week. She found 
that welding paid better and was less fatiguing. 

I feel more like helping when I get home at night, now. When I got home 
from the store I was just good for nothing. There is more money in this, too. 
My first pay when I got here was the most I had ever earned at any job. When 
I worked sorting bottles it was awfully hard on my back. I had to lift those 
bottles in crates, and it was a good load for a 16-year-old girl. Welding is 
so much easier. You can sit all day and nothing heavy to lift. In the store 
I had to stand all day and then I got only $12. On welding I get Saturday 
afternoons off, too, and two 15-minute r est periods a day. Besides that, when 
the girls fill your jigs you can stop for about 10 minutes every hour. It's hard 
on the eyes. We have to wear goggles and keep our eyes on our work. If we 
don' t we blow a hole in the kettle. You have to have a steady hand. If it 
wiggles a little you blow a hole in the kettle. You can't get excited and you 
can't look up, but you can keep talking just the same. I wear a canvas apron 
over my regular apron becau ·e of the sparks. They don't burn you very much ; 
you hardly feel them. The way you get burned is· when you get careless and 
lean on a kettle that's hot. I like this job fine. 

" The other three women gave similar reports of the work. They 
found welding exacting, but they also found it interesting, liked the 
hours and rest periods, and found that ,it paid better than other 
work. 

One of these three women had been a waitress in a mining town, 
where, he said, she had lost her health because of the long hours. 
Then she tried housework, but found that uncertain and difficult to 
do to another's satisfaction. Acetylene welding, she thought, was 
"the 'best paying and best job" she .ever had. Another of the three 
had worked as a press feeder for a year but had gone back to weld-
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-ing as soon .as possible as it paid better and was not so monotonous 
as press feeding. " I like welding best because ;it pays most money 
and that's what talks." 

The third woman had originally been employed as an electric 
welder, but had been doing acetylene welding for four years at the 
time of the interview. She thought that electric welding required 
more exertion than acetylene welding, but that the motion required 
for a cetylene welding was more exact,ing, as it necessitated holding 
1the hand at an angle very steadily. She had found that acetylene 
welding took longer to learn and that it was harder on the eyes ; 
neverthe.less, she said, she would not change jobs for anything. 

Electric spot welding. 
The other women welders, in this plant and in the five other 

plants_ where women welders were interviewed, were all engaged in 
electric spot welding . 

. This operation was very much the same in the different establish
ments and a descript,ion of one typical process will indicate the 
usual duties and working conditions of this occupation. 

In a plant where electric spot welding was being done on small 
cone-shaped disks, the work was very large.ly automatic. The disk 
was fitted on a jig so that it was held securely in an automatic 
clutch. With the right hand the operator turned the jig, for each 
disk needed three spots, while with the left hand she fed into the 
machine smaJl metal-like buttons so that they came under the weld
ing point. This point was controlled by a. treadle operated by the 
foot. The operator sat on a chair and could shift her feet on the 
treadle. Her daily output when the work was running well was 
from 3,000 to 4,000 disks, which meant from 9,000 to 12,000 kicks 
on the foot tread.le. Occasionally the operator would blister her 
hands but the heat of the operation was considerably reduced by a 
flow of cold water from a hose attachment to the machine. If there 
was dust on the spots being welded the sparks were large, but 
ordinar,ily the material was very clean and the sparks did not burn 
through sleeves or apron. Attached to the machine between the 
welding point and the operator's face was a glass shield that pro
tected the face and chest from flying sparks. · The work, though 
largely automatic, required some skill, for if too much pressure was 
given the welding point burned through the metal and if there was 
insufficient pressure the weld . was not perfect. The heavy lifting 
connected with the work was done by a man, and the machine fixer 
was a man. The hazards of the occupat,ion were chiefly burns from 
the sparks or burns and cuts from hand.ling the articles being welded. 
In the si~ plants w;here' this operation was being carried on there 
·wete, of course~ varyiJ?.g degrees of protection afforded against these 
hazards. On th~ whole, the hazard ·, did not seem to be very great 
and very little emphasis was laid on it by the women themselves. 
On some of the machines even . the danger of using an electric cur
reJ?.t , w:ith , •a h,igh __ v,olt;age had been obviated, and the voltage some-
times was as low as six. . 

Some of the women complai:µed of the physical strain of kicking 
the foot treadle all day, but _most of them stated that they got 
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accustomed to it and found that with practice less muscular exertion 
was needed. 

The experience of the employers with women in this occupation 
seems to have been the same as along many. other Jines of work; 
that is, that women are more satisfactory at the l,ighter forms of 
welding and that men excel when the work is heavier. Where 
women were not employed as welders, the reason given was that th1..; 
work was too heavy for women. Where they were S<:> employed the 
reason given was that all the work was light and suited to their 
strength or that the men did the heavier parts, leaving the lighter 
work for the women. 

Of course there were exceptions, when prejudice for or against 
women, or other more or less intangible cause affected the opportuni
ties for women in this field. An outstanding example of such a 
situation was found in a plant where women· had been employed 
as welders, but had been discontinued. The employment manager 
in this plant stated that women had made good welders and · that 
there was no fault to be found with their work. Thev were no 
longer employed· because men now could be secured. The" plant was 
working under a" group" system, and the men did not want women 
as members of the group because the women were likely to lose 
more time, which interfered with efficiency and held down the pay 
of the group. The reason women lost more time was that many of 
them were mothers, who had to stay at home often because of chil
dren's illnesses. Another and perhaps an even more significant 
reason for not employing women welders in this plant was given by 
the employment manager, who said, "The job pays more than the 
company is willing to pay women." 

The women's opinions of their jobs as electric welders were most 
enthusiastic. Of the 35 women electric spot welders interviewed, 
only 3 did not like the work. 

Most of these women were experienced in the occupation and had 
had years of work on it to form a basis for their judgment. Only 
5 of the 35 had had less than one year's experience at welding, and 
21 had been working as welders for three years or more. The list 
following gives a summary of the statements made by the women 
about their work. 

Likes her present job very much. 
"Best job." 
"Best job." 
"Best job." 
Likes lapping better; "this burns your arms and hands." 
"Best job." 
" Like it better than anything I know about." 
Likes it better than ironing. 
Finds no strain from spark or heat; rp.achines well guarded; job interesting. 
Would quit if put on any other job; enthusiastic over foreman and super-

intendent. 
Job is interesting, "but it is the people that count; they are wonderful to 

work for." 
Likes work all right. 
Pays better than anything else she could do. 
" Best thing I ever had." 
"Best thing I ever did"; health much better. 
Likes this job. 
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" Like the work better 'than other job." 
Less monotonous than seaming in knitting mill. 
Likes silk-mill job m,uch better (cleaner and better pay). 
Likes job very much ·; has gained weight on it. 
Hard on her nerves ; must be careful. 
'' Of course I always take what they give me, but I like the welding best." 
Very active job and not easy, "but any work wears on one." 
"Best job." 
~• Best job." 
Likes work-" you get u'aed to sparks." 
Thinks factory work easier than housework. 
"Best." · 
Likes her job. 
Very light wo~·k; no eyestrain; no glare from sparks. 
"Here is where I stick." · (Best job.) 

· " Best job." 
Noncommittal. 

. '' I love to do it; it's interesting." 

The interviews with the women were surprisingly alike in the type 
of reaction expressed to the job of welding. A typical story was 
told by one woman .that could be repeated in substance for many of 
the others who were interviewed. She was a married woman about 
30 years old and was working to help pay for the furnishing of her 
home, of which she was very proud. She had been working as a 
welder for two years. Before that she had worked for four years 
as a counter girl in a restaurant and for a few weeks in a cement 
mill. She had liked the restaurant work while doing it, but her 
feet got very tired and sore and she would not return to it. In the 
cement mill she found the work " terrible-I was murdered by the 
work. The dust was terrific. I quit." Then she got her job of 
welding and liked it the best of any she had had. Her special work 
was spot seaming, which is rather difficult. At first her wrist was 
stiff for two or three days, but soon she could do 3,700 a day. Some
times she did heavier articles, when she had to move her stool back: 
and bend over more. She was on piecework, that was well paid, but 
she had to rush too much and got overtired. " If we rested and did 
our bodies justice we would not make more than $2.88 a day, and of 
course we all want a big pay envelope." 

The welding points on the machine were high, about opposite 
the chests of most of the operators, and the sparks were rather 
heavy. Her chest had been burned above the apron bib until it 
looked at though she had prickly heat. She wore a heavy canvas 
apron and by the end of the month it was peppered with small holes 
from the flying spark~. She did not like goggles and wore them 
only when the sparks were unusually severe. She had once been 
cut while handling the ware, and had had treatment from the nurse 
for six days. However, she had lost no time because of her injury. 
Her most serious injury had been when she got a spark in her eye, 
but this also was treated by the nurse and she was able to go back 
to work immediately,, though she suffered from it for two days. 

This woman's story was fairly typical of the experience of the 35 
women employed on electric spot welding . . One or two more serious 
burns or cuts were reported, but the women generally said that such 
mjuries were due in Jarge degree to their own carelessness or negli-
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gence in not wearing the gloves or goggles that would have safe
guarded them. 

In comparing their work as welders with other work they had 
done, the same attitude was found amono- these women as among 
the grinders and polishers and buffers. W ~lding seemed to offer 
many advantages over the more usual occupations for women. The 
following tabulation shows the details of the comparisons made by 
31 women who were electric spot welders. 

· COMPARISON uF WELDING WITH OTHER JOBS 

. Better pay and better hours than-
Tailoring. ( One woman reporting.) 

Better pay and work steadier than-
Kn i tting. ( One woman reporting.) 

Better pay and easier than work in-
Garment factory. (One woman reporting.) 

Better pay and more interestinl' than-

Employment with concessional firm at beach in summer and office work in 
winter; laboratory work under present employer; sealing and inspect
ing-industry not reported; sewing in mail-order house. (Four women 
reporting.) · · 

Better pay and poorer working conditions than-

Power sewing-machine operating. (One woman reporting.) 
Better pay than-

Dressmaking; employment in box factory; inspecting in agricultural
implement factory ; inspecting in electrical plont; ironing; serving at 
counter in restaurant. (Six women reporting.) 

Better hours than-
Employment in candy factory--occupation not reported. ( One woman 

reporting.) 
Easier than-

Cooking in restaurant ; home work on men's work jackets (" slave job"); 
reel ing; sorting for lathe operating. (Four women reporting.) 

Easier and less tedious than-
Domestic service. ( One woman reporting.) 

Easier and shorter hours than-
W ork in silk mill. ( One woman reporting.) 

Easier on eyes than-
Mending in laundry. ( One woman reporting.) 

Not so hard kicking as-
Punch-press operating. (One woman reporting.) 

Not so hard kicking nor so dan&'erou &It--

Punch-press operating. (One woman reporting.) 
More healthful than-

P ower sewing-machine operating on fur. (One woman reporting.) 
Not standing as in-

Clerking. ( One woman reporting.) 
Not so hot as--

Acetylene welding. (One woman reporting.) 
Less monotonous than-

Seaming in knitting mill.' ( One woman reporting.) 
Not constant sittlnl' nor heaTY liftins a■ in-

Inspecting in machine shop. ( One woman reporting.) 
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Can sit and work is more interestinar than-
Enamel dipping. ( One woman reporting.) 

Better workinar conditions than-
Sewing bags in cement mill. ( One woman reporting.) 

Steadier but dirtier than-
Work in knitting mill: ( One woman reporting.) 

Sparks ft:,, work unpleasant, and leBS pa:, than-
Lapping. ( One woman reporting.) 

Liesa pa:, and dirtier than-
Reeling in silk mill. ( One woman reporting.) 

Can sit down, but aret burned and less pa:, than
Riveting. ( One woman reporting.) 
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NoTEl.-Since the preparation of this report the law has been declared in 
county court of Ohio to be unconstitutional. Because of the fundamental 
principles involved in this method of regulating such occupations the informa
tion collected is presented here, although it is no longer an issue in Ohio 
and the law has no counterpart in any'other State.-EDITOR. 

A law of Ohio specifically prohibits the employment of women as 
taxicab drivers. Just what factors entered into the passage of the 
law in this State are not certain and no other State has given this 
work legal regulation as an undesirable occupation. There is no 
way of discovering with any degree of accuracy to what extent 
women actu.ally are working as public cab drivers in States where it 
is permitted, because the census reports do not accord to taxicab 
driving a separate classification. Drivers of regular taxicabs are 
included with automobile-truck drivers and private chauffeurs under 
the heading of "chauffeurs," and it is impossible to make any esti
mate as to what proportion of this group is made up of public 
drivers and what of drivers of trucks or private machines. However, 
according to the census, 284,096 men and 949 women were reported 
as chauffeurs in 1920, so it is evident that the number of women 
taxicab drivers can not be large, either actually or relatively. In 
the case of men as well as of women the increase between 1910 and 
1920 was great, on account of the tremendous increase in the use 
of the automobile, though for the women the rate of increase during 
that 10-year period was much greater than it was for men. There 
were more than six times as many men employed as chauffeurs in 
1920 as there were in 1910, but during those same 10 years the number 
of women increased to more than 28 times the number so employed 
at the beginning of the period. 6 

As already stated, in the United States in 1920, 949 women were 
gainfully occupied in d~ving machine.s-taxicabs, private cars, or 
trucks. Over one-third of these were in New York State, while in 
Pennsylvania 70 reported their occupation as chauffeur and in three 
other States-California, Illinois, and Michigan-there were over 50 
women in this occupational group. Fewer women were so employed 
in the other States. 7 

In each of the States visited by the agents of the bureau for other 
material in connection with this study, every attempt was made to 
discover, through taxicab companies and licensing departments, 
whether any women were driving taxicabs or ever had driven them, 
and to locate such women and find out from them the problems of the 
job and how it appeals to those who had tried it as a means of liveli
hood. The opinions both _of taxicab companies and of women who 

6 U. S. Bureau of the Census. Fourteenth census: 1920, v. 4, Population, Occupations, 
p. 39. 

7 U. S. Bureau of the Census. Fourteenth census: 19·20, v.· 4, Population, Occupations,, 
pp. 64, 65, 83, 101. 
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had driven were considered relevant in studying this occupation, and 
interviews were secured with a total of 20 taxicab companies and 28 
women drivers. 

In Ohio, where the State law rules out the job of taxi dr iving as 
an occupat,ion for women, six t axicab companies that had been in 
business before 1919 were visited, and in no case had they ever heard 
of a woman driving a cab in that S tate. They all agreed in consider
ing such work unsuitable for a woman, though some only generalized 
in their disapproval and considered the question closed when they 
said it was "not a woman's job." All seemed to be of the opin;ion 
that it was too rough a job for women. 

One manager , in stating why a woman should not work as . a taxi 
driver, said, "It is too rough a job; you have to deal with tough 
customers. It would be sort of hard for a woman to have to deal 
with a couple of drunks, and a taxi is the only way some drunks can 
get home." The manager of another company, which had been in 
the business for years, reported that they had not had to " come to it " 
[employing women] even dur,ing the war, though they hnd taken on 
some "pretty poor-class men." Apparently only one taxicab owner 
or manager ever had been actually confronted by a woman appli
cant. He reported that during the war one girl had come to him for 
a job. He said he had" jollied her along" anq even told her to come 
to work the next morning. In spite of the fact that she actually 
appeared and, in the word of the manager himself, "could drive 
a car as well as any man and was a high -class girl , too " she was 
not given the job, and the whole incident was treated as a joke. This 
manager joined with the others in considering taxicab driving too 
rough a job for a woman. 

Employment managers of four of the principal taxicab companies 
of Chicago were interviewed in regard to their employment policy 
as f ar as women drivers were concerned. 0 £ these, only one com
pany ever had employed a wom an as a driver. She had worked 
for four months in 1913, and they had employed no women as drivers 
since she left, though they had had some applicants. The other 
three reported that not only had they never employed any women 
drivers but they had never known a woman to seek such a job. 
According to the S tate chauffeurs examiners' office, there were no 
women taxicab drivers in Chicago when this survey was made in 1926. 

Though the employment managers of the Chicago taxicab com
panies had had no experience with women on this class of. work, they 
had very definite opinions regarding the unsuitability of such work 
:for a woman. 

The company that had made the single experiment in 1913 did not 
believe that women should be employed as taxicab drivers, though 
the woman they had had was a good driver. In their opinion the 
necessity for handling bags, trunks, and other heavy parcels, and 
for carrying them up or down stairs occurred often enough fo make 
the work too hard for a woman. It was their belief also that in 
case o:f an accident a woman would be more apt to lose her head 
than would a man. The drivers have to go into all classes of neigh
borhoods, wherever sent, and wherever their fares want to go. There 
are sections of the city into which, it was felt, women should not go. 
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The men have enough difficulty with arguments about fares, and 
the manager felt that a woman would find such experiences particu
larly unpleasant. 

The other three companies expressed practically the same opinion 
of taxicab driving as an occupation for women. They considered 
the work too heavy. The fact that they could not give special pref
erence to women so far as routes or cabs went seemed to present a 
difficulty in their minds, though only one suggested that the job was 
too rough. 

In Massachusetts no women were located who had gone into the 
business of driving regular taxicabs. Though the licensing bureau 
gave the names of several women who held licenses to operate taxi
cabs, either the names given could not be found or the women were 
doing only special and limited driving for which they had to have a. 
taxicab-driver's license. · 

The employment office of one of the principal taxicab companies 
in Boston was visited. This company had no women dr ivers and 
never had had any. They considered it too dirty and disagreeable 
a job for a woman. Their attitude was that driving a taxi around 
all day is heavy work and women would not like having to jack up 
a hea -vy car and get under it. They felt also that a woman would 
have difficulty with "drunken bums" at night and "could hardly 
threaten a fare with a monkey wrench" in order to collect what 
was due. 

The taxicab companies of New York City presented less unani
mous opposition to women as drivers than had those in the other 
cities visited, though only one firm of the eight :from which informa
tion was obtained actually had employed any women. 

This one company had employed several women at various times, 
the last one of whom had qu~t recently and was not working at all. 
This woman had been with them longer than any of the others and 
they had found her satisfactory in every respect. She had worked 
under conditions identical with those of the men and had asked no 
special favors or allowances. She had driven on the evening shift 
and had never seemed afraid to go anywhere, nor had she ever com
plained about having to lift heavy packages. Her employer was 
not sure whether that was due to the fact that she was a strong 
woman or whether men customers "did the lifting, as gentlemen 
should." :His experience with women drivers had been sufficiently 
satisfactory-he was quite willing to employ them again i:f any 
applied. . 

Another company, in which the drivers owned their cars, ex
pressed their willingness to employ any woman who could pass 
the examination and would buy a car from them, but no woman ever 
had applied. In spite of this official attitude· toward women drivers, 
the assistant manager who was interviewed expressed his personal 
opinion that" it was no job for a woman." ~ 

In other instances the managers took the attitude that taxicab 
driving was not a suitable occupation for a woman. It seemed to be 
felt that if women were employed they would have to be given special 
districts and have special allowances made for them. One manage·r 
considered that there was too much danger , connected with taxi 
driving to make it a woman's job. Another suggested that it would 
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never do as a job for, a young woman, and the older ones were less 
likely to learn to drive. He added that "if a woman were very 
homely, she might get by with it." One manager was sure that "it 
would take a rough woman to drive a cab," while another said that 
" even if a woman is tough enough to go into any sort of neighbor
hood she would be laboring under a physical handicap" because she 
would not be strong enough to lift trunks and other baggage into 
taxicabs. One firm that had employed several women was out of 
business and there was no way of getting their reaction on the success 
of the experiment. On the whole, the attitude of most managers was 
that taxi driving was not a job for women. It is significant to note 
that in every case their criticism centered about the personal probl'ems 
rather than technical ability in handling a car. 

With these apparently insuperable objections in mind it is interest
ing to look on the other side of the shield and find that in the face 
of the prejudice and strong general feeling against taxi driving for 
women one company had adopted a definite policy of encouraging 
women's employment in this occupation. This experiment deserves 
the most interested examination, as it affords an opportunity of meas
uring the validity of the objections to this work for women advanced 
by the managers already discussed. 

This company operated in Philadelphia, and at the time of the 
survey had entered recently on a definite program of employing 
women as drivers. The manager of this company stated that they 

. had heard that women were driving taxicabs abroad, and it seemed to 
them that if women could drive cabs in Paris and Berlin there was 
no reason why they should not do it in Philadelphia. They had de
cided to make the experiment because they had found labor turnover 
among the men drivers to be so serious a problem that there was real 
likelihood of running out of possible material for new employees. 
They hoped that turnover would be lower among the women. Even 
if it should prove not to be lower, at least they were opening up a 
new supply of available drivers. 

This firm began its experiment of employing women ap taxicab 
drivers in July, 1926, employing at first only 5 women. At the time 
of the interviews (November, 1926) 40 women were driving. Con
siderable care had been taken in the hiring of these first drivers 
because of the fact that the attitude of the public toward the em
ployment of women in such a capacity ~ould be determined largely 
by the type of woman whom they succeeded in getting. It had been 
the policy to employ women between the ages of 21 and 35, though 
they had had · a few older than 35 and one who was younger than 
21. The applicants had had to pass a doctor~s examination to make 
sure that they were physically fit for puch work before the company 
considered them. The hiring was done by a woman, whose whole 
concern was with the employment of the women drivers and with 
the working out of the problems arising from their employment in 
this almost untried capacity. The pay of a taxicab driver depends 
upon the amount of the meter receipts, and those employed by this 
firm received 33½ per cent of what they took in. To induce women 
to try the job they were guaranteed $15 for a full week, whether or 
not their percentage amounted to that much. If it amounted to 
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more than $15, they were paid accordingly. In addition, of course, 
they had their tips, just as did the men. 

The women were all on the day shift, with an overall of 10 hour~ 
and 1 hour off for lunch, making a day of 9 hours for a six-day 
week. The women went on at different times, the first car going out 
at 6 o'clock in the morning, while the last woman's car was in by 
7 in the evening. 

They were not expected to change their own tires. H anything 
went wrong with the car they transferred the fare, if they had one, 
and telephoned in for a service car. 

The manager of the company, who was first visited the last of 
November, 1926, did not feel then that they I had been employing 
women long enough to know just how it would work out. Up to 
that date the hope of remedying a turnover problem by using women 
as drivers did not seem great. Of the five women firpt employed, 
two were still with the company. They had 40 women on the pay 
roll that week and had a list of 30 names of women who had worked 
for them and quit. This included those who had made only a day's 
trial as well as those who had stayed longer. They had made the 
experiment of getting several women drivers from New York. This 
was not successful, ap the New York women had not proved to be 
the kind of girls they wanted and none of them were with the com
pany at that time. This manager hoped, however, that when the 
scheme had been under way for a longer time the unsuitable ones 
would be eliminated and the others would stay on. 

At the time of the first interview the women had not brought in 
so much mileage, on the average, as had the men, and often their 
331/2 per cent fell short of the $15 guaranty. · Most of them were 
a little timid about hailing fares and about getting into the thickest 
traffic where they would have the best chance of picking up a fare. An 
example cited was the difference between the men and the women 
drivers when there was a game at the base ball field. The women 
might go out and get one fare, but after they had taken that one 
to his destination they were unlikely to go back for a second. They 
would mix with the crowd once, but when out of it they did not 
want to get back into it. The average man driving a cab would 
manage to get two customers out of such a crowd, unless the first 
fare wanted to go too far. However, the manager was not yet 
willing to attribute this timidity on the women's part to the fact 
that they were women, but rather to the fact that they were 
inexperienced as taxicab drivers. 

The statement made by the management in an article published 
in the National Motorbus and Taxicab Journal gives interesting 
information concerning the accident record of the women: 8 

• 

The women are extremely careful drivers and in the few weeks in which 
they have been working their accident record has been lower than that of 
any corresponding number of the men drivers for a like period. In the 
first five weeks of their driving, only two accident claims were made to the 
company and these were minor property damage cases! 

The manager realized that many people considered taxicab driv
ing as necessarily a rough job and more or less without the pal'e 
socially. For his part, he felt that there was no reason why this 

8 National Motorbus and Taxicab Journ.al, November, 1926, p. 17. 
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had to be so, and he saw no more moral hazard for a woman em
ployed as a taxicab driver on a day shift ~han at many other occupa
tions. Though he was op~osed to the _idea o! _women on cabs at 
night, he saw no reason agamst the daytime drivmg. 

No fare could get away· with anything, so long as the woman has any sense 
at all. A girl who doesn't know how to take care of herself is more in danger 
working in an office as somebody's private secretary than as a taxicab driver 
where she has the whole public as a chaperone. There are seldom any drunks 
in the daytime and one can always refuse a fare. There is no reason why any 
woman on the day shift could not handle any situation which she might meet. 

For the most part, the company had been very successful in the 
types of women they had taken on. ·when they were on the job they 
were "taxicab drivers only, not women." In June, 1927, further 
information was secured from this company. About the same num
ber of women were employed, but the indications were that the turn
over had been rather great, as only one woman had a year's record 
of employment behind her Twenty-eight had bee~ employed six 
months or less. It was stated that the average bookmgs for women 
still' were below the average for the men, but that the records of some 
individual women were almost as good as those of the best man. 
The accident rate remained lower for women. 

The time for the last woman's car to be in had been extended 
to 8.30, so that they could get a chance at the dinner and theater 
crowds. 

As far as is known, this one taxicab company is the only firm that 
has tried out the employment of women drivers on so extensive 
a scale. Even though they feel that their experience with the women 
is too short to give any conclusive evidence, it is interesting to note 
that the objections to women drivers raised by companies that have 
never employed them seem to have very little weight with this 
company that has had some experience. They do feel, however, the 
need of some care ii;i sel'ecting their women and consider it essential 
that they employ only "the more substantial sort." 

The attitude of the managers of taxicab companies throws real 
light both on the possible opportunities for women in that field and 
on their ability in the job, even though the number of firms with any 
actual experience was extremely limited. But the importance that 
taxicab driving may or may not have as an opportunity for women 
depends even more upon how well it is liked by the women who have 
tried the job'. Consequently, every possible effort was made to visit 
personally the women who were driving or had driven cabs in the 
communities included in the survey. The number of women through
out the country who actually have tried public-taxicab driving is 
very small, and only 28 women were located. 

In California information could be obtained concerning only one 
woman driver, and she was interviewed. She owned her car and 
operated an independent cab service, having held a license for 12 
lears. She was driving in Pasadena, and most of her customers were 
'middle-aged women tourists." Her work was hardly comparable 

to that of a regular driver in a large city. She liked the work very 
much, both because it kept her out of doors and because she could 
feel independent. · She had gone into it for those two reasons. Ill 
health had caused her to give ·up secretarial work in the East and to 
seek out-of-door employment in California. 
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In Milwaukee the licensing bureau was able to furnish the name of 
one woman who had been a licensed taxicab driver for two 'years. 
After finishing high school she had done office work and had worked 
independently in the real-estate business until she gave it up during 
the business depression in 1923. She had bought a car for her work 
in the real-estate business and conceived the idea of operating it as 
a taxicab. She did not give taxicab driving her full support as an 
occupation for women, though she was continuing in it. She drove 
only between 9 a. m. and 6 p. m. and thought that "a girl can't 
safely do this business after 6 o'clock," though she realized that the 
higher fares went with the evening business. She had never had any 
difficulty with her passengers, but said that she selected her customers, 
refusing calls from certain addresses and turning down any fare who 
acted in the least intoxicated or jolly. 

In so far as she found the personal side of the work unpleasant 
it was because of the police officers and the other taxicab drivers, 
rather than the public. The other drivers resented her driving and 
liked to suggest that she belonged " at home washing dishes." They 
made it hard £pr her to get a stand, and it was impossible to do any
thing around hotels or stations in competition with the large com
panies. She did not think it would be possible for a girl to work 
as an employee of a regular taxicab company, because she would have 
to "work all kinds of hours and take anything that comes and even 
solicit business." She could not have done anything independently 
if she had not known people and places, and she did not recommend 
the job for any woman. 

Of the women whose names were furnished by the licensing bureau 
in Boston none were operating as regular taxicab drivers. One 
woman used her car to take children back and forth to some of the 
schools in the Back Bay district. Another was a bookkeeper who 
took out occasional motor parties over the week-ends. Another took 
special sight-seeing parties and a few regular customers, while 
another was a taxi owner rather than a driver. All these women 
were required to have licenses such as the taxicab drivers held, but 
their work was entirely distinct from that of a regular public-taxicab 
driver. Though £or one woman the address of a" stand" was given, 
it was not possible to find her or anyone who knew anything about 
such a person in that local_ity. Investigation located no women in 
Boston who were regular taxicab drivers. • 

For several years there have been a very few women driving taxi
cabs in New York City. In November, 1926, two women were found 
doing regular public-taxicab driving in that city, both of them using 
their own cabs. 

One of these women had been driving in New York for four years. 
She had been in theatrical work and then had taught swimming and 
dancing, but had decided she "could not afford to starve " in those 
occupations and as she knew how to drive a car better than anything 
else she took up taxicab driving. She worked for a firm for six 
weeks and then bought her own car. She had been " on her own " 
ever since. Since she had had her own car her hours had been 
dependent entirely on herself. In the summer she started out about 
5 in the morning and came in around 3 in the afternoon. In the 
winter, when it was dark and gloomy, she started later and worked 
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later. She took in about $15 a day, but she had to drive nearly 12 
hours to do it. As far as her contact with people was concerned 
whether with the other drivers or with the public, she had had no 
difficulties. Of the New York drivers she said "They are white, and 
not what the general public thinks they are." Whenever there was 
any doubt as to whom a call belonged, they always gave it to the
woman and did not try to crowd her out. She admitted that objec
tionable customers might exist, but" I have seen the men pass them 
up and so do I. If a woman has reserve, no man is indecent." 
She found the work hard at first, but soon grew accustomed to the 
traffic. She liked the work because it kept her alert and in the fresh 
air and because it paid. However, she would have preferred to get 
out of the regular taxi business and rent her car by the month and 
act as driver, because one has to put in long hours and keep right on 
the job to make anything since the rates have been cut. 

The other woman who was driving in New York had been doing 
it most of the time for the past seven years. When she first came to 
this country she went into domestic servic!'3 and finally worked up to 
a very well-paid position as cook. But she disliked the fact that 
she was never her own boss in domestic service and' when she saw 
an advertisement for taxi drivers she applied and got a job. Her 
husband was a taxicab driver, also, and after a time they got their 
own car and she drove as a free lance. When asked what she did 
about undesirable passengers, she said "Of course there is always 
the old gag-stall your engine, say your car .is out of order, and let 
them get another cab. It always works." She worked any hours 
she wanted to, but liked night work best because there was more 
money in it. She particularly liked the freedom of coming and 
going as she pleased, and the feel ing of being her own boss. She 
considered it "the best kind of work she ever did." 

Four other women were interviewed who had driven in New York 
City but were not driving at the time of the interview. 

One had never held any job until she took one as a taxicab driver, 
but she had kept house and taken roomers. She had driven :for three 
years as a public-taxicab driver, always employed by a taxicab com
pany or by a man who owned a small fleet of cars. She had given 
up taxicab driving about a year previous to the interview, when she 
got a job as a chauffeur for an elderly woman. She was quite sure 
that she would never go back to the public-cab driving as long as she 
could keep her present position, even though she was making some
what less. She considered the actual work of driving all day too 
strenuous and tiring. vVhen she began she worked from a stand, 
which was not so bad, but after the rate war went on in New York 
she had to keep cruising all day in order to make anything. Driving 
continuously, with eyes on both · traffic and possible fares, was a 
strenuous business, and she was always too tired at the end of the 
day to be worth anything. The last year she was driving a very 
heavy cab, and her back and shoulders ached when she came in at 
night, and all she could do was to roll into bed. " In the three years 
I was driving a cab I saw only 1 show and this last year I saw 40." 

One of the women who had driven a cab included in her back
ground such varied experience as operating a punch press, inspecting 
sewing-machine parts, selling real estate, and that of s-aleswoman and 
buyer of silk underwear in a department store. "Of all the jobs, 
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driving is the best. It pays the most. You are free to go to work 
when you please, and you are out of doors all day." She drove for 
two years, always employed by a taxicab company. Her husband 
was able to support her and she did not have to work. She gave up 
cab driving in order to be at home more, but if ever obliged to return 
to work she would prefer it to any other job. 

Another of the women, who had started with the rest when one 
company began to employ women, had continued to drive as long as 
that company lasted-only seven months-but had quit after that. 
Her health was not good at the time and she had not tried to get 
another job of driving. At the time she was visited she was a sales
woman in a store. She much preferred driving to selling. "When 
you have once worked outside it is very hard to get used to indoor 
work. Driving is 'way ahead of sales." 

The fourth of these women had tried out such dissimilar occupa
tions as dry grinding in a machine shop, practical nursing, wel
fare work in a textile mill, and office work, before she began driving 
a taxicab. She had been working in an office, but at a low wage 
because she had no stenographic experience, and she felt that she 
must have more money. She had checked over and over in her 
mind the things that she could do, and had been unable to see how 
she could put them to any commercial use until she saw in the paper 
the· advertisement for women to drive taxicabs. That was some
thing she could do and liked to do, and she tried it, at first driving 
on the evening shift at the end of her day in the office. Eventually 
she gave up the office, as the driving was bringing in more money. 
She continued to drive a cab for over three years. For some time 
sbe drove other people's cars, but toward the latter part of that 
time her husband went into the taxicab business. While he ran 
the office and garage encl of it, she drove one shift on one of the cars. 
Bad luck with a series of accidents had caused them to give up the 
business for a while, but she liked the work and expected to return 
to it if her husband bought cars again. 

As has been stated before, Philadelphia was the only city in 
which any number of women were driving cabs. There were 40 
women on the pay roll of a taxicab company during the last week 
in November, 1926. Thirty other women had been employed by the 
company at some time since they began the employment of women. 

Of the women driving at that time, 13 were interviewed. The 
length of time during which these women had been drivihg varied 
from two days to a little over four months. Two of them had been 
with the company since women first were put on the job, a little 
over four months, while another had come on very shortly after 
that. Four others had been driving for three months, four for 
two months, one for only two weeks, and one had started two days 
before she was interviewed. 

As far as past experience was concerned, these women who were 
driving cabs formed a most conglomerate group, the only thing that 
they had in common being that they liked to drive an automobile. 
Three of the wo·men, all married, had not worked before. Two 
had been private secretaries, one a typist, and one had done general 
clerical work in an office. Two had been telephone operators, one a 
saleswoman in a store, and one had been selling on the road. One 
had been a nurse and another had had a small cafeteria of her own. 
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Even though they had been doing it for varying lengths of time, 
and though their bases of comparisons were different, all seemed 
to agree that they liked their ~a.xi-driving job, ~hough the deg-ree 
of enthusiasm was not always the same. One ~aid that she "hked 
it all right," while a very enthusiastic driver said that she had 
driven a car since she was 14 and was "crazy about it" ; she enjoyed 
meeting the different people and found so much variety in her work 
that it was not at all like working; time went more rapidly than 
she had ever known it to go before. Her whole manner of speech 
expr'essed enthusiasm for her job and she eagerly appealed to her 
questioner, asking if she did not think it" a pretty good job." 

It was difficult to get definite replies from the women as to what 
their earnings ordinarily amounted to in a week. All were 
guaranteed $15 for a six-day week, but there was always the poss1-
bility of their percentage of the fares collected amounting to more 
than that. Apparently, however, the majority of them had not had 
enough experience in driving taxis to go beyond the guaranty 
ordinarily, though they had their tips to add to what they received 
from the company. ,vith tips the total week's earnings were likely 
to amount to $25, or even more. One woman said she " made enough 
money to make it worth while." Another said she could make more 
money driving than she had made selling, while another considered 
that she "made . pretty good money." While they were not getting 
rich overnight, most of them seemed to think that what they earned 
driving compared favorably with what they could make as sales
women in stores or typists in offices, or in other jobs that they had 
held. 

Most of the managers of taxicab companies in which no women 
had been employed had based their objections to women drivers 
largely on the general ground that it was not a suitable job for 
women, implying that they would meet too many insults from the 
public. They did not claim that the women could not drive a car 
satisfactorily nor handle the work, but they seemed to feel that the 
moral hazards were too great. The statements of the women who 
had had actual experience with public-cab driving, however, were 
not in line with this opinion of the taxicab owners who did not 
employ women. 

An effort was made also to interview women who had driven in 
Philadelphia but had quit, to see whether it was the conditions of 
the job that had caused them to give it up. It was more difficult to 
locate these women than those who were still driving. In five cases 
they had moved :from the addresses given, some of them out of 
town. The landlady of one said that the woman had driven for 
four or five weeks and had always said she liked it. She was 
seriously ill in the hospital, but was likely to return to driving if she 
were able. Another had driven three or four weeks before she had 
left the rooming house at which she was sought. Her landlady said 
that though she had complained of being very sore and tired the first 
few d·ays, she had got over that and had seemed to enjoy the work. 
Three other women drivers had been in town only a short time. 
They had come just to try driving and had moved on. 

Three women from the list of those who had been with the com
pany were seen. One of these had driven for only one day. She 
]i1ved with he.r family and had never held any sort of job before. 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



TAXICAB DRIVING . 

She said she liked to drive a car and h~d started out more or less as 
a joke. She got one of the cars that had no self starter and some
thing was wrong in the adjustment of it, so that her engine kept 
stalling. It was a very hot day, and having to hop out to crank her 
car so often upset her disp.osition. Then, too, she had not been abl~ 
to adjust herself to associating with the type of men who were 
driving cabs. She admitted that the men had tried to be nice to thE> 
girls, but "they didn't know how." She said they looked so rough 
and dirty that she decided she could not continue driving if it meant 
associating with them. . 

Another woman visited had been with the company only part of 
a week. She had been operating an elevator for five years and had 
wanted to get away from a job that involved continuous standing. 
She would have liked the work, had it not been ,.for the fact that she 
was not sufficiently familiar with driving a car. She was afraid to 
go around in the crowd. If she could get more experience she was 
anxious to return to driving. , 

The third woman interviewed had stayed by the job for 10 weeks, 
and, as far as the actual work went, she enjoyed it very much mor~ 
than dressmaking at home, which she had been doing before and 
since. She had quit because she felt that the street man at the statioi:i, 
was doing an injustice to the women drivers.. She said that when 
a woman's cab was in line to be first out and a man was second, he 
told the woman to " roll " and gave the man the chance for a sure 
fare. Finally she became so indignant that she took her car around 
to the garage in the middle of the day and quit. She had learned 
since that the street man had been fired, and she was thinking of 
going back to her taxicab job. 

Though it was not possible to get an expression of opinion from 
many of the women who had given up driving, those women who were 
seen had nothing to say against taxicab driving as a woman's job. 

Whether in New York or in Philadelphia, conversation with the 
women taxicab drivers showed that they felt quite capable of taking 
care of themselves and of handling any problems that might arise. 
They met the world in a businesslike way and received the same treat
ment in return. Though most of the women in Philadelphia were 
glad that they were not asked to drive at night~ on account of the 
fares they were likely to get then, they felt no hesitancy about the 
work in the daytime. Most of them commented especially on the 
fact that the public was made up of surprisingly decent people. 
Fares who "got fresh" they found were much more unusual than 
fares who paid no attention to their drivers. 

The New York women who were interviewed had been employed 
longer than the Philadelphia women, and their experience stretched 
over a longer period of time, but on the whole their findings were the 
same. They had found that the majority of people gave them cour
teous and respectful treatment, and they had learned how to deal with 
the few who did not. They had worked through .the time when the 
woman taxi driver was a nrne-day wonder, and they had come to be 
accepted as usual and familiar. A few of them had had unpleasant 
experiences because of popular prejudice against their having taken 
up a new field of work. 

On the other hand, occasionally their sex had :proved an asset to 
them in their work, as with one woman who said she had steady 
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customers who always called. for her if they were going shopping or 
were sending their children anywhere, and another who said that 
she had several times had the experience of having a man send his 
wife or companion home in her care without going himself, with the 
comment that he felt safe in doing it since she had one of the women 
drivers. On the whole, however, the women did their jobs entirely 
on their own merits and were not judged on the basis of sex. 

The woman driving a cab has to deal with people and has to deal 
with her machine all day. Granting that she can handle the first 
part of the situation satisfactorily, is the continuous driving and 
other physical work incidental to the job too hard for her? That 
depends to some extent, at least, upon the conditions under which she 
is employed. 

The women who were driving cabs in Philadelphia all were em
ployed by one company, and that company was making a special 
effort to adapt the work to them. They were not expected to do 
their own tire changing, nor any other repair work on their cars. 
If they got a flat tire while they were out they telephoned the garage 
for a service car and turned their fare over to another cab. The 
company had started out with new tires practically simultaneously 
with the inauguration of their experiment in employing women, and 
tire troubles had not become very pressing at the time this survey 
was made. The number of calls for the service car wer,e increasing, 
however, and the solution that seemed to occur to the mind of the 
management was " there were still enough gentlemen to help a woman 
change a tire." The cars were equipped with disk wheels and balloon 
tires, and tire changing was not a light job. The problem of han~ 
dling baggage had never proved a serious one, for the women seldom 
were expected to do much of it, and such pieces as they did carry had 
not been especially taxing on their strength. 

None of the women interviewed considered the job in itself any 
more tiring than other jobs that they had had. 

For the women who had driven in New York nothing had been 
done to make work easier for th~m than for any other taxicab 
driver. No special inducements were offered to them. They were 
responsible for their own tire changing and they took care of it as 
pleased them individually. One of the women, who had driven for 
three years, said she had always changed her own tires on the job. 
She and all the other women who drove cabs wore a uniform with 
breeches and were quite as free as the men to get round and about the 
cars. She said that when she was new on the job other taxi drivers 
always stopped and offered to heLp her out when she was in trouble, 
but she let them know that, though she appreciated their offers of 
assistance, she was quite able to handle her own work all the way 
through. Another of the New York drivers said she never attempted 
to change her own tire as long as she could get another driver to do 
it for 50 cents. 

The majority of the women did not consider the actual driving 
excessively hard work. They confessed to a healthy tired feeling 
by nigh1i but not in excess of what they would experience from other 
work. une driver in New York, who had stayed in the taxicab 
work for three years before she left it for a position as a private 
ehauffeur, made her comparisons largely between these two jobs 
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and said she would never voluntarily exchange her present work for 
that of driving a taxicab. She had not found the work so hard 
when she first went into it, and drove most of the time from a hotel 
stand. After the rate war·went on, however, she had to keep driv
ing continuously, on the lookout for fares, and at the end of a day 
of continuous driving of a heavy car she was too tired to enjoy 
any form of recreation. None of the other drivers acknowledged 
finding the work excessively strenuous. 

What was it in taxicab driving that had attracted the women~ In 
the first place, most of them were thoroughly acquainted with han
dling a machine and liked driv,ing. In practically all cases the 
women had gone into it first because they really enjoyed it. They 
all liked the chance to work out of doors, liked the freedom from 
direct supervision, and the variety of contact with people. Many 
jobs open to average people settle into the performance of routine 
tasks, giving no feeling of personal respons,ibility or of adventure; 
but the taxicab-driver's life always holds out the chance of a "big 
day," and to many of the women there was much that was interesting 
in the casual contact with a variety of people. As one said, she was 

• "crazy about driving and liked meeting all the different people; there 
is so much variety that it isn't like working at all." Another driver 
found the human side of her job particularly interesting. "People 
are all so different and a driver gets an excellent chance to study all 
kinds." Yet another enjoyed the continuous discovery that the 
"American public is pretty decent." 

One of the New York women, who had been a saleswoman both 
before and after driving, much preferred the driving, and said, 
"When you have once worked outside ,it is very hard to get used to 
indoor work." Another summed up her reasons for liking the job: 
" It pays the most, you are free to go to work when you please, and 
you are out of doors all day." The two women who were driving 
in New York at the time had a feeling of complete independence, for 
they were driving their own cars. 

Perhaps the material available on taxicab driving as a woman's job 
is not sufficient to make a satisfactory basis for determining whether 
it is a job that a woman can do satisfactorily. If the Philadelphia 
experiment is continued long enough, it should give fairly conclusive 
evidence as to whether women can pull their own weight in a taxi
driving job. Undoubtedly it has advantages as a job that the women 
who have undertaken it appreciate most decidedly, and there seems 
to be no obvious reason why they can not handle most of the work 
satisfactorily. The woman who must meet the public under such cir
cumstances needs poise and common sense, and one would hardly 
recommend the work to young girls. However, as far as there is any 
evidence on the subject it does not seem to indicate the need for clos
ing thi..; type of work to women by law. But it may be said, also. that 
either lack of inclination on the part of the women themselves, or 
prejudice against their employment on the part of taxicab companies, 
has had a greater effect than any legal restriction in limiting the 
extent to which women have gone into the job of taxicab driving. In 
only one State does any legal restriction exclude them from driving 
taxicabs, but in only one large city were any considerable number of 
them employed as drivers. 

110179--28--24 
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GAS- AND ELECTRIC-METER .READING 

In Ohio the employment of. women as gas- and electric-meter 
readers was forbidden by law in 1919.9 

It is difficult to discover just why such employment in Ohio should 
have become enough of a problem to demand legislation. Gas and 
electric companies were visited in Akron, Cincinnati, Cleveland, and 
Columbus, and in only one of these had they ever tried a woman on 
that job. This firm, in Cleveland, had transferred a woman who had 
been a switchboard operator for them to the work of reading meters, 
to give her out-of-doors employment. She had been so employed only 
a little over one month and no women had done meter reading for 
them since. It was not possible to find any other instances in Ohio of 
women who had been employed to read meters. 

The census figures do not throw much light on the extent to which 
women returned such work as their occupation, because all the semi- · 
skilled operatives of electric-light-and-power plants are placed in 
one classification and those of the gas works in another, each includ
ing the meter readers with all the other semiskilled operatives in 
those plants. Even so, the number of women employed in the United 
States in 1920 in the two groups together amounted to only 507.10 

A number of gas and electric companies, 16 in all, were visited in 
the larger cities of California, Illinois, New York, and Wisconsin, as 
well, to see whether any of them had had experience with the employ
ment of women as meter readers or to learn why no women had been 
employed. In none of these States did the information secured 
indicate any extensive employment of women. 

In California six different companies were visited. Only one of 
these had ever employed women, and this one had had only three 
women for a short time during the war period. Their experience had 
led them to feel that women could not handle the job so satisfactorily 
as did men. Since the work involved making from 150 to 200 calls 
a day, usually on foot-crawling under porches, climbing ladders 
into garrets, and jumping back-yard fences-it seemed to them to 
impose too much of a physical strain upon a woman. Another south
ern California company had considered using women during the war. 
In view of the fact, however, that the men were expected to make 
from 200 to 300 calls a. day, it had been decided that the work would 
not be suitable for women and they were not tried. None of the 
others had ever given any consideration to the possible employment 
of women as meter readers, because it had seemed to them that the 
work itself naturally closed the job to women. 

Five public-service companies were visited in Illinois, three of 
which had had more or less experience with the employment of 
women as meter readers. In one company only 1 woman was em-

9 Ohio. Session laws of 1919, v. 108, pt, 1, p. 541. 
10 U. S. Bureau of the Census. Fourteenth census: 1920, v. 4, Population, Occupe,

tions, p. 39. 
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ployed in a total of 180 meter readers; in another, at one time 8 of 
the 21 meter readers were women; while in the third there were once 
as many as 50 women employed in a total of 110 meter readers. The 
other two companies had employed no women at any time. 

The two companies who had employed women in this capacity to 
any considerable extent held somewhat opposing opinions concerning 
a woman's ability to do such work. One reported that the women 
were less satisfactory than the men and did not take the job seri
ously. Whe;n. men were more available after the war the women 
gradually were let off. The firm that had employed the largest num
ber of women reported that they had worked during the war and 
until 1922. By that time, however, most of the women originally 
employed had left and only four had stayed. These were transferred 
into other departments. The women had been assigned to special 
districts where the work would be easier for them. However, their 
work had been satisfactory and they had no more unpleasant 
experiences than the men were likely to run into. 

Of three offices visited in New York City, two had employed 
women during the war-time emergency when they were unable to 
get men. In one case the largest number of women employed at 
one time was 15, of a total of 125 meter readers. In the other, for 
a time, 5 or 6 of the 45 meter readers were women. Neither com
pany had considered that the job was entirely suitable for women 
and both had used them only because men were not available. One 
manager had found women more honest in doing their work than the 
men, but he also felt that the job was physically beyond them. The 
firm that had employed the larger number of women reported that 
their employment required too much adjusting of work and districts 
to pay. They considered the work too heavy and unsuitable for 
women, who had dropped out gradually or been transferred to other 
departments in the company. No women were employed at the time 
of the interview, in 1926. The employment manager in an office 
where women had never been employed as meter readers was asked 
what he would do if a woman made application to him for such 
work. He replied that he thought he would try to find some inside 
job for her instead, because the work was entirely too difficult phys
ically for women. 

In Milwaukee two firms were visited, neither one of which had 
had any experience with the employment of women as meter readers. 
One of them had tried a girl during the war, but she had quit inside 
of an hour, and they had not cared to repeat the experiment. 

On the whole, the companies that had employed women as meter 
readers were too few to furnish any conclusive evidence of the suit
ability of such work or to indicate whether women were able to do 
the job to the satisfaction of the employer. The records of these 
companies _ do show, however, that opportunity for women in this 
work probably is very limited, while the interviews with women em
ployed in the capacity of meter reader indicate that women probably 
will not storm this occupational citadel in very great numbers. 

Six women in Chicago and two in New York who actually had 
worked as meter readers were interviewed by agents of the bureau. 
Their periods of work in that capacity varied from one to five years. 
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All had been taken on during the war and none were still working 
at meter readincr when interviewed. Their previous occupations in
cluded selling, finishing dresses, dressmaking at home, working in a 
candy factory, and sewing doll clothes. One was not working any
where at the time she was interviewed, but all the others had been 
transferred to other jobs in the company-sales, office, or delivery. 

According to their accounts the job had had its interesting fea
tures, but most of them ha.d found ,it harder than other work which 
they had done. Though one woman said that she had had an easy 
route and liked working out of doors, she had found the work harder 
than her present job and she would not care to go back to the outside 
work. Another said the work was so hard on her she could not have 
stood it any longer, and she asked for an inside job, though the meter
reading work had been interesting. In her own words, " Me for in
door work for women." 

One woman had enjoyed being out of doors, seeing new thi,ngs 
and meeting people. She said no one had ever insulted her and she 
had had no unpleasant experiences, but she had found so much walk
ing difficult and had asked to be transferred. One woman had 
enjoyed it because "it was sort of fascinating going in a different 
direction every day," but she had asked to be transferred to other 
work. 

The attitude of the public sometimes made work hard for the 
women. One woman reported that " the foreigners and poor people " 
often told her she was taking a man's job, while .another found that 
people sometimes resented her continuing at the job after the men 
returned from the war and so many were out of work. 

As :far as one can judge from the lim,ited experience of utility com
panies in the employment of women as meter readers or from the 
experience of the women who have tried it, it does not seem that 
prohibitory legislation applying to this occupation has been very far
reaching in its effects. The work is more strenuous than most women 
would be able or would care to undertake, and the number of women 
who would continue at the job would almost certainly be small. It 
,is doubtful whether, under ordinary circumstances, the gas and 
electric companies would be willing to make the special adjustments 
for women that they made for the few who were employed during 
the war. For those who liked the variety of the work and the chance 
to be out of doors and who did not find it too much of a strain physi
cally, there seems no reason why the work should not be suitable; but 
in so far as this study was able to discover it would seem that most 
superintendents or managers of gas or electric companies preferred 
to employ men as meter readers and also that, under ord,inary cir
cumstances, women were not likely to apply for such work. ,Un
doubtedly no prohibitory law has kept many women from reading 

· meters, but on the other hand there seems no good reason why such 
a law should exist. 
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APPENDIX A 

BASIC TABLES FOR CHAPTER I 

CHANGES IN POPULATION AND NUMBERS GAINFULLY OCCUPIED 

The material in the tables in this appendix was taken from the reports of the 
United States census from 1870 to 1920. The purpose was to include all persons 
16 years of age and over who were gainfully occupied in work other than agri
culture. Differences in the classification of occupations of the various dates 
necessitated some adjustment to keep a comparable group for all six census 
years. Fishermen and oystermen were classified with manufacturing and 
mechanical industries in 1870, 1880, and 1900, but with agricultural occupations 
in 1890, 1910, and 1920. Per sons in this group, as well as those classified under 
agriculture, have been subtracted from the total number gainfully employed in 
vrder to get the figures used for 1870, 1880, and 1900. In 1870 and 1880 the 
age groupings made it possible, in taking out the fishermen and oystermen, to 
separate those under 16 from those 16 years of age and over. In 1900 only the 
men could be taken out, and that only in the States in which fishermen and 
oystermen formed a large enough group to appear in the table for selected in
dustries. The girls under 16 were distributed among the States on the basis of 
the proportion which those reported as fishermen and oystermen formed of all 
those reporting that occupation throughout the country. The same method was 
followed for the boys in the States where detailed figures were not available 

In 1890 the classification differed from those in the other years in two ways. 
The age classification set off those who were under 15 rather than those under 
16, and persons 15 years of age and over had to be taken for this year rather 
than those 16 years of age and over. As a result the figures given in the tables 
for that year are slightly higher than they should be in relation to the other 
years, because of the inclusion of the 15-year-olds who were working. Un
doubtedly, however, these formed a relatively small proportion of the total 
number, and the difference is hardly sufficient to invalidate entirely a compari
son between the census years. In the table that shows the proportion of 
persons gainfully employed these figures are taken in relation to the correspond
ing age group of that class in the population. In 1890, therefore, it is the 
proportion which those 15 years. of age and over gainfully occupied ( exclusive of 
agriculture) formed of all those 15 years of age and over. 

In 1890, also, miners and quarrymen were placed in the same broad o~cupa
tional classification with those engaged. in agricultural pursuits, while in the 
other census years they were placed with manufacturing and mechanical 
industries or stood alone. These workers had to be separated from the agri
cultural workers before the number in that group could be subtracted from 
the total number gainfully occupied. Those reporting in the occupation of min
ing or quarrying who were under 15 were distributed among the States propor
tionally, since detailed age :figures were not available for indlvidual occupations 
by State. 

The census :figures for Michigan showed a marked decrease between 1870 and 
1880 in the number of women gainfully occupied in nonagricultural pursuitS', 
and yet there was nothing in the development of the State that would lead 
one to expect such a decrease. A closer study of the occupational :figures 
revealed a loss in the domestic and personal group large enough to outweigh 
the increases in all the other occupational groups. In 1870, however , the 
proportion of women reported in this classification was much greater than in 
any of the surrounding States and much higher than in Michigan for any other 
census year. After conferring with. the Bureau of the Census on the Michigan 
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figures, it seemed clear that some error had been made in compiling the figure& 
for domestic servants in 1870 and that an estimated figure would come closer 
to representing the actual situation than would the original census figure. 

In the other census years the proportion of the female population reported 
in the occupations grouped under domestic service was fairly constant, varying 
from 5 per cent in 1920 to 6.9 per cent in 1900, while in 1870 the per cent was 
13.6. Therefore, the average of this percentage in 1880, 1900, 1910, and 19-20 
was taken as a basis for an approximation of the number likely to have been 

TABLE 1.-Males an<'l females in the population 

1870 

State 

Male 

United States ___________ 11,418,666 

Alabama _____________________ 258,258 Arizona _______________________ 5,756 Arkansas _____________________ 133,717 California ____________________ 252,491 Colorado ________ _____________ 17,968 Connecticut_ _________________ 175,945 Dakota __ ____________________ _ 6,275 Delaware _____________________ 36,813 
District of Columbia _________ 38,637 Florida _______________ ~ -- _____ 50,327 Georgia _______________________ 303,354 
Idaho ________ _________________ 10,888 Illinois ______________ • ________ 756,268 Indiana ________ _______________ 480,053 Iowa ____ _________________ ____ 352,955 Kansas ___ ______ -- ______ _____ _ 123,217 

f;~~~~~L==: :: ::: === = = === = == 
360,040 
208,431 Maine _____ __________ ___ ______ 203,065 Maryland ____________________ 224,118 Massachusetts ________________ 467,110 

Michigan _____________________ 376,671 

~tr~1;f~~=================== 
135,074 
220,864 
497,284 Montana ___ • _________________ 15,038 Nebraska _____________________ 44,719 Nevada __________________ • ____ 28,320 New Hampshire ______________ 106,699 New Jersey ___________________ 274,667 New Mexico __________________ 27,865 New York ____________________ 1,372,370 North Carolina _______________ 277,914 North Dakota ________________ (2) 

Ohio ___________ ---- ___________ 778,762 Oklahoma ____________________ (3) Oregon _______________________ 33,019 Pennsylvania _________________ 1,042,898 Rhode Island ___ ______________ 69,360 South Carolina _______________ 185,352 South Dakota ________________ (2) Tennessee_. _____ • ____________ 332,438 Texas _________________________ 228,386 
Utah_------------- ----------- 21,974 

~r::iii~===================== 
107,934 
331,016 Washington __________________ 10,172 

;rs:o!~ft~~=::::::::::::::: 
118,615 
309,094 Wyoming ____________________ 

6,475 

1 See North Dakota and South Dakota. 
2 See Dakota. 
a Figures not obtainable. 

Female 

11,205,910 

285,616 
1, 756 

127,520 
118,229 

8,496 
184,538 

2,873 
37, 161 
44,892 
51,203 

339,003 
1, 581 

678,817 
456,312 
305, 183 
86,396 

360,345 
212,110 
207,309 
237,845 
517,300 
332,617 
107,199 
228,608 
443, 720 

2,238 
28,351 

6, 141 
115,629 
284,459 
25,227 

1,434,901 
319,882 

(2) 
781,847 

(3) 
18,363 

1,058,468 
77,528 

208,239 
(2) 

355,076 
208,140 
21,180 

109,055 
369,025 

4,423 
119,936 
279,926 

1,247 

1880 1890 

Male Female Male Female 

15,359,866 14,752, 268 20,133,514 18,957,672 

322,457 351,257 407,243 418,394 
22,472 7, 161 26,310 13,097 

220,988 199,910 319,842 286,803 
376,951 208,641 522,851 335,290 
103, 160 39,838 182,929 106,329 
206,908 219,887 260,556 269,705 
57,295 29, 132 (1) (1) 
46,201 45,512 56,009 53,966 
52,845 62,443 75,365 85,890 
74,294 72,581 116,879 107,315 

397, 704 427,559 495,847 508, 776 
16,269 5,541 35,357 17, 768 

964,271 881,612 1,266,852 1,163,486 
608,707 576,685 709,587 676, 130 
507,106 445, 716 623,811 559,212 
316,098 249,882 460,025 393,981 
463,904 459,034 550,445 536,287 
256,985 263,203 308,375 315, 706 
219,302 223,189 233,569 233,010 
278,770 291,512 323,439 337,936 
585,526 654,415 770,973 836,642 
553,281 475,519 719,199 639,021 
255,562 201,925 440,656 358,255 
291,854 298,656 342,293 345,394 
658,612 587,658 848,688 772,841 

23, 183 6,147 70,633 27,337 
151,228 109,714 356,254 278,246 
33,824 12,108 22,963 10,511 

121,406 128, 133 136,412 140,329 
355,299 368,559 483,238 489,780 
39,939 31,826 52,360 41,615 

1,648,517 1,731,564 2,052,238 2,106,517 
365,839 400,417 4t, 905 460,050 

(2) (2) , 684 45,288 
992,558 977,977 1,203,577 1, 183, 143 

(3) (8) 21,665 14,946 
69,707 38,675 127,219 79,043 

1,306,896 1,333,180 1,729,465 1,677,234 
89,551 100,063 116,703 126,600 

252,441 273,986 295,922 311,979 
(2) (2) 112,044 83,249 

410,291 427,627 500,269 502,487 
457,877 389,475 651,604 561,369 
39,932 36,292 65,094 53,086 

111,786 112,608 118,358 114,976 
406,339 436,408 467,091 485,458 
31,437 15,429 162, 721 79,123 

170, 727 166,474 223,243 211,555 
412,372 373,275 545,773 489,972 
11,195 3,863 29,979 12,545 
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thus employed in 1870. On account of the difference in the age groupi,ng, 1800 
was omitted. The resulting figure was substituted for the total of those 
reporting occupations in the domestic and personal service group in arriving 
at an estimate of the number of women gainfully employed in 1870 in the 
State. The original census total is used in the tables printed in this appendix, 
but the estimated figure (30,220) is used in the chart showing the rate of in
crease in the number of women gainfully employed in Michigan. ( See chart, 
p. 12.) 

16 years of a,ge and, over, 1870 to 1920, by State 

1900 1910 1920 

Male Female Male Female Male Female 

24,701,695 23,360,553 31,563,330 29,188,575 35,994,984 34,241,749 

514,291 520,252 621,245 621,365 685, 773 695, 111 
49,971 30,399 83,646 52,478 124,333 92,850 

385,332 352, 725 480,258 440,037 537,119 506,193 
611,090 459,015 1,029,488 768,455 1,378,497 1,188,038 
208,554 158,835 308,701 249,174 342,951 299,744 
319,296 319,617 398,913 388,254 476,002 468,528 

(!) (1) (1) (1) (1) (1) 
63,016 60,090 71,961 68,034 79,794 75,327 
95,487 109,031 117,578 132,045 156,425 185,640 

166,963 146,866 251,385 218,572 324,226 303,709 
616, 764 633,097 750,413 761,997 854,246 868,749 
61,810 37,940 127,257 83,986 152,125 119,285 

1,627,228 1,511,608 2,021,469 1,851,103 2,295,953 2,189,680 
846,770 804,478 954,529 900,749 1,034,888 997,347 
748,479 676,947 778,651 715,927 843,980 798,958 
492,000 433,223 597,528 523,240 614,080 570,939 
655, 726 635,330 721,795 699,897 771,890 747,136 
396,440 394,450 497,768 486,871 556,589 551,425 
249,221 243,813 268,549 258,064 273,089 265,315 
379, 614 390,551 430,063 439,799 500,086 494,321 
960,969 1,031,522 1,170,527 1,232,125 1,317,699 1,395,044 
834,202 766,656 1,008,333 920,224 1,342,135 1,169,258 
591,231 486, 851 753,015 620, 687 846,766 752, 838 
433,991 431,458 519,558 514,264 528, 743 534,087 

1,014,286 944, 161 1,139, 668 1,067,613 1,186,090 1, 155,999 
112, 287 56, 590 172, 369 95,958 205,136 156,262 
356,294 298,893 418,091 360, 500 449,309 407,323 

19, 752 11, 173 43,386 20,609 35,961 21,229 
148,846 149,608 156,441 154,242 158,461 157,778 
636,088 637,031 893,340 862,304 1,085,585 1,067,476 
63,599 51, 731 111,017 89,142 119, 744 99,819 

2,493,062 2,538,959 3,260,323 3,216,410 3,654,475 3, 688,676 
520, 242 547,099 622, 158 641,666 729,345 741,844 
110, 538 76,936 204,810 149,924 207,376 174,951 

1,412,685 1,380,154 1, 714,314 1,626,657 2,081,098 1,946,617 
99,061 73,522 535,772 441,600 650,686 573, 732 

164,816 114,552 290, 758 198,114 301,925 255,562 
2,115,711 2,025,608 2, 682,153 2,478,990 2,948,589 2,823, 817 

146,499 153, 717 191, 126 192,545 205, 770 214,279 
360, 328 I 375, 745 417,673 434,376 473,887 485,225 
133,015 105,435 209,470 162,803 218,853 184,915 
599,210 592,601 669,851 662,013 721,797 725,417 
900,312 810,055 1,210,773 1,096,864 1,523,666 1,390,362 
81,242 75,724 123,112 104,363 141,731 129,124 

123,977 118, 568 129,579 121,901 124,887 121,006 
546,784 554,436 628,187 626,873 729,129 707,824 
219,594 131,677 496,194 326,040 535,574 427,710 
300,255 269,353 403,878 344,943 474,255 417,841 
671,889 612,519 805,508 730,696 916,459 844,640 
42,878 19,952 70,749 34,082 77,807 . 52,799 
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TABLE 2.-Males and females in gainful 
• 

A. NUMBER 

Number of persons 16 years of age and over gainfully occupied int-

State 1870 1880 1890 2 

Male Female Male Female Male Female 

C 

United States ___________ 4,996,203 1,321,364 7,388,171 1,895,279 10,718,649 3,116, 757 

Alabama _____________________ 46, 170 21,873 65,910 30,020 116,285 45,482 Arizona _______________________ 4,372 265 18, 261 439 17,820 1,443 
Arkansas _____________________ 18,938 6,420 32,790 7,685 70,346 19,125 California ____________________ 174. 964 12, 896 264,214 26,576 345,731 56,670 Colorado _____________________ 10,641 414 82,525 4,537 134,083 18,173 Connecticut_ _________________ 112, 721 31,839 142, 890 44,566 197,325 68,923 Dakota _______________________ 3,200 155 26,477 2,544 (4) (4) 
Delaware _______________ ______ 17,699 4,715 27, 796 6,883 34,956 9,486 
District of Columbia _________ 33, 170 12,974 44,836 19,045 66,395 31,542 Florida _______________________ 13,432 3,874 25,106 5,882 53,321 15,874 Georgia ____ ___________________ 63,125 33, 130 106,874 44,187 155,942 83,397 Idaho _________________________ 9,287 125 11,383 263 19,662 1,656 Illinois _______________________ 298,861 58,499 450,356 96,739 724,962 181, 199 Indiana ___ ___________ __ ____ __ _ 160, 142 29, 122 246,673 46,499 322,039 74,366 Iowa ____ _________ __ __________ 110,203 21, 752 178,556 41, 166 235,523 70,573 Kansas _______________________ 44,076 5,817 96, 193 17,366 161,971 37,819 

ti~1i~:---=================== 
102, 170 39,854 143,311 44,794 194,047 67,941 
80, 170 27,871 115,303 33,657 125,663 50,414 

M aine ___ ___ __________ ________ 92,431 26,356 110,344 31,647 127,547 42,742 Maryland ___ __ ____ ___________ 129, 193 37,861 167,433 52,591 206, 278 78,113 Massachusetts ________________ 363,900 121,950 464,718 164,902 635, 756 258,440 Michigan _____________________ 157,251 655,002 269,051 50,637 376,551 87,339 Minnesota ____________________ 46,813 9,747 97, 867 22,902 213,408 60,079 Mississippi_ ____ ____________ __ 35,756 17, 914 49,552 20, 6 8 65,205 33, 165 Missouri__ _____ ____________ ___ 200,184 33,047 270, 529 54,819 388, 143 96,889 
Montana __________________ ___ 11, 765 166 17, 191 475 52,254 4,377 Nebraska _____________________ 18, 783 1,743 51,654 9,180 157,496 38, 151 Nevada _______________________ 24,360 429 26,500 1,428 15,838 1,711 New Hampshire ______________ 48,200 23,070 66,236 28,232 84,924 35,264 New Jersey ____ _______________ 182,822 40,750 260, 721 62,049 382,587 105,738 New Mexico __________________ 7,537 2,544 23,513 1,905 26,586 3,322 New York ____________________ 839,518 241,284 1,115, 824 336,031 1,509,216 491,324 North Carolina __________ _____ 46,399 26,305 69,378 33,515 99,924 53,746 North Dakota ________________ (6) (6) (6) (6) 16,819 6,755 
Ohio ______ -____ -__ - -- - -- - -- -- - 354,417- 78,781 471,813 104, 103 689,879 169,214 Oklahoma. _______________ ____ (7) (7) (7) (7) 6,208 720 Oregon __ _____________________ 16,540 633 34,058 2,587 67,917 9,712 Pennsylvania _________________ 609,951 123,462 900, 826 197,239 1,288,079 305,391 Rhode Island _________________ 51,464 19,677 71,921 27,021 97,944 40,143 South Carolina _______________ 32,776 19,968 58,568 30,646 69,384 37,080 South Dakota ________________ (6) (6) (6) (0) 35,312 9,761 Tennessee ____________________ 71,287 23,209 107,801 33,547 161,904 53,743 Texas _________________________ 53,921 13,244 127,588 26,446 210,422 49,621 Utah _________________________ 9,782 833 21, 743 2,513 39,614 6,263 Vermont_ ____________________ 37,013 12, 797 46,436 14,909 54,994 18,864 Virginia _____ _______________ __ 99, 133 48,217 156,483 59,560 188,884 83,107 Washington ___ _______________ 5,572 216 15,641 937 109,106 10,250 

~r::o~1t~~~================ 
32,575 7,347 55,805 9,863 83,949 17, 520 

107,339 22,921 172, 786 41,624 259,885 72,359 Wyoming ___ _________________ 6,180 296 6,737 435 20,565 1,771 

1 Exclusive of agriculture. 
2 The age groupings of the gainfully occupied in this year were such that it was necessary to take the 

gainfully occupied persons 15 years of age and over instead of those 16 years and over. 
3 Exclusive of Indian Territory, with approximately 33,000 men and 6,000 women gainfully occupied, 

not obtainable for any other year.• . 
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BASIC TABLES FOR CHAPTER I 

occupation~.,1 1870 to 1920, by State 

A. NUMBER 

Number of persons 16 years of age and over gainfully occupied in 1-

19001 1910 

Male Female Male 

13,839,898 4,057,092 18,909,095 

165,353 64,054 226,823 
32,286 4,280 55,206 

105,381 28,322 148,174 
401,304 80,953 709,053 
144,873 26,229 201,611 
246,670 82, 359 319,057 

(I) 39, 795 
(1) (1) 

11,459 45,348 
82,969 40,333 102,964 
83,819 23,197 130,891 

209,080 107, 773 272,260 
31,107 3,682 61,195 

1,031,275 263,324 1,407,033 
439,957 101,344 535,185 
313,129 94,178 345,156 
184,418 47,013 270,608 
246,249 82,068 288,208 
167,601 58,139 233,057 
144,178 46,786 160,420 
248,305 87,799 291,383 
792,979 315,643 996,814 
457,428 117,818 594,704 
292,319 84,440 412, 787 
98,173 46,592 132,430 

503,356 130,216 624,674 
76,294 9,002 106, 175 

142, 803 40,164 179,327 
11,927 1,834 31,847 
97,561 38,250 106,481 

515,164 140, 979 745,317 
32,387 4,955 42,387 

1,910,139 623,140 2,621,469 
154,127 73,568 212,376 
33,309 11,443 61,920 

879,339 218,637 1,148, 718 
30,473 6,574 199,188 
90,515 16,385 178, 102 

1,619, 785 385,318 2,132,083 
123,538 47,925 164, 759 
100,779 56,971 130,862 
40,422 12,540 70,113 

220, 421 76,868 267,984 
298,348 77, 715 469,874 
44,548 9,337 75, 901 
62,840 20,392 66,940 

236,935 94,324 294,065 
140,792 18,288 331, 780 
142,882 23,391 229,927 
344,802 98,424 433,655 

27,764 2,667 42,804 

' See North Dakota and South Dakota. 
' See concluding paragraph& of text, pp. 355 to 357. 
~ See Dakota. 
'Not ohtainable. 

1920 

Female Male 

6,041,362 22,940,697 

86,692 297,(!35 
9,517 78,749 

46,133 174,615 
165, 133 957,516 
48,742 205,079 

113,504 
(1) 

15, 765 

401,703 
(1) 

55,377 
52,447 141,206 
45,610 188,486 

134,525 348,359 
11,243 64,043 

405,316 1,697,262 
141,359 637,369 
118,984 394,035 
72,559 301,637 

112,219 341,487 
87,081 284,623 
58,964 168,762 

117,762 368,259 
427,974 1,150,483 
171,468 940,502 
130,464 442,451 

61,618 149,420 
188,409 681,349 
16,844 102,611 
56,812 200,855 
4,126 24, 717 

45,415 113,343 
225,638 942,157 
11,167 53,472 

945, 236 3,035,319 
99,397 289,248 
23,510 62,056 

323, 4.09 1,529,878 
46,116 291,843 
37,443 176,651 

559,879 2,437,262 
66, 731 181,997 
69,597 171,052 
22,894 72,236 

104,576 309,267 
140,191 712,649 
17,175 84,364 
26,291 68,084 

124,516 387,963 
61,634 355,158 
43,060 311,719 

140,866 509, 704 
5,351 46,685 

359 

Female 

7,306,844 

98,934 
14,901 
48,844 

275,072 
58,622 

139,517 
(I) 

17,140 
92,008 
69,143 

155,612 
16,040 

518,639 
173,590 
132,602 
86,127 

110,168 
97,118 
62,030 

130,206 
487,388 
233,572 
153,113 
60,885 

225,983 
25,828 
66,996 
4,115 

47,747 
282,317 

12, 749 
1,105,666 

117,338 
24,688 

396,585 
71,699 
51,838 

654,636 
76,199 
75,970 
26,431 

113,184 
200,693 
20,694 
25,373 

133,914 
88,357 
50,486 

167,582 
8,505 
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360 EFFECTS OF LABOR LEGISLATION 

'!'ABLE 2.-Males and females in gainful occupations,1 1870 to 1920, by State
Continued 

B. PER CENT 

Per cent of persons 16 years of age and over gainfully occupied in 1-

State 1870 1880 1890 2 1900 3 1910 1920 

Male Fe- Male Fe- M ale Fe- Male Fe- Male Fe- Male Fe-
male m ale male male male male 
----------------------

United States ______ __ 43. 8 11. 8 48.1 12. 8 51. 6 15. 9 56. 2 17.4 59. 9 20. 7 63. 7 21.3 

Alabama _____ ~-- ----------- 17. 9 7. 7 20. 4 8. 5 27. 3 10.4 32. 2 12. 3 36. 5 14.0 43. 4 14. 2 Arizona ____________________ 76. 0 15. 1 81. 3 6.1 66. 7 10. 6 64. 6 14.1 66.0 18.1 63. 3 16. 0 Arkansas ___________________ 14. 2 5. 0 14. 8 3.8 21.1 6.4 27. 3 8. 0 30. 9 10. 5 32. 5 9. 6 
California ___________ _______ 69. 3 10. 9 70.1 12. 7 64. 8 16.4 65. 7 17. 6 68. 9 21. 5 69. 5 23. 2 Colorado ________ ___ __ ___ ___ 59. 2 4. 9 80.0 11. 4 72. 1 16. 6 69. 5 16. 5 65. 3 19. 6 59. 8 19. 6 
Connecticut __ __ ______ ____ __ 64.1 17. 3 69.1 20. 3 73. 9 24. 9 77. 3 25. 8 80.0 29. 2 84. 4 29.8 Dakota __ ___________________ 51.0 5. 4 46. 2 8. 7 (4) (1) (4) (•) (•) (4) (•) (1) 
Delaware __________________ 48. 1 12. 7 60. 2 15.1 60. 5 17. 0 63. 2 19.1 63. 0 23. 2 69.4 22. 8 
District of Columbia _______ 85. 9 28. 9 84. 8 30. 5 85. 7 35. 8 86. 9 37.0 87. 6 39. 7 90. 3 49. 6 
Florida _______________ - --- - - 26. 7 7. 6 33. 8 8.1 44.1 14. 2 50. 2 15. 8 52.1 20. 9 58.1 22.8 Georgia ____________________ 20.8 9. 8 26. 9 10. 3 30.1 15. 7 33. 9 17.0 36. 3 17. 7 40. 8 17. 9 
Idaho _______ - _____ _ - - - - -- - - 85. 3 7. 9 70.0 4. 7 54. 5 9.0 50. 3 9. 7 48.1 13. 4 42.1 13. 4 Illinois ________ · _____________ 39. 5 8. 6 46. 7 11.0 55. 5 15. 1 63. 4 17. 4 69. 6 21. 9 73. 9 23. 7 Indiana ____________________ 33.4 6.4 40. 5 8.1 44.0 10. 6 52.0 12. 6 56.1 15. 7 61. 6 17. 4 
Iowa _____ __________ ___ - _ --- 31. 2 7. 1 35. 2 9. 2 36.6 12. 2 41.8 13. 9 44. 3 16. 6 46. 7 16. 6 Kansas ____________________ _ 35.8 6. 7 30.4 6. 9 34.0 9. 2 37.5 10.9 45.3 13. 9 49. 1 15.1 Kentucky __________________ 28.4 11.1 30. 9 9. 8 34.0 12. 2 37. 6 12. 9 39. 9 16. 0 44.2 14. 7 Louisian a _______ _____ __ __ __ 38.5 13.1 44. 9 12. 8 39. 2 15. 4 42. 3 14. 7 46.8 17. 9 51.1 17.6 
Maine _____ ________ -"--- - -- 45.5 12. 7 50. 3 14. 2 53. 2 17. 8 57. 9 19. 2 59. 7 22.8 61.8 23.4 Maryland _________ _________ 57. 6 15. 9 60. 1 18.0 61. 7 22.4 65.4 22. 5 67.8 26.8 73. 6 26.3 
Massachusetts _____________ 77. 9 23. 6 79.4 25. 2 80. 4 30. 2 82. 5 30.6 85. 2 34. 7 87. 3 34. 9 Michigan ________________ __ 41. 7 5 16.5 48.6 10.6 50. 9 13.3 54. 8 15. 4 59. 0 18. 6 70.1 20. 0 Minnesota __ __________ _____ 34. 7 9. 1 38. 3 11. 3 47.1 16. 2 49.4 17. 3 54. 8 21. 0 52. 3 20.3 
Mississippi__ ___ - - __ - - - - - - - - 16. 2 7. 8 17. 0 6. 9 18. 2 9. 2 22.6 10.8 25. 5 12. 0 28. 3 11.4 Missouri ___________________ 40.3 7.4 41.1 9. 3 44. 2 12. 1 49.6 13. 8 54.8 17.6 57. 4 19. 5 Montana ___________________ 78. 2 7. 4 74.2 7. 7 73.2 15.6 67. 9 15. 9 61.6 17. 6 50.0 16. 5 
Nebraska ____________ ______ 42. 0 6.1 34. 2 8.4 42. 9 13. 2 40.1 13. 4 42. 9 15. 8 44. 7 16.4 Nevada ____ ________________ 86. 0 7. 0 78. 3 11. 8 67. 9 15. 8 60.4 16.4 73. 4 20. 0 68. 7 19.4 
New Hampshire ___________ 45. 2 20. 0 54. 6 22. 0 60. 9 24. 5 65. 5 25. 6 68. 1 29. 4 71.5 30. 3 New Jersey ______ __________ 66.6 14. 3 73.4 16. 8 77.0 21. 0 81.0 22.1 83. 4 26. 2 86.8 26.4 
New Mexico ____________ ___ 27. 0 10.1 58. 9 6. 0 49.4 7. 7 50. 9 9.6 38. 2 12. 5 44. 7 12. 8 
New York _________________ 61.2 16. 8 67. 7 19.4 71. 7 22. 7 76. 6 24. 5 80.4 29. 4 83.1 30. 0 North Carolina ___________ _ 16. 7 8.2 19. 0 8.4 22. 3 11. 2 29.6 13.4 34.1 15. 5 39. 7 15. 8 
North D akota ______________ (6) (6) (6) (6) 25. 8 14. 5 30. 1 14. 9 30. 2 15. 7 29. 9 14.1 
Ohio ___ _____ - - - - - - - - -- - -- -- 45. 5 10. 1 47. 5 10.6 55. 6 13. 9 62. 2 15. 8 67. 0 19. 9 73. 5 20.4 
Oklahoma ____ ------------- (7) (7) (7) (7) 27. 9 4. 6 30. 8 8. 9 37. 2 10. 4 44. 9 12. 5 Oregon __ ___________________ 50.1 3.4 48. 9 6. 7 52. 2 11. 9 54. 9 14. 3 61.3 18. 9 58.5 20. 3 
Pennsylvania _____________ _ 58. 5 11. 7 68. 9 14.8 72.3 17. 7 76. 6 19.0 79. 5 22. 6 82. 7 23. 2 Rhode Island ______________ 74. 2 25.4 80.3 27. 0 81.6 30. 9 84. 3 31. 2 86.2 34. 7 88. 4 35.6 
South Carolina _______ __ ____ 17. 7 9.6 23.2 11. 2 22. 4 11.4 28. 0 15. 2 31.3 16. 0 36. 1 15. 7 
South Dakota ______________ (6) (6) (6) (6) 30. 7 11. 3 30.4 11. 9 33. 5 14. 1 33.0 14.3 
Tennessee ___________ --- ___ - 21.4 6. 5 26.3 7.8 31. 1 10.3 36.8 13. 0 40. 0 15. 8 42.8 15. 6 
Texas __ -- --------- --- -- ---- 23.6 6.4 27. 9 6.8 31. 1 8.4 33.1 9. 6 38. 8 12.8 46. 8 14.4 Utah ___ __ ________ __________ 44. 5 3. 9 54. 5 6. 9 58.8 11. 3 54. 8 12. 3 61. 7 16. 5 59. 5 16. 0 Vermont ___________________ 34.3 11. 7 41.5 13. 2 45.3 16. 0 50. 7 17.2 51. 7 21. 6 54. 5 21.0 Virginia ___________ ____ _____ 29. 9 13. 1 38. 5 13. 6 38. 9 16.5 43. 3 17. 0 46.8 19. 9 53. 2 18. 9 Washington __ ______________ 54.8 4. 9 49.8 6. 1 66. 0 12. 6 64.1 13. 9 66. 9 18. 9 66'.3 20. 7 
West Virginia ______ ____ __ __ 27.5 6.1 32. 7 5. 9 36.2 8. 0 47.6 8. 7 56. 9 12. 5 65. 7 12.1 Wisconsin __________________ 34. 7 8.2 41. 9 11. 2 46. 1 114. 3 51.3 16.1 53. 8 19. 3 55. 6 19. 8 Wyoming __________________ 95.4 23. 7 60.2 11. 3 67. 7 13. 7 64.8 13. 4 60. 5 15. 7 60.0 16.1 

1 Exclusive of agriculture. 
2 The age groupings of the gainfully occupied in this year were such that it was necessary to take the 

gainfully occupied persons 15 years of age and over instead of those 10 years and over. 
3 Exclusive of Indian Territory, with approximately 33,000 men and 6,000 women gainfully occupied, 

not obtainable for any other year. 
• See North Dakota and South D akota. 
6 See concluding paragraphs of text, pp. 355 to 357. 
o See D akota. 
1 Not obtainable. 
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BASIC TABLES FOR CHAPTER I 361 

TABLE 3.-Per cent of increase in the number of persons in gainful .occupations 1 

comp.a;red with the increase in the total popula·tion, by decade 1870 to 1920 
and by State 

A. MALES 16 YEARS OF AGE AND OVER 

Per cent of increase in the number of males from_:, 

1870 to 1880 1880 to 1890 2 1890 2 to 1900 3 1900 a to 1910 1910 to 1920 

State 

Gain- Gain- Gain- Gain- Gain-
Popu- fully Popu- fully Popu- fully Popu- fully Popu- fully 
lation occu- lation occu- lation occu- lation occu- lation occu-

pied 1 pied 1 pi~d I pied 1 pied 1 

----------------
United States ___________ 34. 5 47.9 31.1 45.1 22. 7 29.4 27.8 36. 3 14.0 21.3 

Alabama ___________ __ _________ 24.9 42. 8 26.3 76.4 26.3 42.2 20.8 37.2 10.4 31. 2 Arizona. ___ . _____ . ____________ 290.4 317. 7 17.1 '2.4 89. 9 81. 2 67.4 71. 0 48.6 42.6 Arkansas ____ . __ . ____ . __ . ____ ._ 65. 3 73.1 44. 7 114. 6 20. 5 49.8 24. 6 40.6 11. 8 17. 8 
California. __ . _____ __ • __ ._. __ .. 49. 3 51. 0 38. 7 30.9 16. 9 16. 1 68.5 76. 7 33.9 35.0 
Colorado __ . __ ._. ___ . __ ._._. ___ 475.2 675. 5 77. 3 62. 5 14. 0 8. 0 48. 0 39. 2 11. 1 1. 7 
Connecticut_ ____ ._. ___ ._. __ ._. 17. 6 26. 8 25.9 38.1 22. 5 25. 0 24. 9 29.3 19.3 25.9 Dakota ______ ___ __ ____________ 813.1 727.4 (6) (5) (5) (5) (5) (5) (5) (5) 
Delaware_ . ___________________ 25. 5 57. 0 21.2 25.8 12. 5 13. 8 14. 2 14.0 10.9 22.1 
District of Columbia __________ 36. 8 35. 2 67.8 48.1 26. 7 25.0 23. 1 24.1 33.0 37.1 Florida ____ _ . __________________ 47.6 86.9 57. 3 112.4 42.9 57. 2 50. 5 56. 2 29.0 44.0 
Georgia ________________________ 31.1 69. 3 24. 7 45.9 24. 5 34.1 21. 7 30. 2 13. 8 28.0 Idaho _________________________ 49.4 22. 6 117.3 72. 7 74.8 58. 2 105.9 96. 7 19. 5 4. 7 Illinois __ . _____ . __ • ______ :_. ___ 27. 5 50. 7 31.4 61.0 28. 4 42.3 23. 6 36.4 13. 6 20. 6 Indiana _______________________ 26.8 54.0 16. 6 30. 6 19. 3 36.6 12. 7 21. 6 8.4 19.1 
Iowa . . _______ • ____ .. ___ • __ -- -- 43. 7 62. 0 23. 0 31.9 20.0 33. 0 4.0 10. 2 8.4 14. 2 
Kansas ______________________ . _ 156. 5 118.2 45. 5 68.4 7. 0 13. 9 21.4 46. 7 2. 8 11. 5 Kentucky _____________________ 28. 8 40. 3 18. 7 35. 4 19.1 26.9 10.1 17. 0 6. 9 18. 5 
Louisiana ____ . ______ ._ .. ____ ._ 23.3 43. 8 20. 0 9.0 22.1 33. 4 25. 6 39.1 11. 8 22.1 Maine. _______________________ 8.0 19. 4 6. 5 15. 6 6. 7 13. 0 7. 8 11. 3 1. 7 5.2 M aryland ____________ . _____ ___ 24.4 29. 6 16. 0 23. 2 17. 4 20.4 13. 3 17. 3 16. 3 26.4 Massachusetts ________________ 25.4 27. 7 31. 7 36. 8 24. 6 24. 7 21.8 25. 7 12. 6 15. 4 Michigan __ _____________ __ ____ 46.9 71. 1 30.0 40. 0 16. 0 21.5 20. 9 30.0 33.1 58. 1 Minnesota ____________ _______ _ 89. 2 109.1 72. 4 118.1 34. 2 37.0 27.4 41.2 12. 5 7. 2 

~!~~~s~~f ~i:=== = = === = = == = == = = = = 
32.1 38. 6 17. 3 31. 6 26. 8 50. 6 19. 7 34. 9 1.8 12. 8 
32.4 35.1 28. 8 43. 5 19. 4 29. 7 12. 4 24.1 4.1 9.1 Montana ______________________ 54. 2 46.1 204. 7 204. 0 59. 0 46. 0 53. 5 39. 2 19. 0 4 3.4 

Nebraska ____ ___ ______________ 238. 2 175. 0 135. 6 204. 9 (6) 4 9.3 17. 3 25. 6 7.4 12. 0 Nevada _______________________ 19.4 8. 8 4 32. 1 4 40. 2 '14. 0 4 24. 7 119. 7 167. 0 4 17.1 4 22.4 
New Hampshire ______________ 13. 8 37.4 12. 4 28. 2 9.1 14. 9 5.1 9.1 1. 3 6. 4 
New Jersey ___ ________________ 29. 4 42.6 36. 0 46. 7 31.6 34. 7 40.4 44. 7 21. 5 26.4 New Mexico _____ _ • ___________ 43. 3 212.0 31.1 13.1 21. 5 21. 8 74. 6 30.9 7.9 26. 2 New York ____________________ 20.1 32.9 24. 5 35. 3 21. 5 26. 6 30.8 37. 2 12.1 15. 8 
North Carolina ______ __________ 31. 6 49. 5 17.0 44.0 21. 6 54.2 19. 6 37. 8 17. 2 36. 2 North Dakota _________________ (7) (7) (7) (7) 73.6 98.0 85.3 8fi.9 1. 3 .2 Ohio ______ ____ __ ____________ " 27.4 33.1 21. 3 46. 2 17. 4 27.5 21.4 30. 6 21.4 33.2 Oklahoma ______ ___ _____ _______ (8) (8) (8) (8) 357. 2 390.9 440.9 553. 7 21.4 46.5 Oregon ___________ ____________ _ 111.1 105. 9 82. 5 99.4 30. 0 33. 3 76.4 96.8 3.8 4. 8 
Pennsylvania _____ _____ _____ __ 25. 3 47. 7 32.3 43.0 22.3 25.8 26. 8 31.6 9.9 14. 3 Rhnde Island __________________ 29.1 39. 8 30. 3 36. 2 25. 5 26.1 30. 5 33. 4 7. 7 10. 5 South Carolina ________________ 36.2 78. 7 17. 2 18. 5 21.8 45. 2 15. 9 29. 9 13. 5 30. 7 South Dakota _________________ (7) (7) (7) (7) 18. 7 14. 5 57. 5 73. 5 4. 5 3.0 Tennessee _______ ____ ___ _______ 23.4 51. 2 21.9 50. 2 19. 8 36.1 11. 8 21.6 7. 8 15. 4 Texas _________________________ 100. 5 136. 6 42.3 64. 9 38. 2 41.8 34. 5 57. 5 25. 8 51. 7 Utah ____ _____ __ ______ _________ 81. 7 122. 3 63.1 82. 2 24. 8 12. 5 51. 5 ,70.4 15.1 11. 2 Vermont. _____ ________________ 3. 6 25. 5 5. 9 18. 4 4. 7 14. 3 4. 5 6. 5 '3. 6 1. 7 Virginia __ _____________________ 22. 8 57.9 15. 0 20. 7 17.1 25.4 14. 9 24.1 16.1 31. 9 Washington ___________ ________ 209.1 180. 7 417. 6 597. 6 35. 0 29.0 126. 0 135. 7 7. 9 7.0 West Virginia _________________ 43. 9 71. 3 30.8 50. 4 34. 5 70.2 34. 5 60.9 17. 4 35. 6 Wisconsin _______ • _____ ________ 33. 4 61.0 32.3 50. 4 23.1 32. 7 19.9 25. 8 13. 8 17. 5 Wyoming __ ___________________ 72.9 9. 0 167. 8 205.3 43.0 35.0 65.0 54. 2 10.0 9.1 

1 Exclusive of agriculture. 
2 The age groupings of the gainfully occupied in this year were such that it was necessary to take the gain

fully occupied persons 15 years of age and over instead of those 16 years and over, thus making the increase 
• from 1880 to 1890 slightly larger and the increase from 1890 to 1900 slightly smaller than they should be. 

a Exclusive of Indian Territory, not obtainable for any other year. 
1 Decrease. 
1 See North Dakota and South Dakota. 
e Less than 0.05 per cent. 
1 See Dakota. 
• Not obtainable. 
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362 EFFECTS OF LABOR LEGISLATION 

TABLE 3.-Per cent of increase in the number .of persons in gainful occupations 2 

compared 'With the increase in the total population, by decadie 1810 to 1920 
and by State-Continued 

B. FEMALES 16 YEARS OF AGE AND OVER 

Per cent of increase in the number of females from-

1870 to 1880 1880 to 1890 2 1890 2 to 1900 a 1900 s to 1910 1910 to 1920 

State 
Gain- Gain- Gain- Gain- Gain-

Popu- fully Popu- fully Popu- fully Popu- fully Popu- fully 
lation OCCU· lation OCCU· lation OCCU· lation OCCU· lation OCCU· 

pied 1 pied 1 pied 1 pied 1 pied 1 

---------------------
United States .•...••... 31. 6 43.4 28.5 64.4 23. 2 30.4 24. 9 48. 7 17. 3 20.9 

Alabama ..•••...•........•... 23.0 37. 2 19.1 51. 5 24.3 40.8 19.4 35. 3 11. 9 14.1 
Arizona . .•.••.......•........ 307. 8 65. 7 82. 9 228. 7 132. 1 196. 6 72. 6 122.4 76.9 56.6 
Arkansas .....•......... . ..... 56. 8 19. 7 43. 5 148. 9 23.0 48.1 24. 8 62. 9 15. 0 5. 9 
California ..••• .•••. ...•.•... • 76. 5 106.1 60. 7 113. 2 36.9 42. 8 67.4 104. 0 54. 6 66. 6 
Colorado ....... ............. . 368. 9 995.9 166. 9 300. 6 49.4 44. 3 56. 9 85. 8 20. 3 20.3 
Connecticut .•.••.......•.•..• 19. 2 40.0 22. 7 54. 7 18. 5 19. 5 21.5 37.8 20. 7 22. 9 
Dakota ......•...•.... - -- - -- - 914. 0 1,541.3 (') (') (') (') (') (' ) (') (') 
Delaware __ -- --- ------------- . 22. 5 46. 0 18. 6 37.8 11. 3 20. 8 13. 2 37. 6. 10. 7 8. 7 
District of Columbia._. ______ 39.1 46.8 37. 5 65. 6 26. 9 27. 9 21.1 30.0 40.6 75. 4 Florida ____ •• _____ ____ __ __ _ -- - 41. 8 51.8 47. 9 169. 9 36. 9 46.1 48. 8 96. 6 39. 0 51: 6 
Georgia _____ --------------- -- 26.1 33. 4 19. 0 88. 7 24.4 29. 2 20.4 24. 8 14. 0 15. 7 Idaho. _______________________ 250. 5 110.4 220. 7 529. 7 113. 5 122. 3 121. 4 205. 4 42. 0 42. 7 
Illinois ________ -____ _: __ -_ -- - - - 29. 9 65.4 32.0 87. 3 29. 9 45. 3 22. 5 53. 9 18. 3 28. 0 
Indiana.- - -- __ - -- -- --- -- - -- - - 26.4 59. 7 17. 2 59. 9 19. 0 36. 3 12. 0 39. 5 10. 7 22.8 Iowa _______ _________ _________ 46.0 89. 3 25. 5 71.4 21.1 33. 4 5. 8 26. 3 11. 6 11. 4 
Kansas ____ --- -- ------------ - - 189. 2 198. 5 57. 7 117.8 10. 0 24. 3 20.8 54.3 9.1 18. 7 

fii~1t~!l === = = == = = = = = = = = = = = = = 
27. 4 12.4 16. 8 51. 7 18. 5 20. 8 10. 2 36. 7 6. 7 61.8 
24.1 20.8 19. 9 49.8 24. 9 15. 3 23.4 49.8 13. 3 11. 5 Maine __ ___________________ -- 7. 7 20.1 4. 4 35.1 4. 6 9. 5 5.8 26. 0 2.8 5. 2 Maryland ________ • ___________ 22. 6 38. 9 15. 9 48. 5 15. 6 12. 4 12. 6 34. 1 12.4 10. 6 

Massachusetts _______________ 26. 5 35. 2 27.8 56. 7 23. 3 22.1 19. 4 35. 6 13. 2 13. 9 Michigan ______________ ______ 43. 0 6 7. 9 34.4 72. 5 20. 0 34. 9 20.0 45. 5 27.1 36. 2 Minnesota __________________ _ 88. 4 135. 0 77.4 162. 3 35. 9 40. 5 27. 5 54. 5 21. 3 17. 4 

m~~~~~r~i--==== = = = = = = = = = = = = = = 
30. 6 15. 5 15. 6 60. 3 24.9 40. 5 19. 2 32. 3 3. 9 6 1. 2 
32. 4 65. 9 31. 5 76. 7 22. 2 34. 4 13. 1 44. 7 8. 3 19. 9 

Montana ___________ ---·-----· 174. 7 186.1 344. 7 821. 5 107.0 105. 7 69. 6 87.1 62. 8 53. 3 Nebraska ____________________ 287.0 426. 7 153. 6 315. 6 7. 4 5. 3 20. 6 41. 5 13. 0 17. 9 
Nevada ________ --- -- -- ___ --- - 97. 2 232. 9 6 13. 2 19.8 6. 3 7. 2 84. 5 125. 0 3.0 6 .3 New Hampshire ____ ____ ___ __ 10.8 22. 4 9. 5 24. 9 6. 6 8. 5 3.1 18. 7 2. 3 5.1 
New Jersey_-----·-- --------- 29. 6 52. 3 32. 9 70. 4 30.1 33. 3 35. 4 60.1 23. 8 25.1 New Mexico _________________ 26. 2 6 25.1 30. 8 74.4 24. 3 49. 2 72. 3 125. 4 12. 0 14. 2 
New York- -----·---- ----·--- 20. 7 39.3 21. 7 46. 2 20. 5 26. 8 26. 7 51. 7 14. 7 17. 0 
North Carolina. ____ . ______ __ 25. 2 27. 4 14. 9 60.4 18. 9 36. 9 17. 3 35.1 15. 6 18. 0 North Dakota ___ . ____________ (7) (7) (7) (7) 69. 9 69.~ 94. 9 105. 5 16. 7 5. 0 Ohio _________________________ 25. 1 32.1 21.0 62. 5 16. 7 29. 2 17. 9 47. 9 19. 7 22.6 Oklahoma ______ _____ _________ (1) (') (' ) (1) 391. 9 813.1 500.6 601. 5 29. 9 55. 5 

~~~~s~ivania==== === ========= 
110.6 308. 7 104. 4 275.4 44.\} 68. 7 72. 9 128. 5 29.0 38. 4 
26.0 59. 8 25. 8 54. 8 20.8 26. 2 22.4 45. 3 13. 9 16. 9 Rhode Island ____ __________ __ 29.1 37.3 26. 5 48. 6 21.4 19.4 25. 3 39. 2 11. 3 14. 2 South Carolina __ • _____ __ _____ 31. 6 53. 5 13. 9 21. 0 20. 4 53. 6 15. 6 22. 2 11. 7 9. 2 South Dakota. ______ __ ______ • (7) (7) (7) (7) 26. 7 28. 5 54.4 82. 6 13. 6 15. 4 

Tennessee ____ ___ --- ________ -- 20.4 44. 5 17. 5 60. 2 17. 9 43. 0 11. 7 36. 0 9. 6 8. 2 
'.rexas _____ -_ -- -- - -~- --- - -- - - 87.1 99. 7 44.1 87. 6 44.3 56. 6 35.4 80. 4 26. 8 43. 2 Utah ___________________ __ ____ 71. 4 201. 7 46. 3 149. 2 42. 6 49.1 37.8 83. 9 23. 7 20. 5 Vermont. __________________ __ 3. 3 16. 5 2.1 26. 5 3.1 8.1 2.8 28. 9 6. 7 6 3. 5 Virginia ___________________ ._. 18. 3 23. 5 11. 2 39. 5 14. 2 13. 5 13. 1 32.0 12. 9 7. 5 
Washington __________ --· --- __ 248. 8 333.8 412. 8 993. 9 66.4 78.4 147. 6 237. 0 31. 2 43.4 West Virginia ________________ 38. 8 34. 2 27.1 77. 6 27.3 33. 5 28. 1 84.1 21.1 17. 2 Wisconsin ___ ___ ____________ __ 33. 3 81. 6 31. 3 73.8 25.0 36. 0 19. 3 43.1 15. 6 19.0 Wyoming ____________________ 209.8 47. 0 224. 7 307.1 59.0 50. 6 70. 8 100. 6 54. 9 58. 9 

1 Exclusive of agriculture. 
2 The age groupings of the gainfully occupied in this year were such that it was necessary to take the gain

fully occupied persons 15 years of age and over instead of those 16 years and over, thus making the increase. 
from 1880 to 1890 slightly larger and the increase Crom 1890 to 1900 slightly smaller than they should be. 

a Exclusive of Indian Territory, not obtainable for any other year. 
'See North Dakota and South Dakota. · 
a Decrease. 
o Decrease. See concluding paragraphs of text, pp. 355 to 357. 
7 See Dakota. 

1 Not obtainable. 
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APPENDIX B 

DETAILED INFORMATION FOR FIVE INDUSTRIES 

NOTE.-Though all the statements made by employers in this appendix are not detailed, 
because of the inevitable repetition that would result, all statements are given that would 
illustrate a distinct point of view or result of the legal shortening of hours. 

BOOTS AND SHOES 
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364 EFFECTS OF LABOR LEGISLATION 

TABLE 1.-Boots and shoes: Number of .establishments studied and number of 
men and women they employed, by State and product 

2 States visited Ohio Illinois 

Product Estab- Estab- Estab• 
lwo~en lish- Men Women lish- Men Women lish- Men 

ments ments ments 
--- -----------

TotaJ. ______________________ 
37 8,142 7,238 23 5,619 4,888 14 2,523 2,350 

---- - - ---
Women's welts, McKays, and 

turns ________ • __ -- - --- -- - ------ -- 8 2,463 2, 013 8 2,463 2, 013 ------- ------- --------Women's McKays ___________ _____ 9 1,143 1,122 4 473 419 5 670 703 
Women's welts __________ ---------- 3 582 554 ------- --------------- 3 582 M4 Women's turns. __________________ 1 l4 5 ------- ---963- -------- 1 14 5 
Women's welts and McKays ______ 7 1,067 1, 055 6 964 1 104 91 
Women's welts and tums _________ 1 81 61 1 81 61 ------- ---·--- --------Women's and children's McKays_ 1 64 68 1 64 68 ------- ------- --------Women's and children's stitch downs. _________________________ 2 831 677 ------- ------- 2 831 677 
Men's and children's stitch downs. 1 20 20 1 20 20 ------- ---------------Children's, misses', and boys' 

McKays and welts ______________ 1 157 139 ------· -------·------- 1 157 139 
Men's welts; women's and chil-

dren's McKays and stitch downs 1 1,351 1,153 1 1,351 1,153 ------- ------- --------
Men's and women's McKays; 

men's welts _____________________ 1 165 181 ................ ------- 1 165 181 
Men's and boys' welts ____________ 1 204 190 1 204 190 ------- ------- --------

TABLE 2.-Boots and shoes: Per cent women formed of all employees, by State 

Number of establishments in-

Per cent women 

Total ______________ ___ ______ ____________________________________ _ 

25 and under 30 _ -------------------------------------------------------
30 and under 35_ ------------------------- ------------------------------
35 and under 40_ ------------------------ ------ ----- --------------------
40 and under 45_ -------------------------------------------------------
45 and under 50_ -------------------------------------------------------
50 and under 55_ ---------------- - -- ------------ ------------------------
55 and under 60_ -------------------------------------------------------60 and under 65_ --------------------------- __________________________ _ 

2 States 
visited 

37 

2 
1 
1 
6 

15 
8 
3 
1 

Ohio Illinois 

23 14 

2 
1 
1 

5 1 
11 4 
6 2 
1 2 

1 

TABLE 4.-Boots .and shoes: Size of establishment, by State 

Number of establishments in-

Size of establishment 

All establishments ___________________ _ ---------------------------

Employing-

2 States 
visited 

37 

Under 50 persons___________________________________________________ 2 
50 and under 100 persons____________ __ ___ __________________________ 4 
100 and under 200 persons_________________ __________________ __ _____ 7 
200 and under 300 persons______________ ______ ____________ __________ 5 
300 and under 400 persons________ __________________________________ , 8 
400 and under 500 persons__________________________________________ 1 
500 and under 600 persons_------------------ -- --------------------- 4 600 and under 700 persons_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 2 
700 and under 800 persons______________________ ___ __________________ 1 
800 and under 900 persons ____________ ____ _____________________________________ _ 
900 and under 1,000 persons __ -------------------------------------- 1 
1,000 persons and over______________________________________________ 2 

Ohio Illinois 

23 14 

1 
2 -------- - -
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· DETA.ILS FOR FIVE INDUSTRIES 3_65 

TABLE 5.-Boots and shoes: Number of years establishment had been in opera.
tion, by State 

Number of establishments fn-

Number of years in operation 
2States 
visited Ohio Illinois . 

All establishments ___________ ~--_______ ____ _____________________ _ · 

Under 5 _____________________________ · _________________________________ _ 
5 and under 10 ________________________________________________________ _ 

10 and under 20 __ ------------------------------------------------------
' 20 and under 30 __ ------------------------------------------------------

!8 :~~ ~~=~ :g::::::::::::::::::::::::::~::. ::::::::::::::::::: -: ::: . 
50 and under 60. _ ------------------------------------------------ _____ _ 

1 36 

4 
8 
7 
7 
4 
4 
2 

122 14 

3 1 
13 5 

3 14 
4 3 
3 1 
4 
2 

1 Excludes one plant not reporting time in operation but it is kno~n to be over 15 years. 
t One plant established before and two established after 1917, the year the hour law werit into effect. 
1 Established after 1909, the year the hour law went into effect. 

TABLE 6.-Boots and shoes: Scheduled daily and weekly hours in establishments 
havimg hours the saime for men and women, by State 

Number of establishments in-

Scheduled hours 
. .. 1 ~-

, I '. . ,, l - 2 States 
•visited · Ohio Illinois 

) ·, ·, \ •'. 

34 1 20 All establishments---------- ---- -----~- --------------------------,_-...i __ _,, ____ t--__ 1_4 

-Dail hours: ____________________________ 1 _________ _______ .. ____________ _ 
1 

Over 8 and under 9-------- --- -~- -------------------- ----- ---------- 9 
9_ - - - - -- -- - - -- - - - - - - - - - - - -- - - - - - -- - - - · __ - - - -- - - -- - ---- - - -- - - - - '- - --- 23 Over 9 and under 10 _________ __________________________________ · ____ _ 1 

Weekly hours: Under 48 _________________ ______ _____ _____________ _________________ _ 5 
48_ -- --- -- ______ -- _ - - __ -- ____ -- -- ___ . -_ -- -- _ -- _________ -- _ -- _______ · , 4 Over 48 and under 50 ______________________________________________ _ 13 

,,9 
3 ~ver 50 and under 54 ____________ : _•--- ~---------------------------"~ 

1 

1 
19 

12 
7 

1 
8 
4 
1 

4 
' -- -'4 
' 1 

2 
3 

1 Includes one establishment havi~g a ,department employing only m~n and with hours shorter than 
those of the other departments. (See Table 7.) , . 1 i ' : 1 

, 

I I 

TABLE 7.-Boots 0/na shoes: Scheduled ilaily and we'ekly hours i,n establish
ments having hours di fferent : for men and, w omen, and the corr,,ments on such 
ddfference, by department _ ana individual schedule-'-'-Ohi<;> , 

Department and schedule 
number 

E~pfoyees D_aily hours Weekly hours· 
'. of- of- ; ! . . , 

.,· . 'I 
Men· Women Men Women M~ Wome~ 

. Comments i 

- ----------!-~- --------- l ~ t----~--,---~; __ 

26 - • O' 8½ 0 · 41½ . ·. ' : 1 o !_ Cutte~s• -hours are sbort~r No. 1.-Cutting depart
ment.I 

-Other departments_ --s--
No. 2.-All departments ____ _ 

No. 3.-All departments ____ _ 

No. 4.-All departments __ __ _ 

1 See Table 6. 

110179-28---' 25 

101 

116 

:115 

119 

9 

9 

9 

9 

117,- ·, 97;. 9 . 9 

163 HI. ; -~h _ 8¾ 

i 

., 

50 , -· 
l 

511 
! 

19~ -.J 

50 
!-

I 
: 

I ~01 
i 

451 
I 

49. 

~8 . 
'I 

I 
; 
I 

so as: to evep up the work 
·:of the de_partments: 

' I 
r i 

Women do 4o~ work Sat
urda,y mormng, except 
during peak season . 

.. Women. leave at 11.30 on 
Saturday; men at 12. 

Women have 1 hour for 
, limc)l ; 'men ' have 40 

min'1tes. · 

l,_ , . :· l 
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366 EFFECTS OF LABOR LEGISLATION 

TABLE 10.-Boots and shoes: Ohanue irn scheduled hours and the reasons given 
for such change, by State 

Number of establishments in-

. Reasons givetj for change in hours 
! 

2 States I 
Ohio Illinois ' visited 

All: establishments .••. : .•••.•.•...•.•.•.....••..••...••.•.•...... 

,, ~stablisbments reporting -reduction. ~~ . ............... •..••............ 

Hour law=--one reduction.....::ni.en and women ••.•.•...•••.•...•...... 
Hour, law-more than one reduction: 

Women; not reported if lllen also .•.•...•............. ~:..: ..••. : 
Men and women ... . •.• ~.·~·····.~ ......•....... .••. ... . •... .. :. 

Agreement with. employees-tone reduction-men and women.·-··· 
Agreement with other firms-ol'fe reduction....:...men and women .•.... 

.:Prod,uction requirements-one tedu'ction: · _ 
Women only .. ······-··-·············-·-·····-······-··---····· 
Men and women ......... · ·····-·-····-·····-···---···-········ 

Reason not reported-one red.uction •.•........... ·-···-···· ·······-
Establishments reporting, rearrao,gement of week-day and Saturday 

schedules.....:no change in total weekly hours: 4-greement with em• 
ployees-men and women . . . . .... . ·--.-··-_·-·--_·-··--·.·-·.·- ____ ._ 

Estab,lishments reporting no .change .. ·-·---·-·-·-···-···-··-··-----···-

33 

119 

4 

1 
4 
1 
1 

1 
2 
6 

2 
12 

. 
23 IO 

214 a 5 

4 

1 
4 

~ 1 

1 
1 .1 

'3 3 

1 ~ 1 
8 4 

1 Details aggregate ·more than total,. because one establishment gave more than one reason for change. 
z All 14 establishments were In operation when the law went into effect. Details aggregate more than 

total, because 1 establishment gave more than one reason for change. 
a Two of these establishments were in operation when the law went into effect. 
' Includes an establishment not reportmg definitely whether change was due to the hour law or to 

agreement with employees. 

TABLE 11.-Boots and shoes: Change in scheduled hours and the reasons given 
for su<:h change, 15 esta_blishments, b'JI State and individual schedule 

Employees Change in hours 
State and 

l••tmdayl 

Reasons given for change schedule Totall Per 
number num- cent Date or I Monday to Weekly in hours 

ber women change Friday 

HOURS REDUCED 
... 

Ohlo: 
No. L __ 637 42. 9 1913 (l) •• -· - ····· (1). - -··· 54 to 50 ...•.• Could do necessary work 

in that time. 
No. 2 .. . 242 47. 5 1911 (1). - -······· (1)· --· -- 60 to 54 .•.... Hour law. 

1917 (1). - --····-- (1)·--··· 54 to 50·--··- Do. 
No. 3 •.. 420 53.6 1911 (1). - -·-····· (1)·- -··- --------------

1917 (1) ·- -······· (1). - -··· 60 to 54 ...... Do. 
54 to 50 ...... Do. 

No. 4._. 581 45.3 1910 or (1) ·- -··-···· (1)·-- ··· To 50 2 •••••• Agreement with other 
1912 firms. 

No. 5 •.. 214 45.3 1924 Women 1.-• . (1) • • ••. _ 49½ to 49 •••• Production requirements. 
Time-saving wooden•heel 

machine installed. 
No.6- .. 106 49.1 1917 10 to 9 •.• . ... (1)· -- ··- (1) •• - ·-·-··- Hour law. 
No. 1--· 1,960 44.0 1917 (1>---······- (1). - -·· · 54 to 50 .... . _ Do. 
No. 8 .• _ 202 43. 6 1917 (1). - - ·····-· (1)·--·-- To 49½ 2 •••• Do. 
No. 9. _. 172 45. 9 1911 (1).·-·····-- (1)·--··· 58 or 60 to 54. Do. 

1917 9¾ or 10 to 9_ (1)·--·-- 54 to 50_ ..... Do. 
No. 10 .. 132 51. 5 1911 10½ to 10. __ . 8 to 4 .... 60½ to 54 •••. Do. 

1917 10 to 9·-·--·- 4 to 4½. 54 to 49½ ...• Do. 
No. lL . 304 46.4 1911 and Women 1 •••• (1) ••. ••• (1)·--·--··-· Hour law; not reported if 

1917 men's hours changed. 
No. 12 __ 394 48. 2 1917 10 to 9 .••.. __ 4 to 5 .... 54 to 50 .••. _. Hour law. 

Illinois: 
No. 13._ 316 47. 2 1916 or 9½ to 8%---- 5 to 4½ •. 52½ to 476/e .. Agreement with employ-

1917 ees. 
No. 14_. 296 47.0 1919 or 9 to 8¾.·--·- 5 to 4¼ .. 50 to 48·-·--· Production requirements. 

1920 Other shops had short• 
ened hours and could 

' still get out enough 
production. 

REARRANGE,MENT IN WEEK-DAY AND SATURDAY SCHEDULES 

64. 21 <1>-----~ 8J;o 8¾.·----18 to 4¼-·1 No change .. l Agreement with employ.· · ees. Had worked six 
8-hour days; employees 

· ·· preferred 5½-day week. 

1 Not reported. • Previous hours not reported. 
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DETAILS FOR FIVE INDUSTRIES 367 

BOOTS AND SHOES : STATEMENTS OF POLICY REGARDING 
CHANGES IN HOURS 

A. From firms t hat had not decreased hours. 
Thirteen firms r eported no change in hours but gave no additional significant 

s,tatement. 
B. From firms that had decreased hours for reasons other than t he law. 

Ohti,o.-1. A :firm with between 600 and 700 employees, 42.9 per cent of whom 
were women, had reduced hours for the fitting room from 54 to 50 because the 
'necessary work could be done in the department in that time. At the same 
time, hours were reduced for women in other depar tments. The superintendent 
'said that for a few months they tried keeping the old hours for men, but it 
did not work, as it caused too much confusion, so the men's hours were r educed. 

2. A firm with between 500 and 600 employees, 45.3 per cent of whom were 
women, had decreased hours mater ially ~ the period between 1910 and 1912. 
The secretary said the decrease in hours would have come without any hour 
r egulation, as other industries in town-the shops and brickyards-were 
decreasing their hours. Previous to the 50-hour law in 1917 women had 
workea more than 50 hours only at the peak period. The effect of the law 
was to eliminate this overtime. 

C. From firms that had decreased hours because of the law. 
Ohio.- 1. A firm with between iOO and 200 employees, 51.5 per cent of whom 

were women, decreased daily hours from 10 to 9 in 1917. The assistant 
manager said the change decreased production a very little-the difference was 
hardly noticeable. 

2. The superintendent of a firm with between 700 and 800 employees, 46.7 
per cent of whom were women, stated that he was foreman in another shoe 
factory a t the time of the hour change in 1917. Because of the restriction on 
women's hours he began hiring boys to r eplace women in the packing depart
ment as fast as vacancies occurred. But there was no future in these jobs for 
boys, and they were not so satisfactory. It had been women's customary 
work for year s. The boys worked Saturday afternoons for a while, but it was 
not practical to have this difference in hours or to have boys on packing and he 
soon discontinued the experiment. 

TABLE 12.- Boots and shoes: Extent of over.time, by State 

Extent of overtime 

All establishments ___ ----------------- - -- --- -- ------- -- -- --- ---- -
No overt ime ____________ ___________________ ____ _____ __ ___ ___ ____ ______ _ 

Overtime for-Men and women __ ______ __ __ ___ ___ ___________________ ___ __ __ ___ ___ _ 
Men only __ _______ _______ ____ ___ ________ __ ____ __ __ ______ ___ ___ ____ _ 

Number of establishments 
studied in-

2 States Ohio Illinois visi ted 

31 17 14 

18 13 5 

7 7 
6 4 2 

T ABLE 13.- B oots and shoes: Effect on w omen's employment of need for 
overtime, by State 

Effect 

Number of establishments 
studied in-

2 States 
visited Ohio Illinois 

All establishments_ __ __________ ___ ________ ____ ___ ___ _____ __ __ ___ _ 13 4 9 
l====~l=====I== == 

No effect-_____ __ _____ ______ __ _____ _____ ___ ____ ______ __ ______ _______ ___ _ 12 3 I 

Women work overtime ___ ___________ __ ___ _____ _________ ____ ______ _ 7 7 
Overtime not needed in women's departments ____ ______ ___ ___ ____ _ 5 2 

Women's employment affected- More ~omen employed: ,Hire extra 
women in busy season when men are employed overtime _____ _____ __ _ 
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368 EFFECTS OF LABOR LEGISLATION 

BOOTS AND SHOES: STATEMENTS OF POLICY REGARDING 
OVERTIME 

A. From firms having no overtime. 
· Ohio.-1. A firm with between 200 and 300 employees, 50.6 per cent of whom 
were women, reported that their organization was sufficiently elastic that over
time was unnecessary. The general manager prided himself on the cooperation 
between employees and management. Workers were trained on more than one 
job. By increasing effort and shifting workers from job to job, ruf3h seasons 
and heavy orders were taken care .of. The fitting room usually d id not operate 
on Saturday morning. The general manager said women liked to have their 
Saturdays free for home duties. This gave elasticity to production of the fitting 
room, for if there should be congestion in this department it could operate 
,on Saturdays. 

2. The employment manager of a plant with nearly 400 employees, 47.5 per 
:cent of whom were women, said ovettime was rare in the shoe business. His 
.plant ran undertime more than on the regular schedule. 

3. A fl.rm with between 100 and 200 employees, 51.5 per cent of whom were· 
women, reported practically no overtime. The assistant manager sai.d this 
was because the fitting room set the pace of production and women could 
not work over 9 hours (the regular schedule). 

4. The general manager of a plant with between 200 and 300 employees, 
fl5.3 per cent of whom were women, said they had no overtime because the 
workers would not work overtime. 

5. The superintendent of a plant with over 700 employees, 46.7 per cent of 
whom were women, said the plant was so under union control that usually 
there were more workers than necessary from the point of view of efficiency, 
so that in rush seasons employees are busier but not to the extent of overtime. 
During dull times the union men hallig on, each working a day or so a week, 
and in that way employment is spread among all. 

6. A plant with- over 100 employees, 49.1 per cent of whom were women, 
found overtime unnecessary. The general manager said the industry was over
producing. If all factories went on 4-hours-a-day work there would be enough 
shoes produced for the buying public. Formerly they made a staple product. 
There would be a few weeks of slack work four times a year. Now the plant 
was running full one week and with short time and few workers the next. 
Selling was hand to mouth. Orders came in when the weather was pleasant 
and seasonable. A cold late spring or a mild late winter were bad. They could 
not produce ahead. Shoes were becoming like clothing ; people want individual 
models, not wholesale production. 

7. A firm with nearly 2,000 employees, 44 per cent of whom were women, 
reported that "styles ran wild" last summer; during the acute peak men were 
not affected so much as women. As the number of machines was limited, it 
-was necessary to hire an extra shift of about 20 women to work from 4.30 to 
10 p. m. for 10 weeks, for two or three operations. There was a supply 

· of labor available among married girls, but overtime would have been easier 
to arrange and cheaper. 

8. A firm with between 300 and 400 employees, 58.6 per cent of whom were 
:women, reported that the State regulated overtime for women and indirectly 
for men, as women are the controlling element in the manufacture of shoes. 

lllitWis.-1. A firm with over 600 employees, 44.1 per cent of whom were 
women, reported practically no overti~e in any department. The chief clerk 
said that if work was "running heavy," usually by encouraging the workers 
to exert themselves to increase production and work at top speed, more could be accomplished than by having overtime work. 

2. The proprietor of a plant employing fewer than 100 workers, 26.3 per cent 
of whom were ' women, said they seldom worked overtime, as they could get 
extra help when needed. 
B. From firms having overtime for men only. 

OMo.-1. A firm with between 500 and 600 employees, 45.3 per cent of whom 
. were women, reported overtime work for men occasionally on Saturday after
_noons. They would occasionally ask women to work Saturday afternoons in 
peak periods if it were not for. the law. As it is, they usually were able to 
hire a few extra women for an emergency. 

2. A firm with over 500 employees, 46.3 per cent of whom were women, 
reported that the only overtime had been on attaching wooden heels, a skilled 
hand job done only by men. The labor director said they would " love to work 
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women overtime " in peak seasons, as it was impossible to get enough girls in 
the fitting room, but qualified his statement by saying that overtime was an 
easy solution, but its efficiency was very doubtful, as in the end it would likely 
be expensive in quality of work, labor turnover, and absenteeism. 

3. A firm with nearly 400 employees, 48.2 per cent of whom were women, 
reported overtime once in a great while on men's lasting jobs,. The employment 
secretary stated that hour restrictions had never been a detriment to produc
tion, as they could do as much in 9 hours as in 10. 

Illinois.-A firm with between 300 and 400 employees, 47.2 per cent of whom 
were women, reported very little or no overtime, as the owners of the building 
did not like to furnish power overtime. The capacity on some machines was 
limited, and occasionally three or four men might work overtime on men's 
jobs. 

C. From firms having overtime for both men and women. 
Illinois.-1. A firm with fewer than 100 employees, 38.3 per cent of whom 

were women, reported occasional overtime as an emergency measure. No 
women work after 6 p. m. (5.15 scheduled closing time), but men may work 
till 6.30. The lasting room had the most overtime because of the shortage of 
lasts. •styles changed so rapidly that it was costly to get more lasts that 
must be discarded with the next change of style. The general manager added: 
" I really don't think you get anything out of working overtime, as they are 
all in and you just fool yourself." 

2. A firm with nearly 100 employees, 52.7 per cent of whom were women, 
reported some overtime near the first of the month in the packing department 
on repairing and dressing, as the stock is light and needs much cleaning. 

3. A firm with between 100 and 200 employees, 64.2 per cent of whom were 
women, worked under a union agreement and notified the union agent in ad
vance if overtime were to be worked. The superintendent felt that the sched
uled hours (8¾ daily) had been exceeded on not more than 10 days, scattered 
through the past year, and that overtime usually had been due to machinery 
trouble or catching up on quota after a holiday. He said that extra effort of 
workers in peak periods usually made overtime unnecessa ry. Lasting and 
fi tting rooms most frequently have' overtime, as often for women as for men. 
He added that the union overtime regulations made no sex discriminations 
and overtime need rarely exceed the 10-hour legal limit. If overtime is worked 
they usually work shorter time the following days to keep the scheduled week 
to 48 hours. 

TABLE 14.-Boots and shoes: Outstwnding changes that have affected the 
employment of men and, women, by State 

[In certain factories the changes listed were clearly shown to have affected the employment, of men and 
women. In other factories it was impossible to tell whether employment had been affected, either 
because the change was too gradual, because accurate employment figures were not kept, or because other 
factors entered in to counterbalance the effect. All establishments that reported on the specified types of 
change are included in this table even though an effect on employment was not shown.] 

Type of change 

All establishments reporting ____________________________________ _ 

Product: 
Entire product added or discontinued _____________________________ _ 
Other change _____________________________________________________ _ 

Introduction or improvement of machinery ___________________________ _ 
Selling methods __________________________ _____ ______ ___ ______ ___ ____ __ _ 
Other 2 ________________________________________________________________ _ 

Number of establishments 
reporting changes in-

2 States 
visited Ohio Illinois 

1 35 I 21 1 14 
t------n-----t---

16 
32 
20 
1 
2 

12 
20 
15 
1 
1 

4 
. 12 

5 

1 Details aggregate more than total, because some establishments appear in more than one group. 
2 One establishment in which a new department for making shanks was added and one establishment 

that had done lasting for another factory and had its fitting done outside the factory which changed and did 
all work in its own factory and discontinued outside work. 
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BOOTS AND SHOES: STATEMENTS REGARDING OUTSTANDING 
CHANGES THAT HAVE AFFECTED THE EMPLOYMENT OF MEN 
AND WOMEN 

A. Change in product-trade demands. 
Ohio.--1. A firm with between 100 and 200 employeeS', 44.9 per cent of whom 

were women, reported having changed from production of welt and turned to 
McKay shoes. Perhaps 15 or 20 extra men were hired for major j obs because 
of this change. 

2. A firm with betwe€n 100 and 200 employees, 43 per cent of whom were 
women, began to make· 10 per cent of their p1·oduct turned shoes, having previ
ously made only welts. Th is change necessitated an increase of about 15· men. 

3. A firm with between 200 and 300 employees, 47.5 per cent of whom were 
women, reported increased fluctuation in employment due to style changes. 
When on staples they could plan work months ahead on orders ; now retailers 
buy f-rom hand to mouth on account of constant style· changes. The proportion 
of women is higher on fancies than on staples. 

4. A firm with over 500 employees, 45.3 per cent of whom were women, re
Ported a decrease of production in 1925, but increased labor on fancy shoes kept 
the force about the same. There was probably less fluctuation in employment 
of women than of men, due to the amount of fancy work in the stitching room. 

5. A firm with between 200 and 300 employees, 50.6 per cent . of whom were 
women, reported that large or ders for fancy models- in the sprmg and summer 
of 1925 made it necessary to employ 20 to 40 extra women for fancy stitching. 
Some additional men were put on but not so many rel a tively as women. 

6. The manager of a plant with between 100 and 200 employees, 44.9 per cent 
of whom were women, stated that there had probably been no incre·ase of 
women in the stitching room because of style changes. Vamping had almost 
dropped out, but vampers were doing fancy stitching. "We make so many plain 
two-piece pumps that they balance our stitching game. We do not go in fo-r 
e,Xtreme novelty." 

7. A firm with fewer than 100 employees, 50.7 per cent of whom were women, 
reported that business dropped off one-third in the second half of 1925, due to 
trade demands. About 85 per cent of the retailers sold $5 and $6 shoes, which 
must wholesale at $3 or $4. The superintendent said, " They can't be made at 
a profit in this city, as labor is too high." He said that the fact that high 
shoes had dropped out had hurt business. In the old days, when Easter came 
everyone changed to low shoes, thus increasing business. 

8. A firm with over 200 employees, 43.6 per cent of whom were women, 
reported that fancy shoes reduced output in the fitting room so that about a 
third more women were needed. The manager said men were increased to 
about the same extent, "but they lose time and have to wait around or go 
home early, as fitting room is the 'key ' to the factory." 

9. A firm with aJ}out 500 employees, 46.3 per cent of whom were women, had 
reorganized in 1923. After trying two men as supervis.ors: in the fitting room, a 
woman was · put in charge. She put the department on a piece-work basis to 
a much greater extent than had ever been done, and increased production and 
cut labor co&t 50 per cent. The office accountant thought numbers in the 
fitting room may have been reduced even in spite of the increased stitching 
required by style changes. There were no figures to show the exact effect. 
Due to style changes there was an increased tendency for customers to order 
in small quantities and therefore managers must make and ship smaller lots. 

10. A firm with between 100 and 200 employees, 45.9 per cent of whom were 
women, added a " style man " to their salaried force in 1921. Their greatest 
output of fancy shoes had been since that time, especially in the last three 
years. The most recent style change required the hiring of 12 girls to sew on 
bows. These girls were experienced hand sewers. 

11. A firm with between 300 and 400 employees, 58.6 per cent of whom were 
women, reported business dull in April, May, and December. In January manu
facturers wait for the decision of the association of shoe retailers, which meets 
then. After that styles are settled for a few weeks and trade picks up. 

12. The manager of a plant with between 100 and 200 employees, 49.1 per 
cent of whom were women, said production was very uneven, due to product. 
"Formerly women bought low shoes for summer and h igh shoes for winter. 
Now each woman wants something different. If she sees many shoes of one 
pattern it is ' comm.on.' " 
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13. The superintendent of a plant with between 2,000 and 3,000 employees, 46 
per cent of whom were women, said clicking machines were not much used for 
fancy shoes, as the dies are expensive and they could not afford to buy dies to 
keep pace with style changes. Therefore they resort to hand cutting. Bef.ore 
1923 they had made only staple shoes, requiring two sales trips a year. The 
present styles demand monthly sales turnover and eliminate the producing of 
fancies ahead of orders. Style changes are frequent in men's and children's 
shoes also. Formerly the cutting room was the controlling factor, determining 
the numbers necessary in other departments. Now it is the fitting department. 

Iilvnois.-1. A plant with between 300 and 400 employees, 48.5 per cent of 
whom were women, had changed gradually from McKays to welts over a period 
of five years. This required a gradual addition of 10 or 12 men. 

2. A firm with between 300 and 400 employees, 52.3 per cent of whom were 
women, had started to make women's shoes, as the demand for men's shoes had 

· been dull. This necessitated the addition of about 40 women. 
3. A firm with between 300 and 400 employees, 48.5 per cent of whom were 

w.omen, found that fancy shoes had made about 30 more women necessary in the 
fitting room. They were compelled also to get extra · equipment, and kept it on 
hand because of the continually rotating styles of stitching. 

4. A plant with over 600 employees, 44.1 per cent of whom were women, 
reported that style changes had increased work in the fl , ting r.oom and resulted 
in steadier employment for the women there. There was almost no undertime 
in the fitting room. 

5. A plant with over 900 employees, 52.7 per cent of whom were women, 
reported on the effects of style changes as follows: Change from cut-outs to 
applique caused a reduction of cut-out machines from 15 to 2, and also displaced 
about 12 women in stitching. However, they planned to use these women else~ 
where. The use of covered heels had added about 5 women to the· force. 

6. The superintendent of a firm with between 100 and 200 employees, 64.2 per 
cent of whom were women, estimated that the style factor had increased the 
work on a pair of shoes in the fitting room from 10 to 50 per cent. 

7. A firm with nearly 600 w.orkers, 56.3 per cent of whom were women, 
reported that the introduction of leather-covered-wood heels in place of those 
covered with black satin had led to the employment of 7 women in the making 
room, matching shades of leather. This plant was just changing fr.om cut-outs 
to applique, necessitating an increase of about 20 girls in the fitting room in 
order to get out production on the new line of work (i. e., girls not yet expert ). 
An impr:ovement in the quality of the product had cut down production and 
caused an increase of 8 men on lasting. 

8. The proprietor of a plant with fewer than 100 workers, 26.3 per cent of 
whom were women, said: "We used to make more shoes when we made high 
shoes, and our low shoes were not s.o fancy. We turned out 200 pair s daily, 
where now we make only 50 or 75 pairs. Once you could go out and get orders 
enough to last three months, then get the stock and help and g.o to work. Now 
we are handicapped by changes in colors, styles, patterns ; lasts and toe cuts 
must be changed, and all these take time and slow up the work." 

B. Improvement of machinery. 
Ohlio.-1. A firm with over 500 employees, 45.3 per cent of whom were women, 

reported that the introduction of new machinery in the fi tting room bad not 
affected the relative number employed, as the increased work on women's shoes 
has more than absorbed any labor economies due to improved methods and 
machinery. 

2. The manager of a firm with between 200 and 300 employees, 45.3 per cent 
of whom were women, said that great changes had been made in machinery 
since the firm started in business over 50 years before. They used to trim 
edges, trim heels, nail heels, and last by hand. Eyelets were once just a hole; 
then were punched in singly; now both sides can be done at once. The lining 
number used to be written in by hand; now they have a machine for this. A 
wooden-heel machine installed in 1924 had been a time saver, as the shoe did 
not have to be left to dry after attaching the heel. This machine had decreased 
by one or two the number of men employed. 

3. A firm with nearly 2,000· employees, 44 per cent of whom were women, 
reported that improvements in French binding, folding, and tape cementing nor
mally would have reduced the number of women, but temporary readjustments 
were made and girls were not laid off. 
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lllvnois.-1. A firm with between 300 and 400 employees, 48.5 per cent of 
whom were women, reported that the introduction of Booth pump-trimming and 
cut-out machines operated by girls had reduced the number of men and slightly 
increased the number of women, as one machine could do the work of 12 men 
hand cutting. Five machines operated by girls do the work of 12 men. 

2. A plant with between 100 and 200 employees, 64.2 per cent of whom were 
women, had introduced machines which do three to six rows of stitching at 
a time. It had been necessary also to increase the number of perforating ma
chines. The superintendent felt that these machines had increased work by 
creating new jobs. 

C. Selling methods. 
Ohio.-A fl.rm with between 400 and 500 employees, 53.6 per cent of whom 

were women, reported increased production in 1925, which they attributed to 
a system of chain stores started in 1924. 

l>. Other change. 
. Ohio.-A firm with nearly 2,000 employees, 44 per cent of whom were women, 

had added a new department for making metal supports f6r "arch-preserver" 
shoes. This added about 25 men to the force. 

BOOTS AND SHOES: STATEMENT REGARDING THE EMPLOYMENT 
OF M'EN AND WOMEN IN THE VARIOUS DEPARTMENTS 

The majority of the women in shoe manufacturing are employed in the fitting 
room. This is true of the 7 plants in Illinois and the 22 plants in Ohio from 
which occupational data were secured. In Illinois 60.2 per cent and in Ohio 
73.9 per cent of the women were employed in the fitting room, and women 
formed practically the entire force of workers in this department. The other 
department in which women predominated was packing, where in Illinois 23.2 
per cent of the women were employed and in Ohio 18.5 per cent. Women were 
employed in the cutting room in almost every establishment in each State, 
but they were not employed in large numbers ( only 11 per cent of the women 
in Illinois and 3.5 per cent of those in Ohio were in the cutting room) nor did 
they equal the number of men in the same department. Men predominated in 
lasting, bottoming, sole-leather, heel, and :finishing departments. 

Because of the varying methods of bookkeeping in the different establish
ments, where employees were listed sometimes by department and sometimes 
by occupation, and because of the varying methods of arranging work-so that 
in one plant a certain department would include certain occupations, while in 
a more elaborately organized plant the department with the same name would 
include a much more limited number of occupations and would have separate 
departments ~hat had been combined in the smaller plant-it was not possible 
to secure satisfactory occupational figures without making a special study of 
each job, which could not be done in the time allotted to this investigation. It 
did not appear, however, from the intervie-vvs with employers, that there was 
any significant difference in the opportunities open to women in the two States. 

BOOTS AND SHOES: STATEMENTS OF POLICY REGARDING THE 
OCCUPATIONAL OPPORTUNITIES FOR WOMEN 

Ohio.-1. A firm with between 400 and 500 employees, 53.6 per cent of whom 
were women, reported that during the ,;var, since it was difficult to get men, 
women were put on hand and dye cutting and on some machines in the making 
room. Women were taken off these jobs again when men returned, except on 
hand cutting of trimmings. On this job women were more efficient than men. 
At the time of the study 10.3 per cent of the workers in the cutting department 
were women. 

2. A firm with between 100 :.i,nd 200 employees, 51.5 per cent of whom were 
women, put women on ·hand cutting during the war because of great increase of 
orders. They were not retained on this work. At the time of the study 18.2 
per cent of the workers in the cutting department were women. 

3. A firm with between 100 and 200 employees, 45.9 per cent of whom were 
women, introduced a machine in the fitting room in 1923 for cutting very small 
parts. This was operated by a girl. It was not a "clicking" machine, but a 
" simplified die cutter." It is not classed as- cutting. All hand cutting is done 
by men. 

4. A firm with between 100 and 200 employees, 49.1 per cent of whom were 
women, substituted women for men in several departments during the war. 
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Men were taken off stitching jobs and had never been put on again. Women 
were put on covering heels ~nd were introduced into the cutting room. These 
women had all been kept 011 these jobs. At the time of the interview all the 
workers in the fitting and packing departments were women, half of those in the 
cutting department, and 28.6 per cent of those in the finishing department. 

5. A firm with between 300 and 400 employees, 48.2 per cent of whom were 
women, substituted women for men during the war on the following jobs: 
hand-cutting, stapling, treeing, sanding shanks, and stitch-separating. They 
were not retained on these jobs, however. They did not know leather weli 
enough to continue treeing, and men came back for the other jobs. 

6. A firm with nearly 2,000 employees, 44 pei: cent of whom were women, 
reported some replacement of men by women, beginning in 1918. Women 
replaced old men or boys, but were never put on major jobs held by men. ForeL 
men found discipline easier among girls, and in stock-fitting girls have been 
retained except in heavy machine operations. No girls were on clicking ma
chines (machine-cutting) before the war; 25 were still retained. Four or five 
women also were retained as hand-cutters, but new women were not being put 
on these jobs, as they were not so dexterous with the knife. The women hand
cutters always had help in sharpening knives, lifting leather, etc. At the 
time of the study 32.7 per cent of the workers in the cutting department were 
women. There have also been added operations for women, as counter pressing 
and wood-heel covering. 

7. A firm with between 200 and 300 employees, 47.5 per cent of whom were 
women, put women on finishing bottoms during the war but took them off 
again when men were available. There were no women in the bottoming 
department at the time of the interview. · 

Illinois.-A firm with over 500 employees, 56.3 per cent of whom were women, 
had 15 women in the lasting _room in December, 1925, four of whom were 
inspectors after assembling. Women had since been discontinued on this 
inspecting, as it was found that men experienced in lasting made better in
spectors. At the time of the study 11.7 per cent of the workers in the making 
department were women. ' 

TABLE 16.-Boots and shoes: Employment of women in supervisory positions,; 
by State and size of establishment 

Size of establishment and type of supervisory position 

Number of establishments 
studied in-

2 States 
visited Illinois Ohio 

All establishments_______________________________________________ 35 12 23 
l======H=====t==== 

Establishments of under 100 employees_________________________________ 5 2 3 , ____ ..., , _______ _ 
Foremanship: , Foreladies__ _ _ _ _ _ _ _ __ _ _ _ _ _ _ _ _ _ _ _ _ _ ___ _ ___ _ _ _ __ _ _ _ _ __ _ __ _ _ __ __ ___ 3 2 

Assistant foreladies only____ ____________________________________ 1 
No woman supervisor---------------------------------------------- 1 

Establishments of 100 and under 200 employees__ _______________________ 7 2 5 
t------11-----1----

Foremanship-Foreladies____ ______________________________________ _ 6 2 4 
No woman supervisor___________________________________ ______ _____ 1 1 

Establishments of 200 and under 500 employees_________________________ 113 1 4 1 9 

Foremanship: ! · Foreladies _________ ____________________________________________ _ 
Assistant foreladies only ________ ___ ____________________________ _ 

Other supervisors __ _______________________________________________ _ 
No woman supervisor _____________________________________________ _ 

Establishments of 500 employees and over ________ _____________________ _ 

Foremanship: Foreladies ________________________ ___ __________________________ _ 
Assistant foreladies only _________________________ ~ _____________ _ 

Other supervisors __ -------------------------- _____ ________________ _ 

.------11-----1----

8 
3 
2 
2 

I 10 

2 
1 

21 
1 

4 

6 
2 

JI 
1 

I 6 
1------11-----1~---

6 
4 
3 

5 
1 

'3 

1 Details aggregate more than total, because some establishments appear in more than one group. 
2 Employment manager. · 
a Instructor. 
' One plant, employment manager; one plant, woman in employment department; and one plant, employ

ment manager and assistant and two office supervisors, 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



374 EFFECTS O]' LABOR LEGISLATION 

BOOTS AND SHOES: STATEMENTS OF POLICY REGARDING THE 
EMPLOYMENT OF WOMEN IN SUPERVISORY POSITIONS 

A. From firms employing women in a supervisory capacity. 
Okio.-A firm with over 1,000 workers, 44 per cent of whom were women, em

ployed 10 women supervisors in the positions of director and assistant director 
of employment, foreladies, and office supervisors. The director of employment 
said the firm had experimented in other cases (i.e., openings for more foreladie.s, 
etc.), but found the women lacked executive ability and leadership, though their 
work, experience, and qualifications otherwise were satisfactory. 

Illinoi8.-l. A firm with between 200 and 300 employees, 47 per cent of whom 
were women, employed three women supervisors-foreladies and an employment 
manager. They gave it as their policy that there should be foreladies in depart
ments where women are the chief operating force. 

2. A firm with over 600 employees, 44.1 per cent of whom were women, em
ployed one woman supervisor-an assistant fore lady who acted as instructor 
and checker. The superintendent said he preferred men supervisors, as they 
were easier to deal with; also, because he had found that women are interested 
solely in the details of their own department and do not cooperate with other 
supervisors. 

3. A firm wi'th between 100 and 200 workers, 64.2 per cent of whom were 
women, employed two women supervisors---foreladies in the fitting and packing 
departments. These women were on a par with men supervisors and hired and 
instructed new workers. The superintendent said they were his most efficient 
supervisors. This superintendent said that hour restrictions on a female super
visor's time have no effect on employment policy, as he had never known fore
men to work longer than the workers unless it were to stay for a meeting, and 
he did not believe the law would consider that" work" in a legal sense. 

B. From firms not employing women in a supervisory capacity. 
Ohio.-A firm with between 100 and 200 employees, 51.5 per cent of whom were 

women, had a woman supervisor in the fit ting room for 15 year s. She was 
satisfactory and would have been retained, but she found the many styles difficult 
and confusing and so resigned. She was replaced by a man. 

llUnois.-The secretary of a firm with between 300 and 400 employees, 48.5 
per cent of whom were women, said that they had employed foreladie~, but meP 
got along better with women. 
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T.ABLEl 11.-Boots and; shoes: Employment methodJs, by State and size of estab
lishmen.t 

Size of establishment and type of employment methods 

Number of establishments 
studied in-

2 States 
visited Ohio Illinois 

All establishments ____________ __________________________________ _ 

Establishments of under 100 employees: 
Employment in charge of-Foreman ______________________ __ ___ ____ __________________ _____ _ 

Other officiaL __ __ _____ ____________________________ ______ ______ _ 

Establishments of 100 and under 200 employees: 
Employment in charge of-Foreman ________ __________________________ _______________ --_ - - -

Other officiaL _________________________________________________ _ 
Foreman or other official- workers supplied by union_ ___ __ __ __ _ 

Establishments of 200 and under 500 employees: 
Employment in charge of-

Employment manager ___ --------- ---------- ----- --- - _________ _ 
Foreman _______ ____ _____ _______________ _ -_ - ____ -- - -- -- -- - - -- -- -
Other official_ __ _____________________ ________ __________ -- --- ___ _ 

Establishments of 500 employees and over : 
Employment in charge of-

Employment manager __ ------------------- --- -----------------Foreman ___________________________________ _________ - - - --- - - -- -
Other official_ _____ __________________________________________ ---1 

1 37 

4 
2 

3 
13 
5 

1 23 

1 Details aggregate more than total, because some establishments appear in more than 1 group. 
2 By foreman and president, by mutual agreement . 

I 14 

1 
2 

2 1 
2 1 

1 

4 

3 In 1 plant employment manager interviews and hires and foreman fires; and in 1 plant employment 
manager consults with foreman but latter may hire independently. 

• In 1 plant employment manager interviews and hires and foreman fires ; in 1 plant employment manager 
consults with foreman but latter may hire independently; in 2 plants foreman consults with superintendent; 
and in 1 plant foreman consults with manager . 

5 In 1 plant employing is done by manager and foreman, and in 1 by superintendent and foreman, in 
both cases by mutual consent . 

6 In 2 plants foreman consults with superintendent; and in 1 plant foreman consults with manager. 
7 In 1 plant the personnel director cooperates with foremen; and in 1 plant the employing is done by the 

foreman, the employment manager, or the superintendent. 
8 In 1 plant the personnel director cooperates with foremen; in 1 plant the employing is done by the fore

man, the employment manager, or the superintendent; and in 2 plants the foreman consults with the super
intendent. 

9 In 1 plant the employing is done by the foreman, the employment manager, or the superintendent; and 
in 2 plants the foreman consults with the superintendent. 

TABLE 18.- Boots an<Z shoes: Metho<Z of training employees, by State 

Method of training 

rumber of establishments 
studied in-

2 States 
visited Ohio Illinois 

) 

All establishments _____ _________________________________________ _ 

In a schooL ___________________ _______ ___ ______________________________ _ 
On the job: · By special instructor ___________________________________ ____ _______ _ 

By foreman or other employee ____________________________________ _ 
Practically no training-experienced workers 1 _____ _ _______ ____________ _ 

1 In 8 plants occasionally an inexperienced worker is trained. 

35 

2 
17 
15 

23 

1 
10 
11 

BOOTS AND SHOES: STATEMENTS OF POLICY REGARDING 
METHODS OF TRAINING 

A. From firms that hire only experienced workers. 

12 

1 
7 
4 

There were no firms in this group whose statements were of especial interest 
or. significance. 
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B. From firms that have special training schools. 
Oh/4.o.-A firm with nearly 2,000 employees, 44 per cent of whom were women. 

repo,rted that three years ago they had begun an apprentice school for the 
fitting department; 15 ma.chines were placed in a separate room, w ,th an 
instructor in charge. The operation of one machine was taught in about four 
to six weeks. The firm also cooperates with the vocational high school, and 
classes are GOnducted in this room by the plant instructor, two evenings a week, 
for students from the high school. 

C. From firms that have workers trained by foremen or other workers. 
Ohio.-A firm w ith between 100 and 200 workers, 44.9 per cent of whom 

were women, trained workers to become skilled on more than one job. 
lllino,is.-1. A firm with nearly 1,000 employees, 52.7 per cent of whom were 

women, reported that training was done on the job by the foremen and assist
ants, aided by shoe-machinery agents. 

~- A plant with between 300 and 400 employees, 55.6 per cent of whom were 
women, trained workers on the job. In the fitting room beginners start with 
easy stitching and advance to more d ifficult stitching jobs. 

BOOTS AND SHOES: STATEMENT'S OF POLICY REGARDING 
PROMOTION 

OMo.-1. A firm with between 200 and 300 employees, 43.6 per cent of whom 
were women, reported that, while there was no, plan of promotion, workers were 
changed to better jobs as needed. 

2. The general manager of a firm with between 200 and 300 employees, 45.3 
per cent of whom were women, said that if inexperienced workers had to be 
taken on, they were given minor jobs and gradually worked up to better ones. 

3. The production manager of a firm with fewer than 100 employees, 51 per 
cent of whom were women, said promotion depended on the skill of the operator 
on her own job. They do not train many for better jobs, as skilled workers are 
easy to get. 

4. The secretary of a firm with between 100 and 200 employees, 45.9' per cent 
of whom were women, said that in the matter of promotion personality counted 
most among girls. They begin at pasting and advance to machine operation. 

5·. The manager of a plant with over 100 employees, 491.l per cent of whom 
were women, said ther e was opportunity for promotion to forelady or assistant 
for efficient workers who had secured a knowledge of all the operations in a room. 

llUno'is.-1. The secretary of a firm with between 300 and 400 employees, 
48.5 per cent of whom were women, said they aimed to give the oldest and most 
efficient workers the best jobs. 

2. A firm with over 600 employees, 44.1 per cent of whom were women, 
reported that the oldest workers, who had been with the firm several years, 
were given the preference if any vacancies in supervisory jobs occurred. 

3. The manager of a plant with over 900 employees, 52.7 per cent of whom 
were women, said promotion was up to the individual worker. Some do not 
want to change jobs; others ask to go on to better jobs. 

4. The superintendent of a plant with nearly 200 employees•, 64.2 per cent of 
whom were women, said that if inexperienced women were accepted for the
fitting room, they were put first on linings, thEn on plain stitching, and finally 
on either fancy stitching, vamping, or French binding. 
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TABLE 1.-0lothing: Number of esta,bUshmen.ts studiea ana number of men ana 
ioomen. they employed, by State and product 

2 States visited California Illinois 

Product Estab- Estab- Estab-
lish- Men Women lish- · Men Women lish- Men Women 

ments ments ments 
----- --- - - ·--- --------

Total. ___ ------------------- 81 7; 164 8,942 25 396 1,960 56 6,768 6,982 
------ ~ 

Women's dresses'---------------- - 45 320 1,395 7 26 197 38 294 1,198 
Women's coats and suits ____ ______ 2 24 17 ------- ----as" -------- 2 24 17 
Women's coats, suits, and dresses_ 5 35 65 5 65 ------- ------- --------Women's underwear ______________ 1 2 5 1 2 5 ----13- -3,-862- --------Men's suits and overcoats _________ 16 3,981 3,584 3 119 135 3,449 
Men's custom suits _______________ 3 151 98 2 33 23 1 118 75 Men's uniforms ___________________ 1 29 3 ------- ------- --i;2iis- 1 29 3 
Men's work clothing ______________ 5 160 1,268 5 160 ------- ------- --------
Men's clothing and women's cloaks ___________ ____ ____________ 1 2,441 2,240 ------- ------- -------- 1 2,441 2,240 
Miscellaneous women's clothing __ 1 2 27 1 2 27 ------- ------- --------
.Miscellaneous women's clothing 

and men's work clothing ________ 1 19 240 1 19 240 ------- ------- --------

1 Includes one establishment in each State manufacturing children's dresses also. 

TABLE 2.-0lothing: P er cen.t w omen f ormed of aiz employees, by State 

Number of establishments in-

Per cent women 
2 States 
visited . California Illinois 

Total ____ -- _____ -- - ---- - -- -- - --- - --- -- - - - -- - --- - - -- --- - -- --- - -- - -

5 and under 10 ______ ------ --- ------------------------- ----- --- ---------
20 and under 25. _ --------- -------------------------- ---- ---------------
30 and under 35 __ ------------------------------ _______________________ _ 
35 and under 40 __ ------------------------------------------------------
40 and under 45 _________________ - -------------------------------------
45 and under 50 _____________ · ------------------------------------------
50 and under 55 __ ------------------------------------------------------
60 and under 65- _ --------------------------------- _____________ ---- ----
65 and under 70 __ ------------------------------------------------------70 and under 75 _______________________________________________________ _ 

75 and under 80 __ ------------------------------------------------------
80 and under 85_ -------------------------------------------------------
85 and under 9() __ --- -- ------- ______________________ --------------------

00 and under 95 __ - --------- - ------ --------------------------------- ----
95 and under 100 ____ _______ · -- ----- ------------- -----------------------
100 ___ -- -- __ -- - -- _ -- -- ----- - -- -- -- - -- -- -- - -- --- - - - --- - - -_ - --- - -- -- - -- -- -

81 

1 
1 
2 
2 
6 
6 
4 
5 
2 
6 

13 
13 
9 
6 
4 
1 

25 56 

1 · 
1 

2 
2 

2 4 
6 

4 -4 1 
2 

1 5 
2 11 
2 11 
5 4 
4 2 
2 2 
1 

TABLE 3.-0lotning: Legal regulation of hours of women's employment, by State 

Type of regulation California Illinois 

Hours permitted: Daily _________ ___ ___ __ ._____________________________________ g __ • _ _ _ _ _ _ _ _ _ _ __ _ _ _ ___ _ _ _ __ 10. 
Weekly __________________ _________ _ ·________________________ 48__ ____ _ __________ __ ______ 70.1 
Date of enactment of daily and weekly hour law ____________ 1911 _______________________ 1909.1 

Night work prohibited: 
Period during which women may not work_________________ 11 p . m. to 6 a. m.2____ ____ (3) 
Date of enactment of night-work law-------- ---------------- 1919 __________________________ ________ _ 

1 No weekly limit set by law; 7-day week permitted. 
' Except by permit of the Industrial Welfare Commission. 
"No legal restriction. 
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TABLE 4.-Cwtking: Si-ze of establisnment, b.'JJ State 

Size of establishment 

All establishments ____ -------------------- ------- __ _____________ _ 

Employing-Under 50 persons __________________________________________________ _ 

50 and under 100 persons--------~----------------- -~ ---------------100 and under 200 persons _________________________________________ _ 
200 and under 300 persons __ __ ___________ _____________ ___ ________ __ _ 
300 and under 400 persons _________________________________________ _ 

400 and under 500 persons_----- ------------------ ------------------800 and under 900 persons _______________ __________________________ _ 
1,000 persons and over----------------------- ------- : ---------------

Number of establishments in-

2.States 
visited 

81 

52 
6 

11 
4 
2 
2 
1 
3 

Cali-
fornia 

25 

17 
1 
2 
3 
1 
1 

Illinois 

..58 

35 
5 
9 
1 
1 
1 
1 
3 

TABLE 5.-Cloth.ing : Number of years estabiish,ment had been m operatwn,. 
by State 

Number of years in operation 

All establishments ______________________________________________ _ 

Under 5 _______________________________________________________________ _ 
5 and under 10 _____________________ ________ ---------- __ -- -------- ------
10 and under 20 _________ ______________ ______________ ___ _____ __ ______ ___ · 
20 and under 30 _________________________________ _______ ----------------
30 and under 40 ________________ ----------------------------------------40 and under 50 __________ ______ ____ _______________________ __ -------- __ _ 
50 and under 60 __ ------------------------------------ -------- -- --------

Number of establishments in-

2 States 
visited 

81 

21 
17 
23 
10 
4 
2 
4 

California Illinois 

25 56 

9 12 
9 8 

11 2 22 
2 8 
3 1 

2 
3· 

1 Established in 1911, but before the hour law went into effect. 
2 2 plants established before and 20 plants established after 1909, the year th~ hour law went into eff.ect. 

TABLE 6.-CwUiing: Scheduled daily a!fl,di weekly hours in establishments hAwing 
hours the same for men and womein,1 by State 

Scheduled hours 

All establishments ____ _ -- ------- -" - --------------- --- --- 7 --- -----

Daily hours: Under 8 ___________ __ ____________________________________ - - -- - -- -- --

8_ -- - - - - -- - -- - - - - - - - - - - - --- - -- -- - - -- - - - --- - - - - - - - - - - - - - - - - - - - - - - - - - -Over 8 and under 9 ____________________ ___ __ _________________ ______ _ 

9 __ - -- - - - - -- -- - - - . - - - - - --- - - - -- - - - --- -- - - - - - - - - - - -- - - - - -- - - - -- - - -

Weekly hours: Under 44 ______ ____ _____ ___ _______________ ____ _____________________ _ 
44 ______ -- _ -- _ -- -- _________ -- ___ ---- ____________ -- - - - - - - - - - - - - - - - - - -
Over 44 and under 48 _______ ___________ _________ _____ _________ -- ----
48 __ -- __ -- -- __________________ __ ____ -_ - -- - -- -- -- -- - - - -- -- - -- - -- -- - --Over 48 and under 50 __________________________ _____ _______________ _ 

50_ - -- -- ---- - -- - - --- - -- - -- -- -- ---- --- --- -- -- - -- - -- - -- - - -- -- - -- -- - -- -

1 No establishments bad hours different for men and women. 

Number of establishments in-

2 States 
visited 

81 

California Illinois 

25 56 
1------n-----+----

1 
70 
6 
4 

2 
64 
10 
1 
1 
3 

25 

22 
3 

1 
45 

6 
4 

2 
42 
7 
I 
I 
3 
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TABLE 10.-Olothmg: Ohange· in S'oheduled hours a.n'd the reasons gwen for such 
change, by State 

Number of establishments in-

Reasons gfven :for change in hours 
2 States 
visited California Illinois 

All establishments ____ ~---~-------- ____________________ ----------1===1=7=8=1 ~==1=2=5=1====1 =53 

Establishments reporting reduction ___________ ~;----------~----"------- · 1 35 '8 a 27 
f------lf.----1----

Hour law-one reduction-men and women----~-- ---"- "·-----·"·-- 1 
Agreement with employees-one reduction-men and women______ 10 
Agreement with other firms-one reduction-men and women ____ a_ 2 
Competitive conditions-one reduction-men and women__________ 4 
Competitive conditions-more than one reduction-men and 

women ________________ ---- · --- •• -- ------ ------ --- -------- •. _. --- - 2 
Policy of firm-one reduction-men and women____________________ 4 
Reason not reported-one reduction________________________________ 12 
Reason not reported-more than one reduction _______________ ~----- 4 
Reason not reported-number of reductions not reported______ _____ 1 

Establishments reporting hours increased______________________________ 2 
Establishments reporting rearrangement of week-day and Saturday 
. sphedules-no change in total weekly hours: Hour law-one rearrange-ment: Men and women __________________ ___________________________ _ 

Establishments reporting no change ___________________________________ _ 3 
42 

2 
4 

3 
17 

7 
2 
4 

2 
2 
8 

'. 4 
1 

2 

25 

1 Details aggregate more than total, because some establishments appear in more than 1 group. 
• 7 of these establishments were in operation before the law went into effect. Details aggregate more 

than total, because some establishments appear in more than•l group. 
a 14 of these establishments were in •.operation. before .the .law :went.into effect. Details aggregate more 

than total, because some establishments appear in more than 1 group. 

TABLE 11:-0lothing: Ohange in scheduled hours and the reasons gi.ven f or such 
change, 23 establishments, by State and indiv,idual schedule 

Employees Change in hours 
·state and 

schedule 

I 

number Total! Po, Date of I Monday ta I num- cent Saturday Weekly 
ber women change Friday 

HOURS REDUCED 

California: 
No. 1_ ___ 280 85. 7 · 1911 ________ 9¼ to 8 _____ 9¼ to 8 ________ 55½ to 48 ___ • 
No. 2 ____ 287 86.8. 

1901_ ___ __ __ No change. 7¼ to 4¼------ 51 to 48 ______ 

No. 3 ____ 38 50.0 1911 ______ __ 9 to (l) _____ 9 to (1) ________ 54 to 48 ______ 
No. 4 ____ 18 22. 2 1911_ _______ ____ .do ______ ____ .do _________ _ __ __ do _______ 
No. 5 ____ 371 88. 9 · 1913 ________ No change. 8 to 4 __________ 48 to 44 ______ 

No. 6 ____ 459 91. 7 1913 ________ ____ .do ______ ____ _ do _________ _____ do _______ 
Illinois: No. 7 ____ 145 86.2 192() ________ _____ do ______ ____ .do _________ ___ _ .do ____ ---

No. 8 2 ___ 23 73. 9 
1919 ________ (1) __________ To Os _________ (1) ___________ 

fl91L _____ _ (1) __________ 
(1)------,- -. --- -No: 9 ____ 

60 to 50 _____ _ 
1,719 42.4 lrnrn ________ (1) __________ 

(1) ---- -- - -- - -- - 50 to 44 ______ 

No. 10 ___ 28 78.6 
(1) __________ (1) __________ 

(1) ---- --- - -- -- -
To 44 3 ______ 

No. 11 ___ 40 95.0 (') __________ 10 to 9 ______ 9 to 4½-------• 59 to 49½----No. 12 ___ 81 86. 4 1922 or 1923. 
(1) __________ 

(1) ____ --- - - - --- 46 or 47 to 44_ 

No. 13 ___ 17 82.4 1917 ________ 9 to 8 _______ 5 to 4 __________ 50 to 44 ___ ___ 

No.14 •.• 43 83. 7 1920.-------
(1) __________ 

(I) •••• --- ••• -- - 48 to 44 ______ 

l Not reported. 
2 Decreased hours in 1919, and increased hours in 1924, so is entered in both groups. 
• Previous hours not reported. 
' During past 10 years; number of changes not reported, only total reduction. 

Reasons given for 
change in hours 

Hour law. 
Agreement with 

employees. 
Do. 
Do. 

Policy of firm; 
women stayed 
away on Satur-
day rather than 
work all day. 

Policy of firm. 

Do. 
Agreement with 

employees. 
Competitive con-

dit10ns. 
Agreement with 

employees. 
Competitive con-

dit10ns. 
Do. 

Agreement with 
other firms. 

Competitive con-
ditions. 

Policy or firm. 
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TABLE 11.-0lothing: Change in scheduled; hours and the reasons afoen for s1wk 
change, 23 establishments, by State and, individua,l sch,ewule--Oontinued 

. 
Employees Change in hours 

State and 
schedule 

I 

Reasons given for 
number Total I Pe, Date of I Mon®yOO I change in hours 

num- cent change Friday Saturday Weekly 
ber women 

, . 
HOURS REDUCED-Continued 

Illinois-1193 38.9 1907 ________ No change_ 10to7 _________ 60to57 •.•••• I 
N~1i~~~ ------ ---- ~--- Af::rars (!) __________ (!) _____________ 57 to 54 ______ Competitive con• 

----- - - ------ (!) __________ . (!) __________ (!) ______ _______ 54 to 48______ dit10ns. 
______________ 1918_______ _ (1) __________ ( 1) _____________ 48 to 44 _____ _ 

No. 16___ 32 9.4 1919 _____ ___ (!) __________ (!) __________________ do __ _____ Agreement with 
. employees. . 

1
1913_______ _ (!) __________ Several hours 54 to 52 ______ I 

less. Competitive con• 
1916 ________ (1) __________ ( 1) _____________ 52 to 48______ ditions. . 
1918 ________ (!)__________ (1) _____________ 48 to 44 _____ _ 
192L _______ 9 to 8 ______ _ (1) _____________ To 44 a ______ Agreement with 

No. 17 ___ 454 47.6 

No. 18 __ _ 19 79. 0 
employees. 

(!) _________ _ To 8 s ______ (!) _____ _ , ______ 70 to 44 a____ Do. 
1919 e _______ _____ do. _____ (1) _____________ 48 to 44______ Do. 
1919________ (1)__________ (!) ____________ _ _____ do____ ___ Do. 

No. 19 ___ 4; 681 47. 9 
No. 20 __ _ 2,925 48.0 
No. 21- __ 399 43. 4 
No. 22 ___ 58 77.6 1912 ________ 9 to 8 _______ 5 to 4 __________ 50 to 44 ______ Agreement with 

other firms. 

HOURS INCREASED 

Illinois: I No.82 __ _ 
No. 23 __ _ 

231 73. 9 1 1924--------1 (1)----------1 (7) to (l) _______ I (1) ___________ 1 Policy of firm. 
160 68. 8 1925 ________ 8 to 9 ____ ___ 4 to 5 ______ ___ _ 44 to 50______ Do. 

REARRANGEMENT IN WEEK-DAY AND SATURDAY SCHEDULES 

California: 
No. 2___ _ 287 86. 8 1911 ____ ____ 8¾ to 8 _____ 4½ to 8 ________ No change __ Hour law. 
No. 5____ 371 88. 9 1911 ______ __ 9 to 8 _______ 3 to 8 _______ ___ _____ do_____ __ Do. 
No. 6____ 459 91. 7 1911 ________ 8½ or 9 to 8_ To 8 s _____________ _ do_____ __ _ Do. 

1 Not reported. 
t Decreased hours in 1919 and increased hours in 1924, so is entered in both groups. 
8 P1--evious hours not reported . 
a "Used to work as high as 70 hours a week. Might say we had no hours. At peak of season would work 

as long as we could. Any hours-all night if they would." 
o Cutters and trimmers changed hours before this. 
7 5-day week. 

CLOTHING: STATEMENTS OF POLICY REGARDING CHANGES IN 
HOURS 

A. From firms that had not decreased hours. 
Oalifornia •. -1. A plant with between 50 and 100 employees, 60 per cent of 

whom were women, was established after the hour law went into effect. Its 
schedule was 8 hours a day and 45 hours a week. The superintendent is con
sidering a five-day week. 

2. A plant with fewer than 25 employees, 44.4 per cent of whom were women, 
was established since the law. The owner and the office manager think the 8-
hour day a good standard. Both stated that the workers do as much in 8 hours 
as in 12 and are better and happier. Specialization makes it necessary to 
have a shorter work day than when one worker made the entire garment. 
Workers must speed up now, and a human being can produce just so much 
and no more. 

3. A plant with fewer than 25 employees, 71.4 per cent of whom were women, 
was established since the law. The owner says that it is his personal opinion 
that 8 hours is long enough for anyone to work. 

110179--28-26 
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382 EFFECTS OF LABOR LEGISLATION 

4. In a plant with fewer than 25 employees: 80 per cent of whom were women, 
established after the law went into effect, the owner did not know there was 
an 8-hour law. He said he had adopted union standards. He believed that 
workers can do so much and no more and that 8 hours is long enough for 
anyone to work. 
· 5. In a plant with between 25 and 50 employees, 93.1 per cent of whom were 
women, established after the law, the sales manager said, "Eight hours is long 
enough for either men or women." 
B. From firms that had decreased hours for reasons other than the law. 

IlUnois.-1. A plant with between 1,700 and 1,800 employees, 42.4 per cent ot 
whom were women, had decreased hours in 1911 from 60 to 50, because another 
firm decreased to 48 hours a week in 1910 and this made it necessary for other 
firms using the same grade of labor to reduce their hours. 

2. A plant with between 50 and 100 employees, 86.4 per cent of whom were 
women, had decreased its hours three or four years before, from somewhat 
less than 48 to 44 hours weekly. The pwner said "it was customary with the 
association-all the manufacturers changed about that time." 

3. A plant with between 25 and 50 employees, 83.7 per cent of whom were 
women, decreased hours in 1920 from 48 to 44 per week. The owner said that 
when in 1920 he reorganized business with his sons and moved to a new place, 
be decided to have the shorter week, because it had been difficult to get the 
girls in on time. Half of them were married women, and as they were piece
workers they came in late. 
. 4. A plant with between 150 and 200 employees, 38.9 per cent of whom were 
women, decreased hours four times. The manager said there had been a time 
when everybody worked long hours, but "long hours have been gradually 
going out of style." Because others worked shorter hours his firm did like
wise, and they have not regretted the reduction. 

5. A plant with between 450 and 500 employees, 47.6 per cent of whom were 
women, shortened hours three times : in 1913 from 54 to 52 hours, in 1916 to 
48 hours, and in 1918 to 44 hours. It was stated that most large firms had 
shortened hours between 1913 and 1916, and in 1918 this firm tried out its pres
ent 44-hours schedule and found it worked quite well. 

6. A plant with between 50 and 100 employees, 77.6 per cent of whom were 
women, had a 9-hour day and a 50-hour week in 1912. This firm reported: 
"The manufacturers' association in our industry decided to have an 8-hour 
day. It was, immediately following the adoption of the 8-hour day in some 
other industry-not clothing-perhaps. steel." 

C. From firms that had decreased hours because of the law. 
OaJ,ifornda.-1. A plant with between 200 and 300 employees, 86.8 per cent 

of whom were women, changed the schedule of daily hours in 1911 from 8¾ 
to 8-Saturday hours being increased from 41/4 to 8, at the same time, and the 
48-hour week being r etained. The superintendent said that the law was very 
beneficial, in that it raised the standards for all firms. He felt that an 8-hour 
day was qu~te long enough. He also said, however, that when the law went 
into effect and they had to go back to working from 8 until 4 o'clock on Satur
days, some of the workers objected and stated that they would have preferred 
to work 8¾ hours a day and have their Saturday afternoons. The superin
tendent stated that they took on more workers and that no women los t their 
jobs because of the law. 

2. A plant with between 450 and 500 employees, 91.7 per cent of whom were 
women, though it had a 48-hour week previous to the law, had a working day 
of more than 8 hours, with a short day on Saturday. The firm attempted to 
keep the 48-hour week at first, but after about two years dropped to 44 hours, 
which was maintained most of the time until 1918 or 1919, and then the 44 
hours finally was confirmed by union contract. 

D. From firms that had increased hours. 
Illinois..-A plant with between 100 and 200 employees, 68.8 per cent of whom 

were women, a year ago moved out of town "to escape union rules and regula
tions." In its former location it had an 8-hour day and a 44-hour week. On 
moving, the schedule was lengthened to• 9 hours a day and 50 hours a week. 
The manager stated that " so far, with inexperienced help, the output has been 
no greater with the longer hours." 
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T ABLE 12.-Clotnimu: Extent of overtime, by State 

Extent of overtime 

All establishments _____ _________________________________________ _ 

No overtime ________ ______________________________________ ___ _________ _ 
Overtime for-Women only ____________ __ ___ ______ ____ __________ ____________ __ ___ _ 

Men and women _________________________________ __ _______________ _ 
Men only _____ __ _ . ________________ ____ ____ ____ . ______________ __ ___ _ 

Number of establishments 
studied in-

2 States 
visited 

Califor
nia Illinois 

81 

15 

4 
53 
9 

25 

12 

1 
8 
4 

56 

3 

3 
45 
5 

TABLE 13.-Clothing: Effect on women's employment of need, for overtime, by 
State 

Effect 

Number of establishments 
studied in-

2 States 
visited 

Califor
nia Illinois 

All establishments _______ .. ____ . ____ __ ___ . _. _____ 
0
-. -- -- _ _ _ _ _ __ _ _ 66 13 53 

t====H===I=== 
No effect. ___ .. __ -- ___ __ -- --_ -- ___ . _ -- -- ___ . _. --_ - -- _ - -- ... -- -- ___ ---- .. 61 12 49 

54 8 46 
7 4 3 

Women work overtime _________ _____________ ____ _________ .. _______ _ 
Overtime not needed in women's department_ _______________ __ ___ _ 

Women's employment affected ____________ .. __________ . ____ ... ______ __ _ 5 4 
t------;1----+---

More women employed-
Larger force kept the year round to take care of rush work _____ _ 
Extra women hired during busy season when men are em-

ployed overtime _______________________ . _______ ___ .. _________ _ 
Extra women hired when necessary but women also work 

overtime occasionally __ . ____________ ___ ----------------------

CLOTHING: STATEM'ENTS OF POLICY REGARDING OVERTIME 

A. From firms having no overtime. 

2 

California.-1. A plant with fewer than 25 employees, 81.8 per cent of whom 
were women, permitted no overtime. Owner stated, "I have worked long 
enough myself to know that no one really likes overtime. Anyhow, I like to 
get off myself." 

2. A plant with between 25 and 50 employees, 90.3 per cent of whom were 
women, reported no overtime. Their statement was, " Increased effort during 
working hours has always been sufficient to carry over all peak-production 
periods." 

3. A plant with between 25 and 50 employees, 93.1 per cent of whom were 
women, reported no overtime. The sales manager stated that it is his personal 
opinion that the question of overtime for women does not enter into opportuni
ties of employment. Men are hired for certain jobs, women for others. 

4. A plant with between 25 and 50 employees, 89.2 per cent of whom were 
women, reported no overtime. The owner said, "Overtime is unprofitable." 

5. A plant with fewer than 25 employees, 80 per cent of whom were women, 
reported " practically no overtime." The owner did not believe in overtime-
thought eight hours enough for anyone to work. He said, " Overtime does not 
pay-it means double time." He has on rare occasions let his cutter work a 
little overtime. But he claims that he takes no orders beyond what he can 
handle with his workers. He goes out after orders to :fill in when work is 
scarce, and in this way manages to keep at a steady pac(~. 

Illinois.-1. A plant with between 25 and 50 employees, 49 per cent of whom 
were women, was on a schedule of 8 hours daily and 44 hours weekly. The 
manager stated that they " can not afford overtime now ; costs one and one
half times the amount paid in scheduled time." The :firm had not had over
time for three years, due to the fact that business· had not been so flourishing 
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as it was the first four years. During the years from 1919 to 1923, they worked 
overtime one and one-half hours daily and Saturday afternoons during peak 
months-October, November, December, and again in March, April, anu May. 
Not necessarily every department, but some departments or others worked 
this overJime schedule. 

2. A plant with between 1,700 and 1,800 employees, 42.4 per cent of whom 
were women, had an 8-hour day and a 44-hour week. The plant reported that 
overtime was seldom necessary. Had not worked overtime for several year.s. 
For extra work they had found that more women could easily be obtained .from 
former !experienced-workers who had married and were at home but were glad 
to .come ·in ··and help out. , · 

3. A ·plant w:ith between · 4,600 and 4,700 employees, 47.9 per cent of whom 
were women, worked an 8-hour day and a 44-hour week. This firin reported 
that it had had no overtime for three years, adding that the penalty of time 
and a half is enough to discourage it. It was added that an additional reason 
for not having overtime was that there had been an oversupply of labor since 
1921. " If a worker stays on for three weeks it means he's on for life. He can 
not be discharged unless he is tried through conference with the joint board. 
Wages are so high that when he is once in a worker hangs on, hoping that the 
other fellow will quit and leave him a greater portion of work. This creates 
a surplus of labor and removes the necessity for overtime." 

B. From firms having overtime for men only. 
OaUfornia.-1. A firm having fewer than 25 employees, 22.2 per cent of whom 

were women, reported that men worked overtime sometimes. The overtime 
was limited to Saturday work on the part of the pressers. The foreman 
stated, however, that overtime has no effect on opportunities of women. He 
says that he" hires women for certain kinds of work-men for others." 

2. A firm with fewer than 25· employees, 54.5 per cent of whom were women, 
stated that "sometimes the men (in the cutting department) stay, but not 
often, and only for short periods." 

3. A plant with between 350 and 400 employees, 88.9 per cent of whom were 
women, stated that there was no overtime for women, but that the cutters and 
stock men had considerable overtime in busy season. There are " no jobs 
closed to women because they can not work overtime." 

4. A p,Iant with between 450 and 500 employees, 91.7 per cent of whom were 
women, had no overtime for the women, but the cutters (men) had consid
erable overtime. At the time of the interview, a member of the firm said, the 
cutters had been working about an hom~ and a half overtime for three or four 
nights. He stated that he would work women overtime occasionally if it were 
:;aot for the law, but the law has no effect on the employment of women. 

lllinois.-1. A plant with between 50 and 100 employees, 86.4 per cent o:f 
whom were women, had an 8-hour day and a 44-hour week. The only over
time was in the cutting department, for men only. It amounted to 6 hours a 
week for not more than 12 weeks a year. It was stated that, instead of asking 
overtime of women, more girls were employed in the busy season. It had been 
found that most of the women had homei responsibilities and wanted to get 
home, and that when their minds were on the home it showed in their work. 
Many women came into the factory only for the season. , 

2. A plant with 150 to 200 employees, 71.9 per cent of whom were women, 
reported overtime among pressers and cutters only, and very seldom for the 
cutters. The overtime in this plant amounted to two hours on five or six days 
a week, or sometimes only on Saturdays to 3 or 4 o'clock. It extended for a 
period of probably 10 weeks during the year. 

3. A plant with between 25 and 50 employees, 83.7 per cent of whom were 
women, reported overtime for the men in the cutting and pressing departments 
to the extent of "one hour a day and Saturdays till 3 o'clock in the height of 
the season,-May and June and September and October." The owner stated 
t-hat he "did not employ women overtime because he can get enough women. 
Anyway, women want to get . home to get supper-half of them are married." 

4. A plant with between 25 and 50 employees, 9.4 per cent of whom were 
women, reported that it was not necessary for women to work overtime. During · 
the peak season of three months in the spring 1;tnd three in the fall the men 
worked Friday nights ' but' never Saturday afternoons. 

5. A plant with between 50 and 100 employees, 77.6 per cent of whom were 
women, reported overtime for the cutting department alone. Only men were in 
this department. This overtime was practiced " once a week, probably not 
more than a dozen times a year." 
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C. From firms having overtime for both men and women. 
Oaliforni-a.-1. A plant with between 50 and 100 employees, 60 per cent of 

whom were women, reported that it had overtime only very occasionally. The 
superintendent said that the women sometimes stayed Saturday afternoon. The 
men had more overtime, but even they did not have much. The cutters were 
men and the finishers were women. These were the two departments that 
had most of the overtime. The superintendent was just taking over this factory 
.and had a five-day week under consideration. He felt that the 8-hour law 
made it difficult for him to establish the five-day week, because women can not 
work overtime and with a five-day week he would want a longer day than 8 
hours. He said, however, that the law benefits the rank and file of the workers 
.and so he does not oppose it. He also stated that overtime had no special effect 
on women's employment, because it happened so seldom, and that women ob
jected to overtime, even on Saturday. He said that he never hired a man 
because he could work overtime, but only because he preferred men in certain 
jobs. He preferred women in almost every line because, he said, he could get a 
more intelligent grade of women than men for the work, and therefore, even 
though women can not do so much, they are more agreeable to work with. 

2. A plant with about 100 employees, 87.1 per cent of whom were women, 
reported a little overtime sometimes in rush seasons for the men in the cutting 
,department and the women in the finishing department. Men's overtime was 
done on Sundays and a half hour or so on other days. The women sometimes 
worked on Saturday afternoons. One of the owners stated that "women prefer 
not to work overtime, except Italian women, who seem not to mind." He said 
.also that he did not think the law was a factor in employing women. "We hire 
men for certain work and women for other work. Women, most of them, do not 
like overtime." 

3. A plant with between 25 and 50 employees, 50 per cent of whom were 
women, reported that the men sometimes worked a half.-hour overtime on 
week days and occasionally on Saturdays. Most of the women did not work 
overtime, but the Italian women sometimes stayed Saturday afternoons. 
It was stated tha t some of the women, especially the Italians, like to make 
extra money. The departments working overtime were chiefly cutting and 
finishing. 

4. A plant with about 50 employees, 95.7 per cent of whom were women, 
reported overtime work " only occasionally." The women in the finishing de
partment worked sometimes Saturday afternoon, and the men cutters stayed 
.a half hour or so at a time and occasionally on Saturday. In general, however, 
there was "very little overtime." The owner said that the women do not like 
-0vertime. 

5. A plant with between 25 and 50 employees, 50 per cent of whom were 
women, reported for the pressing and finishing departments occasional over
time on Saturday afternoon. The owner said that women would st ay for over
time if he asked them to, but the major-ity seemed to prefer to go home and not 
to want overtime. 

6. A plant with fewer than 10 employees, 71.4 per cent of whom were women, 
reported overtime only very occasionally on Saturday afternoon. The owner 
said he did not believe in overtime but it was necessary sometimes on Saturday. 
However, an 8-hour day was never exceeded. He stated that his policy 
was to hire extra workers instead of having overtime. This policy applied 
to men as well as to women. 

7. A plant with fewer than 25 employees, 42.9 per cent of whom were women, 
reported overtime in cutting and finishing during the rush season. The manage
ment stated that the practice of "short-order business creates a rush which 
makes overtime necessary occasionally. The cutters have to stay to get 
work ready when a telegram is received ordering goods." He stated that the 
women worked overtime on finishing only on Saturday afternoon and on rare 
occasions. 

Illi-nois.-1. A firm with fewer than 25 employees, 62 .. 5 per cent of whom were 
women, worked an 8-hour day. The owner r eported " one• hour overtime two 
days a week only three or four or five times a year." He stated that '.' both men 
and women were in the union and overtime regulations applied equally to both 
sexes." He also stated that it was "difficult to get the entire shop to stay for 
overtime and you've got to have the staff working or else the overtime is too 
expensive for its output." 

2. A plant with fewer than 2:5 employees, 73.91 per cent of whom were women, 
reported overtime in the rush season on Saturday afternoon until 4 p. m. and 
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the hour from 5 to 6 on days other than Saturday. This overtime was not a 
steady thing, but just to get over the " hump " or production peak. The 
manager said, "Girls do not like overtime, but I would work Saturday afternoon 
myself." 

3. A plant with between 25 and 50 employees, 86.5 per cent of whom were 
women, was limited by union agreement to four hours' overtime a week, none 
being allowed on Friday and Saturday. The union does not allow any overtime 
if there are unfilled jobs in the shops~i. e., "empty machines or work tables." 
This firm had some overtime in February and March of 19,25. In 1926, up to 
May, had had no overtime. 

4. A plant with fewe•r than 25 employees, 76.9 per cent of whom were women, 
reported, "Overtime is very rare; we may work until 6 or 6.20 p. m. six or 
eight times a year, and then only when it is impossible to do otherwise." The 
overtime came in all departments. The manager said that overtime work had 
no effect on the employment of women, as they did not work more than six 
or eight times a year; also they worked less than the legal hours. 

5. A plant with between 450 and 500 employees, 47.6 per cent of whom were 
women, worked an 8-hour day and a 44-hour week. Overtime was r eported 
during peak seasons-April and May, September, October, and November. Dur
ing these periods they worked three hours on Saturday afternoons. In addi
tion, the men worked until 5 or even 6 on some days for two weeks before 
Easter and for two weeks before Thanksgiving. The women never worked over
time during the week The foreman managed overtime and he knew that in 
most cases, because of home responsibilities, women do not like to stay late in 
the afternoon. They do not mind Saturday afternoons, however. It was stated 
that the men do not mind overtime at all. 

6. A plant with between 100 and 150 employees, 77.1 per cent of whom were 
women; reported overtime during several weeks in the year for a couple of 
nights a week until 6 or 7 o'clock. The manager said this was not due to rush 
orders but to the many absences among the worker s. He stated that women 
h ave more over ime than men, because men are steadier, and also because 
experienced men workers are easier to get in this locality than are women. 

7. A plant with fewer than .25 employees, 71.4 per cent of whom were women, 
worked an 8-hour day and a 44-hour week. Overtime was reported for one or 
two hours a week in the busy season. The management claimed that the 
employees were glad to work overtime when needed, because extra help added to 
the size of the staff and reduced the amount of work per employee in lack 
seasons. 

8. A plant with between 200 and 250 employees, 41.9 per cent of whom were 
women, worked an 8-hour day and a 44-hour week. Overtime was as follows: 
September to December, and February 15 to Easter, Saturday afternoons. This 
is the peak season. Sometimes it was necessary to work overtime two or three 
nights at most, as workers get tired and don't do so much work. Cutters: could 
work later than women, but they never worked men longer than 11¼, hours 
a day, nor women longer than 10 hours a day. Overtime in fall lasts longer, as 
Thanksgiving and Christmas enter into sales. " It's more of a plan to even up 
production in different departments than to run the whole factory at one time. 
Just work groups that need to catch up." The management said that overtime 
has no effect on women's employment. 

9. A plant with fewer than 25 employees, 79.2 per cent of whom were women, 
worked an 8-hour day and a 44-hour week. OYertime was reported fo:i,: women 
as never more than 5 or 6 hours a week ; for men, principally cutters, it was 
sometimes as long as 20 hours. Overtime work occurred not more than 10 
weeks in a year. The designer, a woman, worked overtime before the season 
began. The management stated that women don't care to work overtime, be
cause they want to get to their homes, and that the firm would rather employ 
more people than have overtime. Overtime work is expensive, because the work
ers do not produce so much and have to be paid extra. 

10. A plant with between 800 and 850 employees, 49.8 per cent of whom were 
women, worked an 8-hour day and a 44-hour week. Overtime, the manage
ment said, is necessary twice a year at peak periods, April and October, for 
not more than two or three weeks at a time. ,vomen never work over 10 
hours, so as to be within the law. Men never work over 11 hours, as fatigue 
ensues and production suffers. 

11. A plant with fewer than 25 employees, 63.6 per cent of whom were women, 
reported overtime for perhaps 1 ½ hours a day, 4 days a week,, 6 weeks a 
season, 12 weeks a year. Then entire plant worked overtime. They only 
worked overtime if a majority of the employees wished to do so; otherwise 
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it would not pay to keep on the power. The management said that overtime 
enabled employers to get along with a smaller force. They would be compelled 
to employ more people if they had no overtime. It was felt that usually a man 
was more willing than a woman to work overtime, because a man has a family 
to support and needs the money. 

12. A plant with between 100 and 150 employees, 37.8 per cent of whom were 
women, worked an 8-hour day and a 44-hour week. The manager said that it 
was not necessary to work much overtime. Instead, he got extra t emporary 
help, both men and women, during peak seasons. The amount of overtime 
averaged half an hour a day for three weeks in the spring and again in the 
fall. The union does not like them to work too much overtime, would rather 
they hired additional help. There is never enough overtime, the manager 
said, to affect women's employment. 

13. A plant with between 2,900 and 3,000 employees, 48 per cent of whom 
were women, worked an _8-hour day and a 44-hour week. Overtime in 1925 
amounted to five hours a week for about three months. This was in the 
trousers department. The management reported "very little overtime in the 
last five years. Plenty of help available and it is expensive to pay time and 
a half. Only when shops are badly balanced is it necessary. Overtime has 
no more effect on women's employment than on men's." 

14. A plant with between 25 and 50 employees, 62.5 per cent of whom were 
women, worked an 8-hour day and a 44-hour week. Overtime was reported 
amounting to from a half-hour to an hour, two or three days a week, and 
it occurred very seldom. The management reported that it is h ard to get the 
women to stay for overtime work, because most of them are married and they 
don't want to stay. Overtime has no effect on the employment -of women. 

15. A plant with between 25 and 50 employees, 69.7 per cent of whom were 
women, worked an 8-hour day and a 44-hour week. Overtime was repoi-ted in 
the cutting department, amounting to two or three hours, two days a week, for 
three or four weeks during the year. The maximum overtime for the women 
was one and one-half hours. It was stated that the women would rather not 
work overtime. "They figure it as a favor, though they get time and a half." 

D. From firms having overtime for women only. 
IlUnois.-1. A plant with fewer than 25 employees, 81.3 per cent of whom were 

women, worked an 8-hour day and a 44-hour week. Overtime amounted to from 
one to four hours a week, possibly every four weeks in season. It affected op
era tors only. The secretary of the plant said "overtime saves employing a 
larger number of women." 

2. A plant with less than 25 employees, 75 per cent of whom were women, 
worked an 8-hour day and a 44-hour week. It was reported that overtime 
amounted to about an hour and a half a day, five days a week, and Saturday 
till 4 o'clock, and it extends over about three months a year. It occurred in 
the finishing department. The management stated that overtime saved taking 
on more finishers. 

TABLE 14.-0lothing: Outstanding changes that have aff,ected the employment of 
men and w.omen, by State 

In certain factories the changes listed were clearly shown to have affected the employment of men and 
women. In other factories it was impossible to tell whether employment had been affected, either 
because the change was too gradual, because accurate employment figures were not kept, or because 
other factors entered in to counterbalance the effect. All establishments that reported on the specified 
types of change are included in this table, even though an effect on employment was not shown.] 

Type of change 

All establishments reporting ___ --------------------------- ----- --

Number of establishments 
reporting changes in-

2 States 
visited California Illinois 

I 29 2 I 27 
Product: 1------11----+----

Entire product added or discontinued _____________________________ _ 
Other change ____ ______________ ___ ____ ___ _____ ___ ___ ______________ _ 

Introduction or improvement of machinery ___________________________ _ 
Selling methods _____ __________________________________________________ _ 
Other 2 ____________________________________________________ _____ ______ _ _ 

11 
9 

13 
1 
1 

1 Details aggregate more than total, because some establishments reported more than 1 change. 

10 
8 

13 
1 
1 

2 Change in departments. A plant that formerly had its sewing done in subcontract shops changed to 
making the whole product in its own plant. 
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CLOTHING: STATEMENTS REGARDING OUTSTANDING CHANGES 
THAT HAVE AFFECTED THE EMPLOYMENT OF MEN AND 
WOMEN 

A. Change i~ product. 

(A) ENTIRE PRODUCT ADDED OR DISCONTINUED 

Illinois.-1. A firm with fewer than 100 employees, 78.6 per cent of whom 
were women, reported a change of product from skirts to dresses. The result 
of this change was a reduction in the number and pr oportion of men employed. 

2. A fi rm with fewer than 100 employees, 77.6 per cent of whom were women, 
r epor ted that a gradual change from sk ;rts to dresses, and also a gradua l 
change from stiff to softer mater ials, had resulted in the employment of a 
lar ger per cent of women than 10 years ago. 

(B) OTHER CHANGE IN PRODUCT 

Illin<Yis.- 1. A firm with fewer than 100 employees, 95 per cent of whom were 
women, reported that a change to a higher grade of dress-silk and wool
required more women to get out the same work. The force of women had to 
be increased more than that of men. It was stated that the same force can 
get out 60 to 62 dozen cheap cotton dresses a day, and only 40 dozen better
class silk and wool dresses. 

2. A firm with between 100 and 200 employees, 71.9 per cent of whom were 
women, reported that men are drifting a way from the business. The line is 
gett ing more del:cate and requires softer fingers for the softer materials used. 
In arranging the work of the shop they save the heavier material and the 
cheaper grades of thin dresses for the men. 

3. A firm with over 1,000 employees, 47.9 per cent of whom were women, 
repor ted that they were making cheaper models and could use more machines. 
The tendency was to use women on this machine work. Their finest clothes 
were made by men operators. 

4. A fi rm with fewer than 100 employees, 74.2 per cent of whom were women, 
reported that they used finer materials than before and that women handled 
these mater ials bet ter than men. 

5. A firm with bet ween 100 and 200 employees, 86.1 per cent of whom were 
women, reported that, due to change of style, they were not employing so 
many hemstitcher s (women) as they had four years ago. 

B. Introduction or improvement of machinery. 
Illinois.-1. A firm with between 100 and 200 employees, 68.8 per cent of 

whom were women, reported that about four years ago a felling machine 
was installed, on which 1 girl could get out the work of 5 hand fellers. 

2. A firm with between 100 and 200 employees, 38.9 per cent of whom were 
women, reported that formerly women did all the machine stitching, but since 
the introduction of power-run m achines men have been operating some of 
the machines. No women were replaced by men, but more machines were 
installed and the proportion of women therefore was r educed. 

3. A firm with over 500 employees, 49.8 per cent of whom were women, 
reported that there had been a gradual but constant introduction of machines 
to do hand work. All operators on a job which had been replaced by machine 
work had been t aken care of. It was a ruling of the union that all such 
workers should be given jobs which paid as well as the old jobs. 

4. A firm with fewer than 100 employees, 63.6 per cent of whom were women, 
.stated that machines formerly had done about 1,300 stitches a minute, but now 
they do 1,800. This had reduced the number of women in relation to output. 
However, the increase in business had more than balanced the increase in 
speed. 

5. A firm with over 1,000 employees, 48 per cent of whom wer e women, 
reported that many machine improvements in the past 10 years probably had 
resulted in the displacement of more women than men. 

6. A firm with between 100 and 200 employees, 41.4 per cent of whom were 
women, had installed pressing machines and button1hole machines. Each of 
these machines took the place of about two people. 
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CLOTHING: STATEMENT REGARDING 'THE EMPLOYMENT OF MEN 
AND WOMEN IN THE VARIOUS DEPARTMENTS 

The manufacture of clothing is largely a woman's industry, but men also 
figure to a considerable extent in certain occupations. Machine operating and 
:finishing are the outstanding occupations of the women, while cutting and 
pressing are the two major occupations usually considered, to be exclusively 
men's. 

There is considerable variation in the occupational distribution of men and 
women in individual establishments. Such variations depend on the type of 
clothing manufactured, the size of the establishment, and the personal prejudices 
of the employer. 

There seems to be no definite difference in the occupational opportunities 
open to men and to women in the two States studied. 

In Illinois reports from 24 establishments were secured, showing the numbers 
and sex of the employees in different occupations. 

A total of 215 men and 775 women were employed in these 24 establishments. 
The chief occupations of the women were machine operating, which employed 
443, or 57.2 per cent of the women, and finishing, band sewing, and basting, 
which operations employed 186, or ·24 per cent, of the women. Only 20 men 
were machine operators. There were no men finishers and only 5 men band 
sewers or basters. The men's occupations in these firms were chiefly cutting, 
which employed 97, or 45.1 per cent, of the men, and pressing, which employed 
79, or 36.7 per cent, of the men. No women were employed in either of these 
occupations in the 24 plants from which data were secured in Illinois. 

Draping was done by 45 women and no men, and sample making by 21 women 
but no men. Three men and 8 women were designers; while 5 men and 2 women 
were pattern makers. 

The occupational alignment was very much the same in California, with 
perhaps a little ·wider field for women than in the Illinois firms. For instance, 
no men :finishers were reported in the 11 plants that gave full occupational 
figures in California. For cutting and pressing, occupations exclusively men's 
in the Illinois plants reporting, women were employed in the California plants. 
Women cutters were employed in only one California plant, but there were 
women pressers in six plants. Three of those plants employed exclusively 
women for pressing. 

It is not likely that these differences between the two States are significant 
of anything more than a difference in the individual points of view of the 
employers. 

CLOTHING: STATEMENTS OF POLICY REGARDING THE OCCUPA
TIONAL OPPORTUNITIES FOR WOMEN 

Oalifornia.-1. The superintendent of a firm with between 200 and 300 em
ployees, 86.8 per cent of whom were women, said that the union did not object to 
the employment of women pressers, but that the women bad not applied for such 
work. He hired women for operating, inspecting, finishing, etc. 

2. The superintendent of a plant with fewer than 100 employees, 60 per cent 
of whom were women, stated that generally a man operator accomplished more 
than a woman. He considered pressing on men's clothing too heavy for women. 
He said that women are equal to anything men are mentally, but physically 
women are not so strong as men. He personally preferred women in every line, 
because he could get a more intelligent grade of women than men for the work. 

3. In a small plant, 50 per cent of whose employees were women, it was stated 
that "women could not press, because they could not stand lifting the heavy 
irons. This plant uses women for band sewing only." 

4. One of the partners in a small firm, employing fewer than 100 workers, 44.4 
per cent of whom were women, said that though he preferred women to men for 
nearly all operations, be preferred men in all tailoring jobs, though women may 
excel in felling linings. He claimed that men work faster and that women 
can not put on a collar as men can. He stated that few women ever learn to 
be pattern makers and cutters, because women lack the skill for drafting and 
are not able to work out the mathematical proportions in cutting a pattern. He 
claimed that men excel in putting patterns together and in seeing the <:,pecial 
points in style changes. He said this probably was due to the fact that men 
study it more. Women take the line of least resistance but men take up the 
clothing industry as a life work. 
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5. The owner of a plant with fewer than 100 employees, 54.5 per cent of whom 
were women, said that women want easier jobs than men and that men are 
better cutters than women, because men are "mechanically minded and better 
draftsmen." He claimed that men are better operators on heavy goods, as the 
average man is stronger than the average woman. 

Illinoi s.-1. A member of a firm with fewer than 100 employees, 62.5 per cent 
of whom were women, said that women were a little bit faster (as operators) 
and did better work on dresses of all materials except cloth. Men do better 
tailoring on cloth dresses. 

2. A firm with between 400 and 500 employees, 47.6 per cent of whom were 
women, reported that until a few years ago all the band sewing was done by 
women. Lately, once in a while, the union has sent a man band sewer, expe~ 
rienced in that line. There was a time when men would not try hand sewing. 
This firm also had a man basting puller, sent by the union for that work. 

TABLE 16.-0lotMng: Employment of women in supervisory positions, by State 
p,nd size of estabUsl/Jmernt 

Number of establishments 
studied in-

Size of establishment and type of supervisory position 
2 States California Illinois visited 

All establishments ___ -~ _____ · _______________ __ ___________________ -::- 79 25 
1====11===-I= Establishments of under 100 employees ________________ ____ ____ ________ _ 56 18 
1------,,----

Foremanship: Foreladies _____ ___ __ ___________ ___ ______ ___ _________________ ___ _ 34 12 
2 

20 6 
Assistant foreladies only __________________________ ___ _________ _ 

No woman supervisor __ __________________________________________ _ _ 

Establishments of 100 and under 200 employees _________ _______ ____ ____ _ 11 2 
1-----11----

7 2 
4 

Foremanship-Foreladies ___ ______________________________________ _ 
No woman supervisor __ ___________________________________________ _ 

Establishments of 200 and under 500 employees ________________________ _ 8 5 
,-----11----

Foremanship: Foreladies ____ _________________________________________________ _ 
6 5 
1 
1 No ~~~~~~~~t;;f1it~~!:_-:========~=========================:: === 

Establishments of 500 employees and over_ ____________________________ _ 14 
f------lf----

3 
2 1 

1 

. Foremanship-Assistant foreladies only ___________________________ _ 
Other supervisors _________________________________________________ _ 
No woman supervisor----------------------------------------------

1 Details aggregate more than total, because 1 establishment appears in more than 1 group. 
2 Instructors. 

54 

38 

22 
2 

14 

9 

5 
4 

3 

1 
1 
1 

I 4 

3 
2 1 

1 

CLOTHING : s ·TATEMENTS OF POLICY REGARDING THE EMPLOY
MENT OF WOMEN IN SUPERVISORY POSITIONS 

A. From firms employing women in a supervisory capacity. 
Oalifornia.-A firm with between 200 and 300 employees, 86.8 per cent of 

whom were women, employed 6 women supervisors-3 foreladies and 3 assist
ants. The superintendent said he thought women were more satisfactory in 
a supervisory capacity over other women. 

IUinois.-1. A plant with between 100 and 200 employees, 68.8 per cent of 
whom were women, employed 1 woman supervisor-a forelady. The superin
tendent said women were all right to train women and supervise when there 
are not too many changes and repairs to machinery, bu t men are better when 
there is much machinery. 

2. A firm with between 800 and 900 workers, 49.8 per cent of whom were 
women, employed 2 women supervisors-assistant foreladies. The personnel 
manager said he thought women as supervisors do nut do so well as men. Men 
have other things to think about than the petty things that women bother with. 
"Men are more interested in getting a good coat." 
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3. A firm with between 100 and 200 employees, 86.1 per cent of whom were 
women, employed 2 women supervisors-a forelady and an a ssistant. There 
was a man superintendent over everyone in the shop, but " no matter how good 
a dress man a man is, a woman gets details better ." 

4. A firm with fewer than 100 employees, 77.8 per cent of whom were women, 
employed 1 woman supervisor-an assistant forelady, but the office assistant 
said a man doe better in a supervisory position, for girls will take any sort 
of reproof from a man but do not like even a slight one from a woman . 

B. From firms not employing women in a supervisory capacity. 
Illinois.-A firm with fewer than 100 employees, 74.2 per cent of whom were 

women, reported having had women supervisors but none at time of study. The 
owner thought they were not able to do so much as a man. "Nervous women, 
having a number of things to attend to, get upset too quickly." 

TABLE 17.-Clothing: Eni ployment methods, by State and size of establishment 

Size of establishment and type of employment methods 

Number of establishments stud• 
iedin-

2 St ates 
visited 

! 

Cal~for• Illinois 
ma 

------------------------- 1----,----1 -_,__----

4 11 establishments .................................. ~············1-----1 7_7_, 1 ___ 12_5_,_ __ 1_5_2 

Estai~~r1e;hl_f~;~;;;~.o~!~~:~~e·e·s·:··· - -. . -. - -........ .. -.. -.. -. -. _ 7 I 
Other official. .... . . ............................ ·~··.......... .. 36 

23 
215 

Foreman or other official-workers supplied by-
Union .............................................•....... . 
Association of manufacturers ............ . .... · ............. . 

Establishments of 100 and under 200 employees: 
Employment in charge of-

Foreman . ... ....•......... ... ......... ·- ............... ... ... . . 
Other official. ................................................. . 
Foreman or other official-workers supplied by union .. ....... . 

Establishments of 200 and under 500 employees: 
Employment in charge of-

Foreman .................................................... -.. 
Other official. ......................... . ........ . .............. . 
Foreman or other official-workers supplied by union .......... . 

Establishments of 500 employees and over: 
Employment in charge of foreman or other official-workers sup• 

plied by union ..........................•.............•......... . 

11 
6 

1 
7 
2 

4 
3 
4 

10 
6 

4 1 ...•.••••• 
4 2 5 

2 

4 • .••••.... 4 

1 Details aggregate more than total, because some establishments appear in more than 1 group. 
2 In 1 plant employing is done by forewoman, with approval of vice president. 
3 In 1 plant employing is done by foreman or member of firm; in 1 by owner and manager with help of 

foreman; and in 1 by foreman or partners. 
4 In 1 plant employing is done by foreman and member of firm. 
6 In 1 plant employing is done by foreman, office approving dismissals; in 1 the foreman or superintendent 

approves dismissals; and in 1 the foreman must have the approval of the manager. 

CLOTHING : STATEMENTS OF POLICY REGARDING METHODS OF 
EMPLOYMENT 

A. From firms employing workers supplied by the union. 
Illinois.- 1. A firm with fewer than 100 employees, 86.5 per cent of whom were 

women, reported that when new help was needed they called union headquar
ters. If an employee was kept on the pay roll more than two weeks, the union 
assumed that a tenure of employment had been given the employee by the firm 
and she could not be fired without the consent of the union. 

2. The manager of a firm with fewer than 100 employees, 49 per cent of 
whom were women, said, regarding the employment of workers: "We have 
no choice. The union sends a man or woman who is at the head of the list 
for that particular job. If he proves satisfactory we must keep him." 

3. A firm with between 200 and 300 employees, 41.9 per cent of whom were 
women, reported all hiring done through the union. A requisition was sent 
to the union and an operator was sent in response. The per son out of a 
job longest ( regardless of sex) got the fi rst job. 
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4. A firm with fewer than 100 employees, 31.1 per cent of whom were womenr 
secured all help from the union. 'l'he firm r equisitioned a certain number of 
people for certain work and the union sent those at the top of the list for· 
specified positions. Help sent by the union had to be kept unless unsatisfactory .. 
When they got a person who could not fill the position for which hired, he was 
sent back. A union representative came to the plant to learn why the worker· 
was not kept. If he thought the worker should have been given another trial, 
he tried to "patch it up" between foreman and worker. 

B. From firms employing workers supplied by an association of manufacturers. 
Illinois.-1. A firm with fewer than 100 employees, 83.7 per cent of whom were 

women, belonged to a manufacturers' association organized to fight the union. 
They applied to this association for workers. If this failed they asked their
employees to bring in friends; " we must not take them from the street, for· 

· they might be union members." 
2. The owner of a plant with fewer than 100 employees, 74.2 per cent of 

whom were women, stated that they belonged to an association to oppose the
union and got help largely from them. The association checks up on names
and addresses to keep out union people. 

TABLE 18.-0lotMng : Method of training employees, by State 

Method of training . 

Number of establishments 
studied in-

2 States 
visited 

Califor
nia Illinois 

All establishments. ___ ____________________________ ---- -- -- __ -- _ --

On the job: 
By special instructor ______ . ____ . __________________________ ___ __ ___ _ 
By foreman or other employee _______ ___ _ ------ - -------------------

Practically no training-experienced workers! ____________ _______ __ ____ _ 

80 25 
1-----11----

1 
20 
59 

7 
18 

55. 

1 
13'. 
41 

1 In 16 plants inexperienced workers occasionally were hired and t rained, but the policy is to hire expe
rienced workers. 

CLOTHING: STATEMENTS OF POLICY REGARDING METHODS OF' 
TRAINING 

A. From firms that usually employ experienced workers. 
Illinois.-1. A firm with fewer than 100 employees, 82.4 per cent of whom 

were women, reported that they did not train operators. Beginning operators 
must start in cheaper fac tories. A general all-round girl may start as errand 
girl, and by keeping her eyes open learn all the details of the industry, as an 
onlooker, before she is actually able to operate a machine. She may thus 
become a valuable all-round worker. 

2. The manager of a plant with fewer than 100 employees, 73.9 per cent of 
whom were women, said, "Years ago Polish girls and nice Jewish girls used' 
to bring their sisters or friends into the factory so as to teach them a job. 
but now there is no immigration, and we hire experienced help only." 

3. A firm with fewer than 100 employees, 82.4 per cent of whom were women, 
reported that usually they did not take inexperienced workers. The manager 
said: "We are not busy now. To-day a girl asked if she could bring in a 
friend, teach her, and share the work with her. When we're busy we haven't 
time to bother with inexperienced help." 

4. A firm with between 800 and 900 employees, 49.8 per cent of whom were 
women, r eported that at present there was such an oversupply of labor that 
training was unnecessary. They hired only experienced help. 

5. A firm with fewer than 100 employees, 80 per cent of whom were women, 
reported that they hired only experienced help. They make high-grade dresses, 
and workers are trained in the cheaper shops. 

6. A firm with fewer than 100 employees, 77.8 per cent of whom were women, 
r eported that they had given up taking inexperienced workers, because they 
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bad found that after they had trained a girl she would leave them and "go 
down to the loop." 
·n. From firms that have workers trained by foreman or other employee. 

Oalifcrrnia.-1. A firm with fewer than 100 employees, 60 per cent of whom 
were women, reported that the superintendent or skilled workers tr~ined new 
people. The superintendent felt that he had been successful as an mstructor. 
He trained one :finisher to sew in sleeves. She was a woman· 44 years old who 
knew she could never learn it. It took one and one-half years. At first she 
could do only 15 sleeves a day and was much discouraged. Now she does 
65 to 85 sleeves a day. He said it usually took two years to become expert 
at putting in sleeves, putting on pockets, sewing outer edges, or sewing inner 
seams on edges. He said that sewing the inner seam on edges is perhaps the 
most difficult operation to learn. He spoke of another woman who had been a 
knitting-machine operator. He broke her in on sewing. The :first month she 
went home and cried every night. Now she makes $40 a week. It took her 
two years to become efficient. He takes girls out of school and teaches them 
to do :finishing and later machine operating. 

2. A :firm with between 300 and 400 employees, 88.9 per cent of whom were 
women, reported that they had several machines and work tables set aside 
for training workers when necessary. 

Jllinois.-1. A :firm with fewer than 100 employees, 83.7 per cent of whom 
were women, reported that the girls often bring in their friends and show 
them the work. New employees also watch the work and try to pick it up 
themselves. 

2. The vice president of· a firm with fewer than 100 employees, 79.2 per cent 
,of whom were women, said they had trained a few American-born girls, but 
it was expensive. The girls do not want to work for less than enough to live 
-0n while learning, and as soon as they learn they go on piecework. " If there 
were schools to train them it would be wonderful." · 

CLOTHING: STATEMENTS OF POLICY REGARDING PROMOTION 

Oalifornia.-1. A firm with between 200 and 300 employees, 85.7 per cent of 
whom were women, reported that there was no promotion. Skill and speed 
regulated increases in pay. The average worker does not want to be a fore
woman. 

2. A firm with between 200 and 300 employees, 86.8 per cent of whom were 
women, reported that there was no promotion, because few workers wanted to 
accept positions as forewomen. The superintendent stated than 90 per cent 
would decline and that one of his problems was to get forewomen. The reason 
he gave was that operators can make more money and they are only respon
sible for their own work, while as supervisors they have to find fault with 
other people's work. 

3. A firm with between 200 and 300 employees, 92.7 per cent of whom were 
women, reported that operators are promoted to pressers, examiners, and 
folders, and to special machine operators. Promotion means being put on a 
weekly rate. Skill is the chief factor in securing promotion. 

4. The owner of a plant with fewer than 100 employees, 75 per cent of whom 
were women, said the idea of promotion was a joke. The only question was 
one of raise in pay. The workers were hired for specific work and skill gave 
them their increase in pay. Jobs were too specialized to use any method of 
promotion. 

5. The sales manager of a firm with fewer than 100 employees, 93.1 per cent 
of whom were women, said that women were promoted to inspectors and super
visors, though few wanted to be supervisors. Skill and speed increased earn
ings. The advantage in being inspector or supervisor was that they went on 
a weekly rate. 

IlUnois.-1. A firm with between 200 and 300 employees, 41.9 per cent of 
whom were women, reported that once on a job a worker stayed. There was 
no incentive to learn other jobs. Because of the influence of the union; prices 
had been equalized and there was no need to strive to learn other jobs as they 
all paid about the same. 

2. A firm with between 100 a;nd 200 employees, 61.3 per cent of whom were 
women, reported that if any workers showed that they were especially capable 
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they were given a chance for :vromotion; that is, were given work that paid 
a higher rate. All their work was piecework. 

3. A firm with fewer than 100 employees, 79.2 per cent of whom were women, 
reported that when they had a finisher to whom they would like to give more 
money they gave her draping. Sometimes they made an operator a forelady, 
provided she did not prefer remaining an operator. 

4. A firm with fewer than 100 employees, 31.1 per cent of whom were women, 
reported that they preferred specialists. When they got a good buttonhole 
worke-r, for instance, they preferred keeping her on that work and usu.any 
a worker preferred doing work to which she was· accustomed and for which 
she was trained. 
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TABLE 1.-Electri cal products: Numbetr of establishments .<studied and number 
of men and women they employed, by State and product 

Product 

Total. ____ ______ ________ ----

Batteries, dry celL-··-····-····-·· 
Batteries (dry cell), telephone 

systems for apartment houses, 
fire-alarm systems, radio, etc ___ . 

Batteries, rectifiers ....•...•. ·- __ _ . 
Batteries, storage •. _.···········-· 
Batteries (storage) and magnetos __ 
Batteries, wet and dry •• ·-·-·- ·---
Bulbs ... ................. -· ...... . 
Carbon electrodes ..•.... _ .•. ·-... . 
Controllers, alarms, and signaling 

devices .....•.... ··-_._·- •. ·- ..• _ 
Electric lamps .. _ ...........••..•. 
Electric appliances (heating) ... .. . 
Elevators and elevator parts ..... . 
Ignition systems and wiring 

devices .. __ •. ···········-·····- · 
Insulated wire_ ..•................ 
Insulated wire and wound coils •.. 
Insulators, insulation joints, etc ... 
Lighting fixtures and battery• 

charging equipment. ........... . 
Motors, smalL ................... . 
Motors (small), radio sets, and 

appliances. __ ..•....•...•....... 
Motors (small), transformers, and 

miscellaneous products ......... . 
Motors (large and small) and 

generators ......... _ .•........... 
Motors, large and turbine .. ...... . 
Motor-driven appliances ......... . 
Radio and radio parts ........... ~. 
Radio sets and vacuum cleaners .. . 
Small accessories and radio parts .. 
Sockets, plugs ......... -···· · -····· 
Transformers and battery elimina-

tors ............ -. ...........•... 
Transformers and insulated wire .. 
Transformers, meters, and recti• 

fiers .....•...........•........... 

Product 

All States visited Indiana Ohio 

Es-
tab• Men lish-

ments 
---

106 55,907 

11 2,018 

1 41 
1 42 
1 1,068 
1 130 
1 725 

11 581 
2 472 

9 2,601 
2 182 
5 819 
1 2,100 

11 8,333 
5 2,960 
1 1,633 
2 399 

1 193 
7 2,214 

2 3,636 

4 8,584 

2 566 
5 11,087 
6 1,450 
4 365 
1 153 
3 1,247 
2 16 

1 
173 

2 2,118 

Women 

---
17,055 

814 

37 
100 
15 
40 

127 
2,030 

133 

401 
63 

280 
185 

3,425 
380 

1,033 
285 

Es• 
tab-
lish• 

ments 
---

9 

-------

Men 

--
8,759 

-------

60 
64 

2,433 
209 

1,633 

Women 

---
3,645 

--------

31 
31 

Es-
tab• Men lish• 

ments 
------

47 15,552 

5 803 

1,068 

6 316 
2 472 

1 272 
1 . 122 
2 575 

Women 

---
5,305 

369 

15 

1,216 
133 

19 
32 

187 

1, 118 6 3, 148 1,421 
34 ··--··· ··-···· ·•···•·• 

1,033 ··-···· ··-···· . ...... . 

193 31 ............. . ·•······ 31 
779 ······· ....... ........ 6 1,374 529 · 

1,228 

1,744 

132 
1,352 

261 
309 
141 
613 
75 

3,541 1,169 

514 119 

276 

96 

123 

11 

4 5,091 565 
5 1,441 250 

1 
2 
1 

153 
165 

6 

141 
189 
32 

12 ······· .............. . 1 
173 

12 
61 61 

969 112 79 ··-···· ····-·· ·---·---

Massachusetts New York 

Estab-Estab
lish• 

ments 
Men Women lish• Men Women 

ments 
--------------- - - ----1------------------

Total.·-··· ··-·-········ ·· ·-···-················ 22 19,885 4,938 28 11,711 3,167 
Batteries, dry cell ..........•.•.....•.....•.......... .• :===== =::-=--6-~ ~ 
Batteries (dry cell), telephone systems for apartment 

houses, fire.alarm systems, radio, etc................ 1 41 37 ... •...•..•..•.. ······--
Batteries, rectifiers·-···········-······-······· · ········· · ····-................ 1 42 100 
Batteries (storage) and magnetos .. ·--···- · ············ 1 130 40 -·-·-·-· ........ -·-···--
Batteries, wet and dry-·······························........................ 1 725 127 
Bulbs ............... _. . ............................... 4 213 520 1 52 294 
Controllers, alarms, and signaling devices. . . .......... 1 24 17 7 2,305 365 
Electric appliances (heating)····················-····· 1 152 55 1 28 7 
Elevators and elevator parts.................................................. 1 2,100 185 
Ignition systems and wiring devices......... .......... 1 33 86 3 2,719 800 
Insulated wire ... ···························-····- · ··· 3 1,443 171 1 1,308 175 
Insulators, insulation joints, etc .................... -.. 1 220 80 1 179 205 
Motors, small ..... . ........ . .. ·-····-·-·····-·········--·- · ··· ........ ······-· 1 840 250 
Motors (small)i radio sets, and appliances. ..... . ...... 1 3,360 1,105 •..•........••....•....• 
Motors (smal ), transformers, and miscellaneous 

products ............................................ 2 4,947 564 ..•...••........ · ··-···· 
Motors (large and small) and generators. :. ........... 1 52 13 .............•.. --···-·-
Motors, large and turbine............................. 1 5,996 787 ...•...•.•...•.......••. 
Motor-driven appliances.········-····-··············· ••••.••. .......• ........ 1 9 11 
Radio and radio parts................................ . 1 176 106 3 189 203 
Small accessories and radio parts ••..... ·-···· · ·····--· 1 1,082 424 ·······- .••••••• ···-----
Sockets, plugs .... ............... . .•.•......•.... -..... 1 10 43 ··-···-· .....•.. ····----
Transformers, meters, and rectifiers . ·-·············-·· 1 2,006 890 .•••..•• ···-···· ·-------
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· TABLE 2.-Electrical prod,ucts : P er cent w omen formed, of all employees, by State 

Per cent women 

'T'otaL ____ --- -------- - ------- ________________ _ 
Under 5 _____ ________________ _________ ___________ __ _ _ 

-5 and under 10 ___ __________________ ________________ _ 

10 and under 15 __ --------- - ---- ---- -- ----------- ----15 and under 20 _____ ______ ___ ___ _____ ______ __ ______ _ 

· 20 and under 25 __ ------ - --- - -- - ------ ------ - ------ -
~25 and under 30 __ ------------------------------- -- -
-30 and under 35 __ ----- -------------------- -- --- - -- --:35 and under 40 _____ _____ ___ ________ _______________ _ 

40 and under 45 ___ __ __ -- - - -------------- -------- - - --45 and under 50 ____ ___ ____ _______ __ _____ ____ ___ __ __ _ 
-50 and under 55 _____ __ _____ __ ______ __ ____ __ _____ __ _ _ 

55 and under 60 _ - --- -- --- -- ---- --- - -------------- ---60 and under 65. _____ __ _____ ___ ______ __________ __ __ _ 
-65 and under 7Q __ _____ _____ _____ ____ ___ ____ _____ ___ _ 
70 and under 75 _____ ___ ____ ____ ___ __ __ ___ ___ ____ __ _ _ 
75 and under so ____ ___ _____ ____ __ __ ___ ___________ __ _ 

·so and under 85 __ __ __ ____ __ ______ __ ______ __ __ ___ ___ _ 
85 and under 90 __ -- ---- ------------ --- - - --- - ---- -- -

. 90 and under 95 __ --- --- -- ------ - ----- - -- -·--- -- -----

Number of est bllshments in-

All 
States Indiana Ohio Massa- N ew 

chusetts York visited 

106 

2 
8 
9 
6 

16 
10 
12 
7 
7 
5 
3 
2 
1 

9 

2 
1 
1 

3 
1 
1 

47 

1 
5 
1 
4 
7 
4 
4 
3 
3 
3 
1 
1 
1 

22 28 

1 
1 2 
4 2 

---- -- --4- 1 
4 

3 3 
1 4 
1 2 
1 2 
1 1 

2 
1 

2 - ------ - -- - --------- 2 ----------
4 ---------1- 1 2 ·1 
4 3 ---- - --- -- 1 
3 2 1 --- - - · - ---
3 1 1 1 
2 2 --- --- - - - - -- - - ------

TABL E 3.-Electrical products: Legal regu lati<m of hours of women's empl01J
m ent, by Stat e 

T ype of regulation Indiana Ohio Massachusetts N ew York 

.Hours permitted: D aily __ __________ ____________ 
(1) _____ - --- - - - - - - - -

9 ___ __ ___ 9 __ ______ _ --------- 9.2 
Weekly_--------- - ---------- - (l) ____ - - - - - - - - - - - - -

50 ______ _ 
48 __ -- -- - ------ ---- 54. 

Date of enactment of daily (1) - ---. - - - - - - - - - - - -
1917 _____ 1919 ___ ____ ________ 1912. 

and weekly hour law. 

Night work prohibited: 
Period during which women 10 p. m . to 6 a. m __ (!) _____ __ 10 p. m. to 6 a. m. 10 p . m . to 6 a. m ; 

may not work. 
D ate of enactment of night- 1899 ____ __________ _ (!) _______ 1890 ____ ____ __ ____ _ 1913. 

work law. 

1 No legal restriction. -
2 Overtime may be worked regularly on 5 days of the week t o make a shorter workday or holiday on the 

-sixth day, provided weekly maximum is not exceeded. 

T ABLE 4.- E lectrical products : Size of es'tablishment , by State 

N umber of establishments in-

Size of establishment 

Ohio Massa- New 
chuset ts York 

------------------- ---- -------- - - -- - - --
All establishments __ . ______ ___ __ __ . ___ _ . ___ __ _ 106 47 22 28 

E mploying-Under 50 persons ___ _____ __ ________ _______ __ .. __ . 
50 and under 100 persons __ ______ ____ _____ ______ _ 
100 and under 200 persons __ _______ ____ _______ __ _ 

14 7 1 6 
19 2 8 5 4 
14 1 6 3 4 

200 and under 300 persons _______________ __ _____ _ 17 2 9 4 2 300 and under 400 persons ____ ____ __ ____ ____ __ __ _ 8 3 2 3 400 and under 500 persons ___ ___ __________ ___ ___ _ 7 6 1 500 and under 600 persons __ _______ ___ ___ __ ___ __ _ 
1 --------- - - ---- - ---- ---------- 1 600 and under 700 persons ___ ____ ___ . __________ . _ 2 1 __________ 1 ________ _ _ 

700 and under 800 persons ____ _____________ _____ _ 
800 and under 900 persons _____ _____ __ ___ ______ _ _ 3 3 -------- - - ----- - -- --

2 ---------- -------- -- 1 1 900 and under 1,000 persons _______ ______ ________ _ 1 1 ____ ______ __ ______ _ _ 
1,000 persons and over ___ __ ______ ____ _____ ___ ___ _ 18 3 4 5 6 

110179--28- 27 
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TABLE 5.-Electrical products: Number of years establishment had been in 
operatioo, by S·tate 

Number of establishments in-

Number of years in operation 
Ohio Massa- New 

chusetts York 
------------- -------1---- ------------1----

.All establishments __________________ ----------

Under 5 _______________________ -- -- - -- -- --_ - -- -- - - -- _ 
5 and under 10 ____ ___ ______________________________ _ 
10 and under 20 ____________________________________ _ 
20 and under 30------------------------------- ----- -80 and under 40 _____ __ ____________________________ _ _ 

40 and under 50-------------------------------------
50 and under 60-------------------------------------

104 

10 
19 
30 
24 
12 
5 
2 

9 

4 
4 
1 

-··-------

45 22 

4 
112 24 

13 5 
12 4 
2 5 
2 3 

---------- 1 
60 and over------- ---------- ------------------------- 2 ---------- -- - ------- ----------

1 .All established after 1917, the year the hour law went into effect. 

28 

6 
3 

a 8 
4. 
4 

1 
2 

2 2 plants established before and 2 plants established after 1919, the year the hour law went into effect. 
a 4 plants established before and 4 plants established after 1912, the year the hour law went into effect. 

TABL E 6.- ElectricaZ products: Scheduled daily and weekly hours in establish-
ments hewing hours the same for men and women, by State 

Scheduled hours 

All establishments __ --------------------------

Daily hours: 
g_ -- - - - - - - - - - - - -- - - -- -- --- - - - -- - - - - - -- -- - - - - - - - - -Over 8 and under 9 _______ ______________________ _ 

9_ - - - - - - - - - - - -- - - - - -- - - - - - - - - - - - - - - - -- - - - - ---- - - -
Over 9 and including 9½------------------ ------

Weekly hours: 
44 and under 48 __ ------ ---------- ----- --- -------48 _______________________ ________ ______ __ -- _ -- -- _ 
Over 48 and under 50 ___________________________ _ 

50 __ - -- - -- -- -- -- -- -- -- -- - -- - -- -- - --- --- ------ - -- -
Over 50 and including 52½----------------------

Number of establishments in-

Ohio Massa- New 
chusetts York 

82 8 33 15 

11 4 3 
28 3 6 12 
38 5 23 
5 ---------- --------- - ---- --- ---

M 8 5 
22 3 1 10 
14 12 
27 5 12 
3 ---------- ---------- ----------

26 

4 
7 

10 
5 

3 
8 
2 

10 
3 
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TABLE 7.-Electrical proaucts: Schedit,1,ed dailty and weekly hours in establish
ments h-wving hoors different for men. and, women, and the comments on su,011, 
difference, by State and devartment and, by 1m1dtividual schediile 

Employees Daily hours Weekly hours 
of- of-State, department, and 

schedule number 

Men Women Men Women Men Women 

--- --- ------

Indiana: 
No. I-Rubber mill ______ (1) -------- (2) -----i,; (2) ----54b Other departments .. (1) 34 10 55 

Ohio: 
No. 2-All departments __ 55 29 9 St½ 50 49-r\-

No. 3- All departments __ 4,701 516 9 8¾ 50 48¾ 

No. 4--All departments .. 1,961 698 9 8¾ 50 48¾ 
o. 5-All departments .. 198 19 9 8$/a 50 49-h 

No. 6-All departments .. 880 237 10 9 55 49½ 

I 

No. 7-All departments .. 134 92 IO 9 55 50 
No. 8-P,unch-press de- (8) (3) IO 9 54 49 

partment. 
Other departments . . (3) (3) 8 8 44 44 

No. 9-All departments .. 112 99 9 8½ 49 45½ 

o. 10-All departments. 114 24 IO 9 55 49 

No. 11-All departments. 80 15 10 9 55 50 

No. 12-All departments. 109 30 IO 9 55 49½ 

No. 13-All departments. 667 120 10 9 54¾ 49¾ 

No. 14--All departments. 1 12 9 8 50 45 

No. 15-All departments. 272 19 9¾ 9 54 49½ 

Massachusetts: 
No. 16-All departments. 4,601 520 8½ 8-h 47½ 46t½ 

To. 17-AIJ departments . 33 86 9 ¾ 49½ 48 
To. 18-All departments. 2,006 890 8% 8" 48 47¾ air 

o. 19-AII departments. 5,996 787 8% s» 48 47¾ 
o. 20-All departments. 52 13 9 8¾ 50 48 

No. 21-All departments. 346 44 9 8¼ 50 45½ 

No. 22-All departments. 710 100 10 8¾ 55 48 

New York: 
No. 23-All departments. 60 5 9¾ St½ 50 48½ 

o. 24-All departments. 1,360 15 S¾ 8½ 48 47½ 

1 Total number of men, 209; number in various departments not reported. 
2 Not reported. 

Comm nts 
., 

Continuous process. 
Women stop 5 minutes 

earlier at noon and night 
for convenience. 

Women stop 5 
earlier at night. 

minutes 

Women have 5 minutes' 
rest period morning and 
afternoon and stop 5 
minutes earlier at night. 

Do. 
Women stop 5 minutes 

earlier at noon and night. 
Women begin 15 minutes 

later in morning, stop 
half an hour earlier at 
night, and have 15 min-
utes longer for lunch. 

Hour law. 
Reason not reported. 

Women have 30 minutes 
longer lunch hour and 
stop IO minutes earlier 
at night. 

Men begin work at 6.30 
and women at 7.30. 

Men stop work at 5 and 
women at 4. 

Men work from 6.30 to 5; 
women from 7 to 4.30. 

Men stop work at 5.15; 
women at 4.15. 

Man stops work at 5· , 
women at 4. 

Men work 6.30 to 5.30; 
women 7 to 4.45. 

Women stop 5 minutes 
earlier at noon to avoid 
congestion in balls and 
stairs. 

Hour law. 
Women stop 5 minutes 

earlier at noon and night, 
but this ti.me is not de-
ducted and women's 
hours are called 83/5 and 
48. 

Do. 
Men work from 7 to 4.45, 

with 45 minutes for 
lunch. Women work 
from 7.30 to 4.45, with 30 
minutes for lunch. 

·women want shorter hours 
and have always bad 
them. 

Hour law. 

Women come IO minutes 
later in morning and 
leave 5 minutes earlier at 
night on account of using 
the same washroom. 

Women stop 5 minutes 
earlier each day to get the 
street car ahead of the 
men. 

3 Total men, 146; total women, 158. Number of men and women in various departments not reported. 
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TABLE S.-E"&ectricaZ pro<Xucts: Ea:tern,t. of mg,ht W<>rk, by State 

Extent of night work 

All establishments __ -- -- --- --------- --- _____ _ _ 
No night work __ ___ ___ ____ __ ___ ______________ ____ __ _ 
Night work. __ __ _______ __ ______ _____ __ ____ ___ ______ _ 

106 

82 
24 

Number of establishments in-

9 

4 
5 

Ohio 

47 

39 
8 

Massa
chusetts 

22 

14 
8 

New 
York 

28 

25 
3 

TABLE 9.-Ei ectrical products: Night w.orlc, by State and product and by 
individual schedule 

State, product, and 
schedule number 

Indiana: 
No. 1-Motors (small), 

transformers, and 
miscell aneous prod-
u cts . 

No. 2-Insulated wire 
and wound coils. 

No. 3-Ignition sys-
terns and wiring de-
vices . 

No. 4-Transformers, 
meters, and rectifiers. 

No. 5-Insulated wire_ 

Ohio: 
No. 6-Motors, large 

and turbine. 
No. 7-Ignition systems 

and wiring devices. 
No. 8-Motors, small __ 
No. 9-Batteries, 

cell. 
dry 

No. IO-Small accesso-
ries and radio parts . 

No. 11-Trans formers 
and insulated wire. 

No. 12-Batteries, dry 
cell. 

N o. 13-Motors, large 
and turbine. 

Massachusetts: 
No.14-Insulated wire_ 

N o.15- Motors (small), 
transformers, and 
miscellaneous prod-
ucts. 

N o. 16- Motors(small) , 
radio sets, and appli-
ances. 

No. 17-Transformers, 
meters, and rectifiers. 

1 Not repo1 ted. 
2 On t wo shifts. 

All employees 

Num- Per 
ber cent 

women 

4, 710 24. 8 

2,666 38. 7 

3,551 31. 5 

191 41.4 

243 14. 0 

5,217 9. 9 

2,659 26.3 

1, 117 21. 2 
226 40. 7 

304 52. 0 

234 26. 1 

85 35. 3 

84 7.1 

640 5. 5 

5,121 10. 2 

4,465 24. 7 

2,896 30. 7 

Employees on night work 

Department and number 
of women employed dur- Number of- H ours per-
ing the dayt ime 

Men Women Night Week 

--- - - - ---

Armature and field wind- 75 0 (1) (1) 
ing, 123 women. 

Wire mill and enamel, no (1) 0 8 or 11 (1) 
women. 

Winding, 77 women _______ 25 0 10 50 
Machine shop, no women_ (!) 0 9 45 
Coil winding, no women __ (1) 0 8% (1) 
Machine sbop, no women __ 2 30 0 8 (1) 

Meter testing, 7 women ___ 2 0 (1) (1) 

31 Braiding, 32 women _______ 0 12 60 
Rubber mill, no women ___ (1) 0 (1) (1) 

(1) - - - - ----- - -------------- 3 500 0 11½ 57½ 
or 600 (1) ________________________ 

3 300 0 11½ 57½ 
(!) ______________ ___ _______ 100 0 11½ 57½ 
(1) - - - - - ------------------- 25 0 10 50 

P unch press ____ ___________ (1) 0 11 55 

Varnish wire _____________ _ 2 0 10½ (1) 
Cable department_ ________ (1) 0 12 60 Braiding __________________ (1) 0 (1) (1) 
(1) _ - - - --- - --- ----- - - - --- -- 3 32 3 34 412 60 

59 45 
Special machines, no worn- 6 0 (1) (1) 

en. 

Lead covering and stand- (1) 0 13 (1) 
ard wire , no women . (l) ___ _________ __________ __ (1) 0 12 60 

Tool room, no women _____ 80 0 

I Big punch press, no women 70 0 11½ 67½ Foundry, no women __ ____ 10 0 
Screw machine, no women_ 65 0 
(1) - - - - - - - - - - - - - - - - - - - - - - - - (1) 0 10 50 

and 9½ and47½ 

a N ot a steady night fo1ce; only during peak season. No night force at time of interview and numbers 
not included in total. 

• Men . 
6 V'Tomen . 
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'.rABLE 9.-Electrical products: NigM work, by State and product and by 
individ;ual sched-ule-Continued 

State, product, and 
schedule number 

Massachusetts-Contd. 
No. 18-Motors, large 

and turbine. 
No. 19-Small accesso• 

ries and radio parts. 
No. 20-Batteries (dry 

cell), telephone sys• 
terns for apartment 
houses, :fire•alarm 
systems, radio, etc. 

No. 21-Insulated wire. 

New York: 
No. 22-Radio and ra• 

dio parts. 
No. 23-Insulators, in• 

sulation joints, etc. 
No. 24-Insulated wire. 

1 Not reported. 
2 On two shifts. 

All employees 

Per Num• 
ber cent 

women 

6,783 11. 6 

1,506 28. 2 

78 47.4 

810 12. 3 

275 47. 3 

384 53. 4 

1,483 11.8 

Employees on night work 

Department and number 
of women employed dur• Number of- Hours per-
ing the daytime 

Men Women Night Week 

------
'· 

Maintenance .•............ 40 0 10 50 
Other 1 .•.•••••••••••••••• 240 0 9½ 47½ 
Auto accessories ...... .• .. 75 0 11 55 

'j" 

Winding .............••... (') 0 9¾ 48 

(') .... ···················· 50 0 10 50 

Screw machines, DO women (6) 0 10 50 

Firing department, no 2 0 13 65 
women. 

Boiler house and enamel 2 14 0 8 (1) 
room, no women. 

Other 1 ••.. . ••...• .•.•••.•. (1) 0 11 55 
' . 

e Number not reported. Not a steady night force; only during peak season. No night force at time of 
interview, and numbers not included in total. 

ELECTRICAL PRODUCTS: STATEMENTS OF POLICY REGARDING 
NIGHT WORK 

A. From plants having no night work. 
Nmo York.-1. The manager of a plant with between 100 and 200 employees, 

31.5 per cent of whom were women, said they would not care to have women 
at night even if they could. They take on extra women when there is a rush 
and find it a satisfactory arrangement. 

2. A firm with over 2,000 employees, 8.1 per cent of whom were women, had 
Lever run a night shift regularly. The manager said this was because he 
could not get a satisfactory type of men on night shifts, and loses in faulty 
product and lower rate of production. He had never employed women at night 
and never wanted to. He was again~t night work for anyone. Even if he 
were to employ men at night, he would not want to employ women, as he could 
not afford so much supervision as he ordinarily would have in the daytime. 

B. From plants having night work for men only. 
Indiana.-1. A firm with between 4,000 and 5,000 employees, 24.8 per cent of 

whom were women, employed about 75 men on a night shift on armature and 
field winding work normally done by women in the daytime. The superin
tendent said he did not like this plan, but lack of space made it impossiole to 
increase the force of women in the day. He said, "It is never our policy to 
employ women extra hours nor at night." 

2. A firm with between 2,000 and 3,000 employees', 38.7 per cent of whom were 
women, had a night shift of about 25 men on winding work done by women in 
the daytime. The assistant employment manager said it was not the firm's 
policy to employ women at night. If the business- continued they would doubt
less increase equipment for women and eliminate the night shift. They had 
employed a few elderly men on night inspection tbe year before. This was 
most unusual, as- this is a woman's job, but there was a jam for a few weeks. 
The shift was discontinued as soon as possible because thei,r work was not 
satisfactory. 

3. A firm with between 100 and 200 employees, 41.4 per cent of whom were 
women, had two men working at night as testers, because tbe city electric cur
rent was- steadier then for gauging standards. Aside from this they had had 
no night wqrk since the war, and did not approve of it. 
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4. A firm with between 200 and 300 employees, 14 pei" cent of whom were 
women, had men on a night shift on braiding, which was women's work on 
the day shift. The manager said that if not prohibited by law they would 
employ women at night, as production is greater and there is less wastage with 
women. 

Ohio.-1. A firm with between 2,000 and 3,000 employees, 26.3 per cent of 
whom were women, had had a night force of men for about six months of the 
:Year. They reported that they ~ad employed women at nigbt for a few months 
during the war, but it was not satisfactory. Too much supervision was 
required with so many men working with comparatively few women. 

2. A firm with between 1,000 and 2,000 emp:J.oyees, 21.2 per cent of whom 
were women, had a night force of about 100 men. The employment manager 
said that they would not care to employ women at night unless the supervision 
and working arrangements could be like those during the day. To make this 
worth while it would be necessary to run the entil'e plant. 

3. A firm with between 200 and 300 employees, 40.7 per cent of wbom were 
women, employed a night force of 25 men. Tbe manager said that if women 
could work 10 hours they would employ 28 or 30 at night. Later he said that 
in 1923 and 1924 they had about 20 women on a night shift but found it 
unsatisfactory on account of the moral conditions that arose from employing 
mixed help. 

Massach,.usetts.-1. The assistant manager of a plant with over 5,000 em
ployees, 10.2 per cent of whom were women, said the only departments run at 
night where women were at work during the day were the punch-press and 
transformer departments. In the punch-press room there are only 9 women 
among the 74 employees dui:ing the day, (SO with a smaller force at night 
women are not needed. In the qansformer department the work women do in 
the daytime is not done at night. 

2. A firm with nearly 5,000 employees, 24.7 per cent of whom were women, 
had employed 10 young men at night in spider-web coils, work done by women 
during the day. They picked up a group of high-school graduates, boys with 
rather delicate. hands, and their work was satisf.actory. However, the employ
ment manager preferred to give the work to women, as he felt it was one of the 
few good jobs open to women, and the winding equipment had been increased so 
that women could handle the work in the daytime except on rare occasions. 

3. A firm with between 2,000 and 3,000 employees, 30.7 per cent of whom were 
women, employed a night force of 40 men. A few of these men were working on 
women's jobs, but the superintendent said this work was done at night because 
they do not wish to buy any new machines just now, as they are changing all 
machines in that department very soon. He said they would not care to employ 
women at night if it were possible. 

4. The superintendent of a plant with fewer than 100 employees, 47.4 per cent 
of whom were women, said t hat in t,he fall of 1925 he had asked for a permit, 
as a seasonal industry, to employ women 52 hours, but was refused. As a 
result he put men on winding .at night, but it was not particularly satisfactory. 
They were not planning to run nights in 1926. Supervision and bad work were 
too much of a problem. 

C. From plants having night work for both men and women. 
Ohio.-A plant with fewer than 100 employees, 35.3 per cent of whom were 

women, had a night shift of 32 men and 34 women for three months in 1925, the 
men working 12 hours and the women 9 (the legal limit). In assembling, men's 
and women's work is so interdependent that it was necessary to have a larger 
proportion of women than men at night because of this difference in hours. This 
caused great confusion and economic loss, due to rehandling and rerouting of 
work, and increased production cost 4 to 5 per cent above that of day work. The 
superintendent said it was impracticable in so small a plant to add so dispro
portionately to overhead by night work, and also it was h ard on the mechanical 
equipment to run so continuously. He preferred one day shift. 
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'TABLE 10.-Eiectrical products: Change in scheduled hours and the reasons 
• given for such change, by State 

Number of establishments in-

Reasons given for change in hours All 
States Indiana 
visited 

Ohio Massa- New 
chusetts York 

--------------- ------1---- ----------------
All establishments____________________________ 86 5 34 20 27 

l====H====!====cl=====1==== 
,Establishments reporting reduction_ ______________ __ 1 53 1 5 '13 3 17 '18 

Hour law-one reduction: Women only _______________________________ _ 
Women; not reported if men also 6 _________ _ 
Men and women __________________________ , __ 

Hour law-more than one reduction-men and women _________________________________ ______ _ 
Agreement with employees-one reduction-men and women _____________________________ _ 
Competitive conditions-one reduction: Men only __________________________________ _ 

Men and women ___________________________ _ 
Men; not reported if women also _______ __ __ _ 

Competitive conditions-more than one reduc-
tion-men and women _______________________ _ 

Production requirements-one reduction-men 
and women ___ -- ------- -- ---------------- ____ _ 

Business depression-one reduction-men and women __________________________________ ----- -
Policy of firm-one reduction: · Men and women _____ ___ ___________________ _ 

Men only __________________________________ _ 
Policy of firm-more than one reduction-men 

and women __ ---------------------------------Reason not reported-one reduction ____________ _ 
Reason not reported-more than one reduction __ 

stablishments reporting hours increaseJ __________ _ 
"Establishments reporting no chanr;e ________________ _ 

1----11------1-----1--------

2 
3 ---------- ----------
4 

3 ---------- ----------

1 
3 
4 

3 

2 -------·--

1 ---------- ---------- ----------
7 - ------ ----------

~ W----- -- -- ----------

2 1 ----------

3 

1 
6 

2 ---------- 3 
1 ---------- ----------

3 ---------- ---------- 3 ----------
20 4 5 4 7 
3 1 2 ---------- ----------

3 
• 30 

1 
20 

2 
7 

1 Details aggregate more than total, because some establishments reported more than one reason for 
reducing hours. 

2 12 of these establishments were in operation before the law went into effect. 
a All 17 establishments were in operation when the law went into effect. Details aggregate more than 

total, because some establishments appear in more than one group. • 
4 14 of these establishments were in operation when the law went into effect. Details aggregate more than 

·total, because some establishments appear in more than one group. 
6 In these ~ plants men's hours were the same as women's at the time of the study, but it was not re

;ported whether they had been changed at same date as women's or after that date. 
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TABLE 11.-Electrical products: Change in scheduled hours and the reasons given for such change, 35 establishments, by State and individual 
schedule 

State and 
schedule num-

ber 

Indiana: 
No. L ______ 

Ohio: No. 2 _______ 

N o. 3 _____ __ 
No. 4 _______ 
No. 5 _______ 
No. 6 _______ 
No. 7 _______ 

Massachusetts: No. 8 _______ 

No. 9 ______ _ 

No. IQ __ __ __ 

No. lL ___ __ 

No. 12 _____ _ 

No. 13 _____ _ 

Employees Change in hours 

I I I 

Reasons given for change in hours 
Total I Pe< cent Date of change Monday to Friday Saturday Weekly number women 

HOURS REDUCED 

633 18. 8 Soon after the war __ __ 10 to 8___ ______ ________ (!)____ _________ (1) __ _ _____________ Business depression following war. 

5,217 

26 
95 

234 
441 
107 

300 

640 

164 

5, 121 

207 

119 

9. 9 1917 ___ ____ ________ ____ Men, to 9 2 _______ _ ____ ( 1) __ ____ _ _____ To 50 '------------

92. 3 1925 ___________ ______ __ 8¾ to 8 ____ ____ __ ______ 4~ to 4 __ ______ 48 to 44 ___________ _ 
15. 8 1917 __________ _________ Women, 10 to 9 ______ _ (1) _ ___ __ ______ To 50 2 ___________ _ 

26.1 Before the war ________ 10 to 9 _______________ __ To 4¾ 2 __ _____ To 49¾ 2 _________ _ 

79. 8 1924 _________ __________ 9 to 8½ ---------------- (<:) -_-_-_--_-_-_-_-_-_-_-_-_ To 47½ 2 _________ _ 
10. 3 Before the war_ _______ 10 to 9_________________ ) To 49½ 2 _________ _ 

26. 7 About 1916____________ 9½ to 8¾-------------- 4½ to 4¼------

1
1914_ -- --- --- _ -- --- _ -- _ (1) _ - _ - - - _ ---- --- ----- _ ( 1) _ _ __ --- -- _ --

5. 5 (1) __ ------------------ (1) __ _ ---------------- - (1) __ - - --------1919___________________ To 8% 2 _______________ (!) __ _________ _ 
22. 0 1919 ___________________ Women, 3 9¼ to 8%--- 7¾ to 4%------

11915 
{
Men, 10to9½-------- No change ___ _ 

------------------- Women, 95/e to 9-h---- 45/e to 4½½------
10 2 1916 {

Men, 9½ to 9 ___ ______ No change ___ _ 
· ---------- --------- Women 9b to 8t½ do 

1919 {
Men, 9 to 8½ --- - -~=== -5-to 45/;_--====== 

------------------- Women, 8½½ to 8-b- --- 4½½ to 45/5 _____ _ 

26

· 

6 

{mt================= r~t~:

9

r~============== Fto
0
ft~~~~~= 

72 3 1919 {Men, no change _______ 9 to 4½--------
. ------------------- Wqmen19 to 8~ ------ 9 to 4¾:'-------• 

52 to 48 ___________ _ 
54 to 52 ___________ _ 

52 to 50 ___________ _ 
50 to 48 ___________ _ 
54 to 48 ___________ _ 

55 to 52½----------54 to 52 ___________ _ 
52½ to 50 _________ _ 

52 to 49½----------
50 to 47½---------
49½ to 46½½--------To 56 2 ___________ _ 

56 to 53½----------53½ to 48 _________ _ 
54 to 49½----------
54 to 18---------, --

Policy of fl.rm; thought it better to run entire plant on 
same hours. 

Policy of company. 
Hour law. 
Agreement with employees. 
Policy of company (has plants in several States). 
Agreement with employees. 

Business depression. 
Competitive conditions. 

than others." 
Do. 

Hour law. 
Do. 

Policy of company. 
Do. 
Do. 
Do. 

Hour law. 
Do. 
Do. 
Do. 
Do. 
Do. 
PQ, 

"Didn't want to be slower 

t;:I 
l"2j 
l"2j 
t;:I 
a 
1-3 
U2 

0 
l"2j 

~ 
t:d 
0 
t;,:j 

~ 
Q 
1-4 
U2 

~ 
1-3 
0 z 
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No. 14 ____ _ _ 2,896 

No. 15 ______ 6,783 

No. 16 ______ 78 
No. 17 ______ 298 
No. 18 ______ 259 
N o. 19 ___ ___ 41 

No. 20 ___ ___ 810 

New York: No. 21_ _____ 242 No. 22 ______ 65 No. 23 ______ 196 No. 24 ______ 346 No. 25 ___ ___ 417 No. 26 ______ 3,250 No. 27 ______ 1,007 No. 28 ______ 300 No. 29 ______ 513 

No. 30 ____ __ 852 
No. 31_ __ _ 1,375 
No. 32 ____ 1,090 
No. 33 ___ ___ 1, 483 

New York: I No. 34 _____ _ 
No. 35 _____ _ 1261 75 

30. 7 

11.6 

47. 4 
69. 5 

66. 4 

41. 5 

12.3 

38.0 
7. 7 

30. 1 
85.0 
26. 9 
22. 2 
23.1 
16. 7 
31.8 

14. 9 

1. 1 
22.9 
11.8 

1

1906 ___ __ --- _ -- _ -- -- _ -- (1) ___ _ -- _ ---- ----- - - - _ January, 1912_ _ _______ (1) ___________________ _ 

1915___________________ (1) __ - -----------------
1917 ___________________ (1) __ - - ------------- ---

1919 {
Men, to 8.¾ 2 _________ _ 

------------------- Women, to 8Hr 2 _____ _ _ 

1

1906 __ -- _ - - --- -- ___ -- -- (1) ___ - - ---- -- ___ -- ----January, 1912_ _ _______ (1) _____ ______________ _ 
1915___________________ (1) __ - -----------------
1917 - ------------- - -- -- (1) - - - --- --- - --- ----- --
1919 {

Men, to 8¾ 2 _________ _ 

------------------- Women, to 8Hr 2 ______ _ 

1919 ___________________ 9½ to 8¾--------------
1919 ___________________ Women,3 9½ to 1 _____ _ 

{mt _________________ !to 8½ 2 _ ______ __ ____ _ _ 
1919 ___________________ Women,3 9 to 873 _____ _ 

{

1918 or 1919 ____________ Men,' no change _____ _ 

1919 ___________________ Women, to 8¾ 2 ___ _ __ _ 

1917 ___________________ To 8¾ 2 ______________ _ 
1919 ___________________ Men,6 10 to 9¼& __ ____ _ 
1920 _____ ________ ___ ___ To 9 2 ______________ __ _ 

1925 ___________________ 8¼ to 8 ______ _________ _ 
( 1) _ __ _________________ 9½ to 8¾--------------
1912 or 1913 ____________ To 8¾ 2 ______________ _ 
1918 ___ ________ ____ ____ To 8¾ 2 ______________ _ 

1919------------------~ To 8¾ 2 ______________ _ 

N~fuceriEt:!: but (l) -- - -- - --------------

1911 ___________________ 10 to 9-h----------------
1913 {

Men, 9 to 8¾---------
------------------- Women, 9 to 873 _____ _ 

1916 ___________________ 973 to 873 _____ _____ ___ _ 
1919 ___________________ To 9 2 ________________ _ 

(1) ---- --------
(1) __ ---------
(1) __ - --------
(1) ------------(1) ____ _______ _ 

(1) --- --------
(1) __ - --------
(1) __ - - -------
(1) __ - ---------(1) _-__________ _ 

(1) -- ---------
(!) -- - ---------
5 to 4¼-------
(1) __ - --------
(1) -- - ------- - 
(1) __ ----------9 to 473 _______ _ 
10 to 5 ________ _ 

56 to 55 ___________ _ 
55 to 54 ___________ _ 
54 to 52__ _________ _ 
52 to 50 ___________ _ 
50 to 48 _________ __ _ 

50 to 47¼----------
56 to 55 ___________ _ 
55 to 54 ___________ _ 
54 to 52 ___________ _ 
52 to 50 ___ ________ _ 
50 to 48 ___________ _ 

50 to 47¼----- -----
52½ to 48 _________ _ 
52½ to 48 ____ _____ _ 
54 to 48 __ _________ _ 
48 to 47 ___________ _ 
54 to 48 __ _________ _ 
60 to 55 ___ __ ______ _ 

( 1) _____________ To 48 2 ___________ _ 

(1) ____________ 52 to 48 ___________ _ 
6 to 4½---- ---- 5573 to 50 _________ _ 
( 1)_____________ 52 to 49 __ _________ _ 
4½ to 4 ____ ____ 45¾ to 44 ___ ______ _ 

4¼ to 4½------ 51¾ to 48¼--------(1) ____________ 54 to 48 ___________ _ 
(I) ____________ To 48 2 __ _________ _ 
(1) __ _ _________ 53 to 48 ____ _______ _ 
( 1) __ _ _________ 54 to 50 ____ _______ _ 

Policy of company. 
Hour law (went into effect Jan. 1, 1912). 
Policy of company. 

Do. 
Hour law. 

Do. 
Policy of company. 
Hour law. 
Policy of company. 

Do. 
Hour law. 

Do. 
Do. 
Do. 

Competitive conditions. 
Production requirements. 
Hour law. 
Competitive conditions; gave men Saturday afternoon 

off. 
Hour law. 

Competitive conditions. 
Do. 
Do. 

Agreement with employees. 
Policy of firm; felt hours were too long. 
Competitive conditions. 
Policy of firm; thought 48 hours a better working week. 
Agreement with employees. 
Competitive conditions. 

4 to 4½-------- 54 to 50____________ Do. 
9 to 4¼-------- 54 to 48____________ Do. 
9 to 4¼-------- 54 to 47½---------- Do. 
373 to 473______ 52 to 48____________ Policy of company. 
(I) ____________ 52 to 50 ____ ________ .Agreement with emplc>yees. 

HOURS INCREASED 

27. 8 1 1924 ___________________ 8½ to 9 ____ ____________ 14 to 5----------1 46½ to 50----------1 Improved business conditions. 
42. 7 1924 ___________________ To 9¼ 2 _______________ (!) ____________ 49 to 51½---------- Business conditions; expected to increase output. 

1 Not reported. 
2 Previous hours not reported. 
s Men's hours not reported. 

' Women's hours not reported. 
6 o women employed at the time. 
a Friday 20 minutes shorter. 

1-4 

z 
ti q 
U). 

~ 
t;a 
U). 
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ELECTRICAL PRODUCTS: STATEMENTS OF POLICY REGARDING 
CHANGES IN HOURS 

A. From firms that had not decreased hours. 
Ohio.-A firm with between 200 and 300 employees, 40.7 per cent of whom 

were women, had been in business 6 years and had always had a 10-hour day 
for men and a 9-hour day for women. The manager. said he thought all hours
were too long. · "An 8-hour day is enough." 

B. From firms that had decreased hours for other reasons than the law. 
Jnd,iana.-A firm with fewer than 100 employees, 32.6 per cent of whom were

women, had formerly worked 6 full days, a 54-hour week, but during the
war there was a general tendency to have a half day Saturday, so hours were
reduced to 50 per week. 

Ohio.-1. A firm with fewer than 100 employees, 92.3 per cent of whom were· 
women, reduced hours in 1925 for men and women from 8¾ to 8 daily. They 
felt that the result was equally great production and better satisfied workers. 
The president said : " They seem to turn out just as much in 8 hours as in a 
longer day. When a girl gets tired she begins to think about going home and' 
doesn't accomplish much work. Eight hours is enough for anyone." 

2. A firm with over 5,000 employees, 9.9 per cent of whom were women,. 
began business in 1916, with men working a longer schedule than women. 
After a year's experience men's hours were shortened to approximately the· 
same as women's (women stop work five minutes earlier at night and have• 
two 5-minute rest periods), because it was better to have the whole plant on 
the same hours. Production was found to be just as good. 

3. A firm with between 100 and 200 employees, 10.3 per cent of whom were• 
women, operated a 10-hour day before the war. Then all the men in the towD! 
petitioned their employers for a shorter day. A change from 10 to 9 hours a 
day was conceded by practically all the employers in the city, and women 
benefited by the action of the men before legislation forced the change. 

4. A firm with fewer than 100 employees, 90.5 per cent of whom were women, 
had been in business 15 years and reported that they had never worked more 
than 9 hours a day and when business was not so good they dropped to 8. 
This firm was leasing machines from another company, and production was 
limited on these machines under the terms of the lease. At the time of the 
interview they were operating a 9-hour day but planned soon to change to 8-
again, " as it is no use running longer when you are so limited in the amount 
you can produce." 

Massachusetts.-1. A firm with about 300 employees, 26.7 per cent of whom 
were women, was operating on a schedule of 9½ hours daily and 52 weekly, 
about 1916. At this time, due to business depression, hours were shortened 
to their present schedule of 8¾ daily and 48 weekly. The employment manager· 
said they found production was speeded up in the shorter schedule, so there 
was no desire to increase hours thereafter. 

2. A firm with between 600 and 700 employees, 5.5 per cent of whom were 
women, went on a 48-hour schedule with the application of the 48-hour law. 
However, they had reduced hours from 54 to 52 in 1914, and later reduced 
them to 50 in order to "keep abreast of the times." The manager said they 
did not wish to be any slower than others. 

3. A firm with between 200 and 300 employees, 66.4 per cent of whom were· 
women, reduced hours from 54 to 48 in 1918. The employment manager said 
that most of the leather and shoe plants in the vicinity were shortening hours. 
and there was a general demand on the part of employees at that time for a 
shorter schedule. He said the labor market was such that it was up to em
ployers to meet any reasonable demands in order to keep their force. In 1926 
hours were reduced to 47, as production on leased machines was limited under· 
the terms of the lease,1 and the production manager found the maximum could 
be reached in that time with their equipment and staff. 

New York.-1. A firm with between 200 and 300 employees, 38 per cent of· 
whom were women, changed from a 52- to a 48-hour week in 1917. At that 
time all factories in the neighborhood, and there were many had shortened 
their hours to 48, so if this plant wanted to keep its people it' had to do like
wise. The manager said the first question girls ask when they apply for 
work is, "What are your hours and how much can I make a week?" 

2. A firm with fewer than 100 employees, 7.7 per cent of whom were women, 
changed hours for men (no women were employed at the time) in 1919 from, 
56 to 50. The superintendent said the trade changed hours at this time due
to a general feeling that the schedule should be shorter. 
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3. A firm with near ly 200 employees, 30.1 per cent of whom were women, 
changed hours in 1920 from 52 to 49 a week, reporting that it was "the general 
tendency of the time." 

4. A firm with about 1,000 employees, 23.1 per cent of whom were women, had 
operated on their present schedule of 48 hours for eight years. The employment 
manager said hours were r educed to 48 because the company felt that to be a 
better working week. He said this schedule was now the rule in all plants 
of this company, no matter where located. 

5. A firm with between 1,200 and 1,500 employees, 1.1 per cent of whom were 
women, changed from a 54- to a 48-hour schedule in 1913 when other firms in 
the city decided to change. 

6. A firm with between 1,200 and 1,500 employees, 11.8 per cent of whom were 
women, voluntarily reduced hours in 1917 from 54 to 52 and in 1919, following a 
general strike, to 50. Tb,e superintendent said that at each of these changes 
the total production ha<1 not decreased, and the man-hour production has in
creased, except in one department where the machines set the pace. 

C. From firms that changed hours because of the law. 
Massachusetits.-1. A firm with between 100 and 200 employees, 22 per cent of 

whom were women, reduced hours in 1919 from 54 to 48 for both men and 
women, in compliance with the law for women. This did not affect the num
bers of men and women but reduced production, and the firm had to adjust 
themselve · to this lower production. 

2. A firm with over 5,000 employees, 10.2 per cent of whom were women, 
reduced men's hours to 521h and women's to 52 in 1915, men's to 50 and women's 
to 491/2 in 1916, and men's to 471h and women's to 46H in 1919. No effect was 
observed in the shortening of hours, but it was the policy of the company to be 
a little ahead in the matter of h ours. Even in 1919 it was the policy of the 
company as well as the law which caused the change. It was inaugurated in 
the other plants of the company in different States: at about that time. 
1 3. A fi rm with between 100 and 200 employees, 72.3 per cent of whom were 
women, reduced hours in 1919 because of the law from 54 to 49½ for men 
and 48 for women. The superintendent thought the change had no effect on 
numbers and proportions. New England people buckled down to work harder 
as the hours came down, for the sake of avoiding pay cuts. The employers find 
pay cuts just as much to their disadvantage. The whole thing boiled down to 
working harder and especially to :finding more efficient methods of production, 
machinery improvements, etc. 

D. From firms that had increased hours. 
New York.-1. A firm with between 100 and 200 employees, 27.8 per cent of 

whom were women, had worked 8½ hours per . clay and 4 on Saturday until 
about two years ago, when a new superintendent came. Business began to pick 
up, and be suggested putting the plant on a " regular factory schedule " of 9 
hours daily and 4 on Saturday. However, he bad work planned so that it had 
not been necessary to work at all on Saturdays during the summer months. 

2. A firm with fewer than 100 employees, 42.7 per cent of whom were women, 
had a 49-hour week from 1917 to 192:4, when hours were increased to 5l1h be
cause an official had expected to increase output. The superintendent com
mented that no increase had resulted, but the schedule of 511'-i hours was still 
in force. 

TABLE 12.- Eiectrical prod!uots: E xtent of overtime, by, State 

Extent of overtime 

All establishments ____________________ ~- _______ _ 

No overtime ____________ __________________________ : __ 
Overtime for-W omen only _________________________ ' __________ _ 

Men only _____ _____ . ____________________________ _ 
M en and women-------------- ~-------------~--·-

Number of establishments studied in-

All 
States Indiana Ohio Massa- New 

chusetts York visited 

97 

26 

i 
52 
18 

8 39 22 28 
---

2 

1 -- - ----- -- ------ - --- ----- - ----
2 24 14 12 
3 5 2 8 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



I 

408 EFFECTS OF LABOR LEGISLATION 

TABLE 13.-Electri.cal products: Effect on womoo's employment of need for 
overtime, by State 

Number of establishments st,ud{ed in-

Effect 
All Massa- New 

States I,ndiana Ohio chusetts York 
visited 

' 
All establishments ______________ · ________ _____ _ 67 25 W W 

No effecL------------- - ---~ --------- - ---- ------ , -- ~~ 52 5 17 13 17 
--- - 1------1----1----

Women work overtime _____ ____ ______ ___ __ _____ _ 
Overtime not needed in women's departments __ 
M_en empl~yed for -,overtime work on women's Jobs _____ ____ _____ ____ __ _____________ __ ___ ____ _ 
Run night shift of men on women's jobs _____ ___ _ 
Not reported ___ ___________ _____________ . __ ___ __ -= 

Women's employment affected ____ _____ ____________ _ 

More women employed-
Larger force kept the year around to ,take 

care of rush work ________ ___ ___ ___ ________ _ 
Extra women hired during busy season when 

men are employed overtime __ __________ __ _ 
Extra women hired when necessary, but 

wome;n also work overtime occasionally __ _ 
Men put on women's machines for overtime 

and also additional women taken on __ ___ _ 

18 
.24 

4 4 2 8 
9 6 9 

3 ------ -- -- - --------- 3 
3 1 ----- -- - - - 2 

14 14 

15 8 3 

l 

12 6 

1 -- - - ------

1 Plants had overtime for men and stated that such requirements had no effect on women's employ
ment, but they did not stat e what adjustments were made. 

ELECTRICAL PRODUCTS: STATEM•ENTS OF POLICY REGARDING 
OVERTIME 

A. From firms having no overtime. 
Indi ana.- A firm with fewer than 100 employees, 34.1 per cent of whom were 

women, r eported that they almost never have overtime. Since they pay 
straight time for overtime, there is no incentive to the workers . They prefer 
to speed up more and get out. 

Ohi o.-1. The employment manager of a plant with between 200 and 300 em
ployees, 8.8 per cent of whom were women, said that occasionally when overtime 
might be necessary the girls work ~ little harder or they hir~ an extra one. 
The department foreman said men had worked ovettime only one week in the 
past three years. 

2. The manager of a plant with fewer than 100 employees, 90.5 per cent of 
whom were women, said there was no overtime because women set the pace. 
Men do supervising and trucking. If mor e work must be got out they take 
on more women. 

Massachusetts.-1. A firm with between 200 and 300 employees, 26.6 per cent 
of whom were women, reported no overtime since 1920 and very little then. 
The manager said they kept the demand for workers pretty even by the manu
facture of a variety of products-electric irons, pads, stoves, heaters, soldering 
irons. If necessary to get out more work at certain times in spite of that, 
they take on more workers. The demand for heaters (which are bulky to store) 
is heaviest for two or three months in the fall; irons, stronger at the first of 
the year. The demand for pads is greatest in winter, but storage space neces
sary for them not great, so they use them and irons to even up through the 
year. They keep production on cook stoves pretty even. 

2. A firm with between 100 and 200 workers, 23.5 per cent of whom were 
women, reported no overtime, as they manufactured supplies not for seasonal 
industries but for standard goods. In 1925 they had had more undertime than 
regular time. 

3. A firm with fewer than 100 employees, 74.7 per cent of whom were women, 
reported no overtime, as when business was dull they put their product in 
stock to take care of rusli orders. They keep a fairly large force, and when 
business is very dull do not run every day in the week. They never close en
tirely, however, except for two weeks' summer "vacation." They were very 
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anxious to keep their working force, as it pays better in the long run. There 
is too much breakage from new help. 

New York.-A firm with fewer than 100 employees, 29.4 per cent of whom 
were women, reported that until a few years ago their rush came in the fall 
and often the whole plant worked overtime, but since they had begun making 
batteries for radios they had so regulated their work that they had kept all 
the workers throughout the year and had found overtime unnecessary. 
B. From firms having overtime for men only. 

India,na...-A firm with fewer than 100 employees, 32.6 per cent of whom were 
women, reported a little overtime in the fall for men on machine operations. 
The manager said women have always been on light assembling, packing, and 
some riveting. This is not machine work and women are available for it, so it 
is easy to increase the number of women in the fall to meet the need of increased 
production. This method eliminates fatigue, makes it easier for the employees, 
and gives more efficient production for the firm. 

Ohio.-1. A firm with fewer than 100 employees, 31.3 per cent of whom were 
women, reported that women usually work only 5 days of 9 hours each, and 
only in busy periods do they work the full schedule of 49½ hours. Overtime 
was very rare for men. 

2. A firm with between 100 and 200 employees, 21.6 per cent of whom were 
women, reported occasional overtime in the machine shop and tool room-men's 
work-but they could always get extra women for peak periods. The auditor 
of the firm believed that women's hours should be regulated as a resttaint on 
unscrupulous employers. · 

3. A firm with between 400 and 500 employees, 79.8 per cent of whom were 
women, reported overtime only among machinists-men. ( Overhead, not pro
duction.) If production necessitated overtime on girls' work, the company 
would put on extra girls and have extra machines. Overtime was no tempta
tion. Girls operate production equipment and are the controlling factor. Their 
scheduled hours are 8½ daily, 47½ weekly. 

4. A firm with between 100 and 200 employees, 20.8 per cent of whom were 
women, reported overtime frequently on men's work in the press department. 
The production manager said that in rush seasons it would be advantageous to 
have overtime restrictions let down as it was economically wasteful to hire 
extra girls, only 45 out of 60 or 70 proving satisfactory. He added, however, 
that this disadvantage to the firm is overbalanced by advantages to the help 
and overtime is inefficient from a production point of view. 

5. A firm with fewer than 100 employees, 35.6 per cent of whom were women, 
reported that men occasionally work an hour overtime, receiving no extra over
time pay ; but since it takes three months to tra in a girl, they must hammer up 
production instead of assuming the delay and cost of training new girls to meet 
a sudden jump in business. The superintendent said even men can not keep up 
overtime and women can not stand up under it so well as men. They would 
eliminate overtime even if the law did not. 

6. A firm with fewer than 100 employees, 7.1 per cent of whom were women, 
reported occasional overtime, but on men's jobs only. The manager said the 
girls were old employees, efficient and loyal. They speed up under pressure of 
work. They are fine winders and have always met emergencies and at no great 
inconvenience. 

7. A firm with between 400 and 500 employees, 15.2 per cent of whom were 
women, reported that overtime did not affect departments in which women 
worked aud that production was not difficult to work up in the regula r 9-hour 
day. During dull seasons the hours were reduced to 8 hours a day. 

Massachusetts.-1. A firm with fewer than 100 employees, 81.1 per cent of 
whom were women, reported overtime for about nine months of the year for 
men adjusting and operating automatic machinery. This was to obviate the 
expense of installing more such machines. The work of women hand assembling 
could be kept steady throughout the year, as the product of the machines could 
be stored. 

2. A firm with between 600 and 700 employees, 5.5 per cent of whom were 
women, reported that one department or another was running overtime almost 
all the year. Ordinarily there was no need for overtime on women's jobs, as 
the sudden demands are usually for heavier cable. When necessary, men are 
put on braiding and spooling machines, wom~n•s work, during overtime hours. 
The manager said this need for overtime did not affect w9men's employment, 
as they are already working on most of the jobs they can do Sl:J,tisf~ctoril,r. 
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Women already do all the braiding, spooling, and loom work. If it were not for 
the law, he might employ them on overtime, but inability to do that makes no 
difference in the jobs regularly open to them. 

3. .A. firm with between 100 and 200 employees, 72.3 per cent of whom were 
women, reported very occasional overtime on men's jobs. To keep up women's 
work, the firm carries a rather large force, and transfers them f1•om one depart
ment to another as they are needed. Sometimes extra help is taken on. The 
superintendent said he found there were a great many floaters among the 
women, as, for ex;ample, married women who do not want to work long. 

4 . .A. firm with between 4,000 and 5,000 employees, 24.7 per ce:o.t of whom 
were women, reported· that a large new building nearly read~ for occupancy 
would make room for expansion and eliminate overtime. In the meantime, on 
four different occasions recently a few girls had been sent home in the morning 
to return later to work with the men during a few overtime hours. This was 
on spider-web coils, a difficult job for men to fit in satisfactorily. 

5 . .A. firm with between 1,500 and 21000 employees, 28.2 per cent of whom were· 
women, reported overtime irregularly in machine shop, shipping department, or 
maintenance department. Women's work was not affected, as there was suffi
cient space for their work and an adequate number of women. 

6 . .A. firm with between 200 and 300 employees, 37.6 per cent of whom were 
women, had found o,ertime necessary on punch press, men's work, for about 
a month in 19·25. The treasurer said the " neck of the bottle " was in this 
department and the machinery was so costly that overtime was preferable to 
buying more machines. 

7 . .A. firm with fewer than 100 employees, 47.4 per cent of whom were women, 
reported overtime on men's jobs during the three fall months·. The superin
tendent said the need for overtime had no effect on the jobs for which women 
were used. They do winding and light assembly, and it is more satisfactory 
to use them on these jobs even though they can not work overtime. The year 
before, they had put men on women's winding on a night shift but had found it 
unsatisfactory and were not going to use that expedient again. 

R .A. firm with between 200 and 300 employees, 66.4 per cent of whom were 
women, r eported occasional overtime on men' work. The employment manager 
said that in case of rush on special orders for odd-sized lights he would use 
women overtime to get out orders as early as possible if it were not for the 
law, but men were not able to do women's work in a manner that justified 
their substitution for women. 

9 . .A. firm with fewer than 100 employees, 41.5 per cent of whom were women, 
reported considerable overtime necessary, as work on their present product was 
still in its initial stages and processes had not been stabilized. T·o meet the 
need of overtime on women's jobs men sometimes were put on their machines 
or extra women were hired. In general, an effort was being made to improve 
the machinery; also, women were taught several jobs so that they could be 
transferred. 

New Yorlv.-1 . .A. firm with bet\veen 200 and 300 employees, 38 per cent of 
whom were women, reported occasional overtime on men's jobs. One of the 
owners said he did not believe overtime would be satisfactory to the women· 
even though the firm pays time and a half. At one time a schedule was ar
ranged for work from 7.45 to 6, five days a week. They thought the workers 
would be pleased with Saturday free. But there was " almost a riot " in the 
women's departments. Many women were married, and they said it was impos
sible for them to buy food for their families after 6 ·o'clock. He felt that it 
would be to the firm's advantage to work the entire plant overtime when there 
was a rush job; the extra hours they might work within the legal limit would 
not be enough. As it is, they have to hire more women for a short period and 
are often able to get only partly experienced or inexperienced help to care for 
a rush order which might mean only a week's overtime with their own people. 
When asked why they kept women when their hours are a disadvantage to the 
nrm, instead of putting on men or boys, he replied that women are most satis
factory on the work they do, which requires neatness and speed, and in spite 
,of the remarks on overtime they prefer keeping their women and letting a rush 
job slip by them once in a while. · 

2 . .A. firm with between 100 and 200 employees, 27.8 per cent of whom were 
women, reported occasional overtime on men's work but never on women's, as 
they have enough women to do the simple things they do in this plant. 

3 . .A. firm' with between 2,000 and 3,000 employees, 8.1 per cent of whom were 
women, reported very little overtime in the plant and none needed on work 
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which women do. Occasionally men work overtime on certain expensive ma
•Chines when there is a rush ·of work, but the superintendent does not feel that 
.it pays as a long-time policy. 

4. A firm with between 400 and 500 employees, 26.9 per cent of whom were 
women, reported considerable overtime for men but very seldom' any for women. 
This was due to the fact that in rush seasons more women are employed, while 
the men, whom it takes longer to train, are not increased proportionally but 
work overtime from 3 to 5 per cent of the time. 

5. A firm with over 1,000 employees, 23.1 per cent of whom were women, 
.reported a little overtime on men's jobs about twice a year. The company dis
.approves of overtime, especially for women, and does not find it necessary for 
them, as the women's jobs require little training and the froce can easily be 
increased. The men's work is more skilled; therefore men workers can not 
lJe taken on at a moment's notice, and overtime sometimes is necessary. 

6. A firm with fewer than 100 employees, 30.9 per cent of whom were women, 
reported overtime . on men's jobs, but very seldom, only on emergency orders. 
None was necessary on women's jobs, as the work on which women were engaged 
remained in stock without deteriorating, while the finished product must b9 
made fresh. 
C. From firms having overtime for both men and W!)men. 

Indiia,na.-1. A firm with between 600 and 700 employees, 18.8 per cent of 
whom were women, reported that in the fall of 1925 there was a force. on 
overtime for six weeks, due to an emergency order that temporarily changed 
t he type of product, " single instead of three-phase motor." This affected 40 
women in winding, who divided the work, 20 working at a time, each woman 
working 51 ¼ hours a week instead of the usual 48. The employment manager 
i;;aid the need for overtime was no consideration in women's work. The job 
regulates overtime, regardless of sex. 

2. A firm with between 2,500 and 3,000 employees, 38.7 per cent of whom 
were women, made wound coils and insulated wire. The employment assistant 
said it was a very seasonal industry. '.rhey had " no standard overtime 
-schedule" but "stretch the hours " if necessary. Women are in special finish
ing, rewinding, and inspecting, and in peak seasons all these departments may 
work overtime a few days a week for an hour or so, never past 8 p'. m. 
{closing tirrie 4.21) but having lunch before the extra work begins. If some 
-0f the force is out, it falls especially hard on the others. 

3. A firm with between 3,000 and 4,000 employees, 31.5 per cent of whom were 
women, found some overtime necessary for both men and women, though it 
affected men more than women. The policy of the firm was to keep away 
from overtime, as it doesn't pay. The workers are no good next day. 

4. A firm with between 200 and 300 employees, 13.8 per cent of whom were 
women, reported occasional overtime for both men and women, men never being 
substituted on women's jobs. It would affect women on bench work only, 
:and if there was a chance of much being necessary it was simple enough to 
put on one or two more girls. Overtime was not popular and employees tried 
to get away from it. 

Ma;ssachusetts.-A firm with nearly 300 employees, 69.5 per cent of whom 
were women, were able to have one hour a week overtime on women's jobs 
and very occasionally took advantage of it. The president said they would 
like to be able to work more overtime, especially in the special-order department, 
when rush orders come in. Last year they had a large order for special bulbs 
and found it impossible to meet' the delivery date with the production of the 
day force of women. There was no time to train new workers just for this 
single order, so some men who thought they were acquainted with the 
processes were worked nights from 6 to 10 or 10.30 for about a week. The break
age and rejects of the work done by these men ran so high that, though 
the order was filled on time, the result was a loss rather than a profit. It 
the women could have worked overtime, the company would have made a profit 
on the order and the women would have had extra pocket money for the 
holiday season. 

New York.-1. A firm with fewer than 100 employees, 37.5 per cent of whom 
were women, reported occasional overtime for both men and women. Women 
are not required to work overtime, but some of them prefer it because of the 
extra pay. The manager said the need for overtime did not affect the employ
ment of women; they would be needed for wrapping even if they did not care to 
work overtime. Women are "handier " on that sort of work. 
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2. A fl.rm with between 3,000 and 4,000 employees, 22.2 per cent of whom} 
were women, reported some overtime for men and women. Women worked up, 
to the legal limit, but men sometimes worked beyond it. The employment· 
manager said he would like to employ women overtime longer during rush 
seasons, but inability to do so does not affect their employment. Men can't· 
do this type of work (assembling small parts and winding) ; their hands are
too large and they are not adaptable enough. 

3. A firm with fewer than 100 employees, 53.3 per cent of whom were women,_ 
reported some overtime for both men and women during rush periods. The · 
manager said he would like very mu,ch to work women longer at these times. 
H~ can't put men on women's work ; they can't do the assembling of smalli 
parts. 

4. A firm with 300 employees, 16.7 per cent of whom were women, reported · 
overtime occasionally for both men and women, but never later than 8 p. m., . 
their schedule allowing them six hours a week within the legal limit for women .. 
The superintendent was very much opposed to women working late at night. 
He said the company would never let them do so even if there were not a law · 
against it, but he realized that "there must be a law setting limits because
some firms would work girls even to 11 and 12 o'clock." But he also said: 
"Hour laws are hardly necessary in this enlightened age. Custom sets the · 
style in hours as in other things." 

5. A firm with between 800 and 900 employees, 14.9 per cent of whom were 
women, reported some overtime for both men and women, more for men than·• 
for women. The employment manager said the need for overtime did not 
affect the employment of women, as men can not do this type of work ( assem- -
bling and inspecting). Boys under 18 could do it, but the hour law applies to , 
them also, and they are hard to find. 
D. From firms with no overtime for women but not reporting whether or not · 

men worked overtime. 
Ohio.-1. The employment manager of a plant with over 1,000 employees,. 

21.2 per cent of whom were women, said it would be convenient occasionally to • 
work women an hour overtime, but inability to do so made no difference in 
their employment. The suitability of the job determined that. 

2. A firm with over 2,500 employees, 26.3 per cent of whom were women,_ 
reported that they would like to be able to have women work overtime occa-
sionally, but it would not change their jobs. 

TABLE 14.-Eleotrica.l prodiucts: Outst(J/y/,aing changes that have affected the-
employm,ent of m-en a,n.d, women, by Sta-t e 

In certain factories the changes listed were clearly shown to have affected the employment of men and 
women. In other factories it was impossible to tell whether employment had been affected, either-· 
because the change was too gradual, because accurate employment figures were not kept, or because other 
factors entered in to counterbalance the effect. All establishments that reported on the SJ?ecified types
of change are included in this table, even though an effect on employment was not shown.] 

Type of -::hange 

All establishments reporting __________________ _ 

Product: 
Entire product added or discontinued __________ _ 
Other change ____ ___________ ______ ______________ _ 

Introduction or improvement of machinery ____ ____ _ 
Methods of operation'---------------- --------------Selling methods ___________________ _________________ _ 
Other •--- _____________________ _____________________ _ 

Number of establishments reporting changes in-

All 
States Indiana 
visited 

Ohio Massa- New 
chusetts York 

19 147 1 20 1 20 
----11----- ---1----t----

44 
24 
48-
34 

2 
9 

5 
3 
4 
6 

19 
10 
23 
20 
2 
6 

13 
6 

12 
7 

7 
5 
9 
1 

3 ----------

1 Details aggregate more than total, because some establishments appear in more than one group. 
2 Introduction of conveyor systems or transfer arms, division of labor, changes in routing, introduction 

of group or unit system, job setting and planning, introduction of bonus system, introduction of cost sys
tem, increased speed of machines, changes of methods on jobs not otherwise described. 

• Changes in departments includes 6 plants that have either added or discontinued the manufacture 
of certain parts of their product or equipment, 1 of which added a foundry; 1 plant that discontinued a 
foundry; 1 plant that discontinued a research laboratory; and 1 plant that began having work done in the 
factory that previously had been given out as home work. 
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ELECTRICAL PRODUCTS: STATEMENTS REGARDING OUTSTAND
ING CHANGES THAT HAVE AFFECTED THE EMPLOYMENT OF 
MEN AND WOMEN 

.\.. More than one change-Cases in which it was difficult or impossible to 
determine the effect of one change apart from the others. 

OMo.-A firm with over 5,000 employees, 9.9 per cent of whom were women, 
reported the introduction of conveyors, the change to a group system in some 
departments, and the introduction of semiautomatic machinery. These changes 
slightly decreased the number of men in the departments affected, but the men 
were used for other, purposes and some time was saved. A slight reduction in 
numbers of women also may have resulted. This plant also increased effi
ciency through improvements in routing. 

Massacli,usetts.-1. A firm with between 100 and 200 employees, 72.3 per cent 
of whom were women, had started business in 1911 making telephone systems 
as well as automobile-lighting fixtures. Within two or three years all the 
little private telephone systems were abolished and all places were connected 
with the regular telephone systems, the Bell Telephone Co. absorbing them and 
the manufacture of telephones being placed under the Western Electric. At 
the same time l ighting systems for machines were developing from the earlier 
ones that ran on the engine, to the little lamps with small storage batteries, 
and into the present systems. Accompanying this change of product, and 
perhaps more important, was the development of machinery ; as the processes 
became more automatic and wholesale production increased, more and more 
women were used. Where only a few parts are produced it is a man's job; 
when it becomes mechanical it is a woman's. Women are quicker and more 
deft and will work for less money. Between 1913 and 1916 the firm gradually 
installed automatic screw machines and began making their own small parts, 
which previously they had bought. All these changes tended to increase the 
proportion of women. The net result was to increase the per cent of women 
gradually from about 20 to 80. 

2. A firm with nearly 300 employees, 69.5 per cent of whom were women, 
reported that the change to the unit system in 1924 and continued improvements 
in machinery making it more and- more automatic have materially reduced the 
number of women per unit of production. The president estimated the reduc
tion at 40 per cent. The proportion of men usually is higher now than 
formerly, as the present machines require more attention to adjustments and 
careful upkeep, so that the speed of units can be maintained. 
B. Change of product-Product added or discontinued. 

In-diana.-1. The employment manager of a firm with between 3,000 and 4,000 
employees, 31.5 per cent of whom were women, said the proportion of women 
had increased chiefly because of a change in product-i. e., the addition of 
horns and tail lights. On the making of horns the proportion is roughly 50 
per cent women. 

2. The superintendent of a plant with about 200 employees, 13.8 per cent 
of whom were women, said that in the last three years the per cent of women 
had increased from about 6 per cent. This increase was due to the introduc
tion of the manufacture of battery-charging equipment for automobiles and 
radios. 

3. A firm with between 4,000 and 5,000 employees, 24.8 per cent of whom were 
women, reported that chan.ges in product and style of product have been 
striking enough to show cause for increase in numbers of women over men 
from 11 per cent in 1914 to 23 per cent in 1920. Before the war the main out
put was direct-current apparatus and transformers. Between 1914 and 1920 
all the manufacture of big crane motors and parts of alternators was trans
ferred to another plant of the same firm, and work on fractional horsepower 
motors increased. Small motors and meters are still a big itellli in this plant 
and recently they are doing much more small work in radio coils. Girls can 
work on assembly of most of these products, as the work is not too large nor 
too heavy for them. 

Ohio.-1. A firm with fewer than 100 employees, 62.5 per cent of whom were 
women, reported that the addition of the manufacture of radio parts to elec-
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trical switches in 1922 had increased the number of women employed. Light 
, assembly work was done more easily and satisfactorily by women. 

2. A firm with fewer than 100 employees, 56 per cent of whom were women, 
reported a slight increase of women (1 or 2) when radio batteries were added 
in 1922. 

3. A firm witn over 5,000 employees, 9.9 per cent of whom were women, em
ployed a large proportion of women during 1917 and 1918 while making fuses 
for shells-a situation not comparable to peac.e-time production. · 

Massaohusetts.-1. A firm with 300 employees, 2,6.7 per cent of whom were 
women, had made insulation joint~ and overhead lines for trolleys for about 37 
years; 16 years ago mica insulators for automobiles. were added to the product. 
These sheets of mica were made by hand and women were employed for the 
purpose, as they were more deft. The proportion of women increased at this 
time from about 26 to 44 per cent. 

2. A firm with over 5,000 employees, 10.2 per cent of wnom were women, 
introduced the manufacture of porcelain bases in 1922 and of radio parts in 
1924, and discontinued the manufacture of motor fans in 1926. They felt that 
it was doubtful if these changes had had much effect on the proportion of 
women employed, because the plant is so large and complex that these changes 
were offset by others, especially by the increase of one product or another. 
The following figures for the per cent of women were given: August, 1921, 8.1; 
August, 1925, 12.4; September, 1926, 11.2. However, 1921 was a bad year and 
the maintenance force-all men-was high, whicn affected tne proportion. 

3. A firm with between 1,000 and 2,000 employees, 28.2 per cent of whom 
were women, had manufactured magnetos for about 26 years. Automobile 
accessories were added in 1920 and radios in 1925. While exact figures were 
not available, the introduction of radios undoubtedly had increased the propor
tion of women, as half the workers in that department were women while on 
other products the proportion was much smailer. The plant as a wnole was 
not so greatly affected as it might have been, for at the time radios were taken 
on the production of magnetos fell off and some women were snifted from tnat 
department to radio work. 

4. A firm with between 200 and 300 employees, 37.6 per cent of whom were 
women, had made wireless receiving apparatus and crystal detectors since 1907 
and in 1918 added condensers. Women were employed for the first time in 
1918 as assemblers on condensers. 

5. A firm with fewer than 100 employees, 47.4 per cent of whom were women. 
began business in 1892, making electrtcal devices for lighting gas lights. 
Gradually they have added carbon lights (now discontinued), dry-cell batteries, 
telephone systems for apartment houses, fire-alarm systems, and finally radios. 
No figures were available as to change in proportions. The1·e were always 
"some women," but the superintendent felt sure the proportion had increased 
steadily. The change in product had increased the number who worked on 
winding and light assembly. Present figures show women about 69 per cent 
of the radio department and 37 per cent of the remaining part of the plant. 

New York.-1. A firm with fewer than 100 employees, 42.7 per cent of whom 
were women, manufactured all sorts of signaling apparatus. They had dis
continued the manufa.cture of sockets about a year, before the study, and this 
tended to decrease the proportion of women. 

2. A firm with between 800 and 900 employees, 14.9 per cent of whom were 
women, had manufactured wet and dry batteries and train lights for 16 years. 
In 1921 radio batteries, were added and the proportion of women was increased 
to take care of the assembling of small parts. 

3. A firm with between 100 and 200 employees, 27.8 per cent of whom were 
women, had added the manufacture of radio batteries in 1926 and for thi~ 
department added 5 men and 15 girls. 

4. A firm with fewer than 100 employees, 7.7 per cent of whom were women, 
had begun the manufacture of radios in 1922 and discontinued them later. 
They reported that during the radio boom in 1922 they employed 70 men and 70 
women. 
C. Change of product-Other. 

Ohio.-1. A firm with fewer than 100 employees, 15.8 per cent of whom were 
women, began in 1913 to make portable vacuum cleaners in addition to station
ary ones. They employed more women on portable than on stationary cleaners. 
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2. A firm with over 1,000 employees, 1.4 per cent of whom were women, 
reported the development of a new type of box for storage batteries in 1924, 
which is being made in increasing numbers. A greater number of women were 
used on this type of product than on other batteries. 

3. A firm with between 700 and 800 employees, 15.2 per cent of whom were 
women, changed the model of electric sweeper they were making quite mate
rially and added about 300 men and 40 to 50 women. The new parts were 
not yet standardized, so the increase probably will not be permanent unless 
increased sales and g).'Owth absorb the surplus. 

Massachusetts.-1. A fl.rm with between 200 and 300 employees, 26.6 pe1• cent 
of whom were women, manufactured electric irons, pads, stoves, soldering 
irons, and heating devices. The electric heating devices when first made were 
heavier in construction than at present, because all wires were set in enamel, 
and it was not until about 1915 that an invention made it possible to make 
heating wires that could be exposed to the air. Before 1915 much of the work 
had been connected with the enameling, and the manager thought it probable 
that there was a larger proportion of women, as they had to twist the wire in 
and out of the grooves of the enamel by hand. 

2. A firm with between 800 and 900 employees, 12.3 per cent of whom were 
women, had made the same product from the beginning ( electric wires and 
cables), but they are making larger cables all the time, thus increasing the 
proportion of men. 

Ne,w York.- 1. A firm with fewer than 200 employees, 30.1 per cent of whom 
were women, reported that in the last two years their volume of business had 
been cut materially; prices generally have been cut and they have been unable 
to follow. This has reduced the percentage of women, as women did much of 
this work. 

2. A firm with fewer than 100 employees, 20 per cent of whom were women, 
had manufactured electiic irons for about 9 years. In 1924 they introduced 
toy and traveling irons. The force of women was increased at this time, 
because, while men did assembling on the large irons, women did it on the 
small ones. 

3. A firm· with between 300 and 400 employees reported that in dull season~ 
the proportion of women is lower than in busy seasons, the figures for 1925 
showing a variation from 51.4 to 55 per cent. Men are given maintenance 
work in dull seasons; also, models change and pattern and tool men are kept 
busy in the experimental department. 

D. Change in machinery. 
In,di,ana.-1. A firm with 633 employees, 18.8 per cent of whom were women, 

reported that some machinery changes had reduced numbers of men on cer
tain operations; they were not laid off but were put on new jobs. 

2. A firm with between 3,000 and 4,000 employees, 31.5 per cent of whom 
were women, have one man now operating two machines instead of one, due 
to machine changes, but production has increased, so it is hard to say that 
there are fewer men to women on that account. 

Ohio.-1. A firm with about 400 employees, 30.8 per cent of whom were 
women, introduced a scraping machine for wire, thus reducing women on this 
operation from eight to two. 

2. A firm with fewer than 100 employees, 34.5 per cent uf whom were women. 
introduced more efficient winding machines, which decreased numbers of women. 

3. A firm with between 2,000 and 3,000 employees, 26.3 per cent of whom were 
women, reported that they were always making some machinery changes, 
more in 1926 than in a number of years. Changes both in machines and 
operations usually r esulted in the employment of more women to take men's 
places. Employment figures showed the per cent of women to be 8.8 in 1916, 
23.6 in 1918, and 26.3 in 1925. · 

4. A firm with nearly 800 employees, 26.8 per cent of whom were women, found 
that new machinery for assembling required one woman fewer and the new 
automatic punch press reduced men from 9 to 3 and women from 8 to 4. Other 
new presses did not affect numbers. 

· 5. A firm with between 200 and 300 employees, 47.1 per cent of whom were 
women, introduced automatic point-adjusting presses in the vibrator point 
department, decreasing men by 6 or 7 and adding 3 women. 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



416 EFFECTS OF LABOR LEGISLATION 

6. A firm with fewer than 100 employees, 84.2 per cent of whom were women, 
introduced automatic tapping machines in 1916, decreasing men by 10 or more 
and increasing women by 5 or 6. 

7. A firm with between 1,000 and 2,000 employees, 1.4 per cent of whom were 
women, reported the following machines introduced: A pasting machine in 
1918 reduced numbers of men by 15 to 25 ; a trimming machine iii 1920 elimi
nated 15 women; electric torches in 1924 and automatic lug cleaners in 1924 
and 1925 decreased the numbers of men. 

8. A firm with between 700 and 800 employees, 15.2 per cent of whom \\"ere
women, reported that the gradual installat ion of automatic punch and drill 
presses had decreased the number of men.• Also, the installation of a conveyor 
~ystem had decreased men by 50 or more and increased the women on inspecting. 

9. A firm with between 400 and 500 employees, 78.1 per cent of whom were 
women, reported that the introduction of machines had combined operations 
and displaced hand workers. This slightly decreased the numbers of women. 
It was accompanied by an increase of production and increased slightly the 
number of boy " draggers " who move stock. 

10. A firm with over 400 employees, 75.7 per cent of whom were women, had 
in the past two or three years introduced a machine that both based and 
soldered lamps. Formerly one girl basing did 175 bulbs an hour and one girl 
soldering did 225 bulbs an hour. Now one girl, on one machine, bases and 
solders 700 bulbs an hour. Similarly, sealing and exhausting had been com
bined on one improved machine, and production per operator increased by 
about 300 bulbs an hour. The stemming machine had been improved and 
production on that machine greatly increased. 

11. A firm with between 400 and 500 employees, 79.8 per cent of whom were 
women, reported two operations combined on one machine, so that one girl 
operator was required where formerly two were needed. 

MassachrUsetts.-1. A firm with about 300 employees, 26.7 per cent of whl>m 
were women, made as their chief product mica insulators for automobiles. The 
sheets of mica had been made by hand, by women, for about 10 years. In 
about 1920 machines were introduced, operated by m,en, for the making of the 
mica ~beets. This change reduced the per cent of women from 44.4 to 26.7. 

2. A firm with between 2,000 and 3,000 employees, 30.7 per cent of whom 
were women, reported many machine changes. The changes perhaps most 
affecting women were being installed in the tungar department. When in full 
operation 6 girls will be able to turn out the same production as ca,n 40 at the 
present time. In the reflecting department spraying is done by a machine 
that women can operate. Before the introduction of this machine the work 
was done by men. 

3. A firm with fewer than 100 employees, 85.9 per cent of whom were women, 
reported fewer women to unit of production, due to the introduction of auto
matic-machine operations. 'l'his ha,d reduced the number of wonien. 

4. A firm with between 200 and 300 employees, 66.4 per cent of whom were 
women, reported that automatic machines have reduced the number of girls 
on a unit, from nine in 1924 to five or six in 1926. Production per girl has 
increased more than 50 per cent in tbJs pe1iod. An automatic soldering and 
basing machine introduced five months ago replaced two girls. The propor
tion of men has slightly increased becauise the equipment has become more 
complicated and requires more men for maintenance. 

5. A firm with between 800 and 900 employee$, 12.3 per cent of whom were 
women, reported that improved braiding machines lessened the number of 
women per unit of production, but the company increased production instead 
of decreasing numbers of women. 

New York.-1. A firm with between 200 and 300 employees, 38 per cent of 
whom were women, reported that they had installed many new machines: 
Without their modern machinery they ·would have between 350 and 400 
employees. 

2. A firm with between 300 and 400 employees, 85 per cent of whom were 
women, reported many changes from bencl~ work to automatic machines. On 
stem working 4 girls now do what 35 did before. This ha,s reduced the pro
portion of women employed. In 1919 and 1920 they had 500 girls. The number 
of men has remained about the same. The output is greater with fewer 
people employed. 

/ 
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3. A firm with between 400 and 500 employees, 26.9 per cent of whom were 
women, reported numerous maehine changes in the last 20 years, some affecting 
men and some women, but no one change so marked as to shift the proportions·. 
Often two changes would occur at the ~ame time in different occupations and 
that would merely change the man or woman from one job to another. 

4. A firm with between 1,000 and 2.,000 employees, 23.1 per cent of whom 
were women, reported that new machines had been introduced and some have 
<displaced women and some men. This process has been going on for both men 
.and women at the same time. The proportion of men and women bas not 
:shifted much in 10 years. 

5. A firm with fewer than 100 employees, 30.9 per cent of whom were women, 
reported tb,at labor-saving machinery has reduced the proportion of men. Num
bers of women haYe not been affected, as theirs are hand processes. 

D. Change in method of operation. 
Indiana.-1. A firm with between 3,000 and 4,000 employees, 31.5 per cent 

of whom were women, reported the introduction of conveyors in assembly in 
1923, simplifying the operation. This made it possible for more women to 
ibe employed, but they were not sure that the number of mPn decreased. 

2. A firm with between 100 and 200 employees, 41.4 per cent of whom were 
.. women, reported that changes in operations and splitting up of jobs made it 
-possible to employ more women. Women were available, and as pieceworkers 
.they are more economical than men. 

Ohio.-1. A firm with between 100 and 200 employees, 40.9 per cent of whom 
were women, reported having simplified some operating by different processing, 
so more women could be used instead of men. Men were transferred to other 
work. 

2. A firm with between 700 and 800 employees, 15.2 per cent of whom were 
·women, reported that the installation of an elaborate conveyor system in 1925 
.had displaced from 50 to 100 men formerly employed in moving goods and in 
inspection. It also made it possible to employ 20 to 25 girls on inspection jobs, 
as they need not lift boxe as the men had done on the job before the installa
tion of the conveyors. 

3. A firm with between 700 and 800 employees, 24.7 per cent of whom were 
women, reported that a conveyor system installed in assembly decreased men 
20 per cent and slightly increased women. 

4. A firm with fewer than 100 employees, 35.6 per cent of whom were 
women, reported that belt conveyors replaced 2 to 8 men with 1 man, but 
the displaced men were transferred to other jobs. Production cost was 
decreased by other labor-saving devices, but increased production accompanied 
the change, so the numbers were the same. 

5. A plant with between 400 and 500 employees, 79.8 per cent of whom 
-were women, reported that about four years ago they had introduced a transfer 
.arm which shifted the product from one operator to the next and displaced 
girl who formerly did the transferring. 

Ma sachusetts.-A firm with between 200 and 300 employees, 26.6 per cent of 
whom were women, reported that women formed 9.7 per cent of the force in 
1922 and 27.9 per cent in 1923. This marked difference in proportion was 
11ot due so much to an increase in: ' the jobs done · by women as to certain 
,changes in process which reduced the number of men necessary. Methods 
-0f plating and buffing were changed so that a large number of pieces were 
handled at once, and some automatic machinery was introduced. 

E. Other change. 
Ohio.-1. A firm with between 400 and 500 employees, 21 per cent of whom 

were women, reported a reduction in numbers employed but an increase in 
proportion of women, as the research laboratories were gradually being trans
ferred to another plant of the same firm. The greater proportion of employees 
in this department were men. 

2. A firm with nearly 200 employees, 6.3 per cent of whom were women, had 
formerly made their o,vn bags for vacuum cleaners. In 1920 they discontinued 
making these bags, and in consequence 10 or 12 women were laid off or trans
ferred to other departments. A foundry had been added seven or eight years 
before, increasing the number of men considerably. 
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3. A firm with between 400 and 500 employees, 15.2 per cent of whom were 
women, had begun to make attachments for vacuum cleaners in place of 
buying such attachments: This had gradually increased the numqer of men 
and women employed. 

Massachusetts.-A firm with fewer than 100 employees, 81.1 per cent of whom 
were women, reported that automatic machines were installed about 1924 to 
make parts previously bought. This added four men, but did not alter the 
number of women. 

ELECTRICAL PRODUCTS : STATEMENT REGARDING THE EMPLOY· 
MENT' OF M'EN AND WOMEN IN THE VARIO US DEPARTMENTS 

The variety of women's activites was quite limited in most of the establish
ments manufacturing electrical products. In almost every plant inspection, 
assembly, and winding were the chief occupations on which women were em• 
ployed. In these departments-, in plants manufacturing a product small enough 
for them to handle, women usually very much outnumbered the men. In the 
machine departments, operating punch and driU presses, etc., women were em
ployed to a more limited extent. 

With such a heterogeneous collection of products it is impossible to present 
an intelligent compilation of the occupations' in which women were employed. 
Instead it will be necessary to consult the occupational distribution of employees 
in typical establishments in order to understand the massing of women along 
certain definite lines. 

Considering certain of the mure important groups by product, a description 
of the occupations of the women will show how their vwrk is limited to a few 
types·, irrespective of the product manufactured. 

In the manufacture of dry-cell batteries one plant, employing about 100 
women and 140 men, had from 20 to 30 women employed on each of the follow• 
ing occupations: Wrapping bobbins, assembling cells, soldering wires and parts, 
and packing. Five svomen were employed as testers and the rest of the work 
in the plant was done by men. In a smaller plant, employing 27 men and 19 
women, 15 women were engaged in assembling and 4 were inspecting and label
ing, while the men did the production, maintenance and machine work, and 
shipping. In a plant with 374 men and 220 women employed, 183 women were 
on as-sembling, 22 were machine operators, 13 were packing and doing work in 
the stock room, and 2 were plating. 

·In the manufacture of electric bulbs, where ,vomen form a very large propor
tion of the employees, the women do practically all the direct labor on the bulbs, 
which consists of stemming, inserting, mounting, sealing, exhausting. and fin
ishing. These occupations are akin to assembling, with a small amount of bench 
work and inspecting. The men's work in these establishments could almost be 
classed as overhead. The men usually are employed chiefly for shipping, over
seeing, machine adjusting, and maintenance work. 

In making electrical-beating appliances, such as1 stoves, pads, percolators, etc., 
assembling and a limited amount of bench work was again the only field for 
women. 

In manufacturing ignition systems and. wiring devices, where women usually 
form from 25 to 35 per cent of the employees, their operations are slightly more 
varied. In one large plant manufacturing generators, starters, horns, ignition 
systems', S'\•vitches, and tail lights, a fairly representative distribution of women's 
occupations was 685 on assembly, 302 on winding, 176 on punch and drill press 
and miscellaneous machine work, 115 on inspection, and 90 on clerical work. 
The men in this plant were doing skilled machine ,vork and general machine 
operating, tool making, polishing, plating, grinding, assembling, inspecting, con
struction, carpentering, and common labor. 

In another large plant manufacturing products similar to those in the plant 
just discussed, about 900--:26 per cent--of the employees were women. Of these 
nearly 600 were employed in the assembly departments and about 60 were em
ployed on inspection. 

In the manufacturing of small motors women's work seems to be chiefl:9 
that of winding, though in many plants assembly also is allotted to them. 

In a plant employing about 116; men and 104 women, all the women but 2 
were on winding. The 2 were assembling. In a plant employing about 228 men 
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and 134 women, more than 100 of the women were on winding, 20 were assem• 
bling, and 10 were on machine operating. I n another plant with a small number 
of employees women were at work winding only. 

In a plant employing about 4,000 persons, of whom about 1,000 were women, 
546 of the women were employed on assembly and inspection, 84 were on 
machine operations, and 123 were doing winding, while smaller numbers were 
employed on insulating, taping, wrapping, and dipping and drawing. 

Taking a product for the manufacturing of which a very small per cent of 
women are employed, it is significant to find that they are employed exclusively 
on the same type of work as in the plants where they form a much more 
important section of the labor force. In one plant storage batteries were 
being manufactured; more than 1,000 men were employed and only 15 women. 
These women were employed on general testing and assembling work. 

In a plant manufacturing elevators, where women formed only 8 per cent 
of the total labor force, they had always been employed on winding and 
punch-press operating, and at the t ime the information was secured for -this 
study they were being tried out on assembling small motor s. 

There was no difference apparent in the occupations open to women in the 
various States in which this industry was studied. The allocation of women 
to certain types of work was consistent in practically every establishment. 

ELECTRICAL PRODUCTS: STATEMENTS OF POLICY REGARDING 
THE OCCUPATIONAL OPPORTUNITIES FOR WOMEN 

I ndliana.-1. A firm with between 600 and 700 employees, 18.8 per cent of 
whom were women, r eported that in 1918 women we·re substituted for men in 
the tool room and have been retained. This substitution occurred when men 
had left for the war in such large numbers that one morning there was no one 
left in the department but the foreman, assistant, and a girl clerk. No• men 
were available. In desperation the foreman induced the clerk to try a ma
chine--a lathe--and after three hours she never wanted to give it up. She was 
such a success that the foreman took on women as: fast as. he could train 
them and was very enthusiastic over their work. Girls do hand filing on dies 
(at bench), each with a set of precision tools. They also operate machines
shapers, grinders, milling machines, and drill presses. 

2 .. A firm with between 200 and 300 employees, 13.8 per cent of whom were 
women, began employing women for the first time during the war, pu tting 
them on drill and punch presses. The superintendent said, "The war showed 
what women could do, and as a rule they reduced the cost of production. 
Everyone mu t employ them now to meet competitor who use their cheaper 
labor." 

3. A firm with between 2,000 and 3,000 employees, 38.7 per cent of whom were 
women, manufacturing insulated wire and wound coils, had last year hired 
a few tlderly men on night inspection. a most unusual procedure. as this is a 
woman's job. The substitution was made only because there was a jam for 
a few weeks, and employment of men on this work was discontinued as soon 
as possible, as their work was: not satisfactory. The employment assistant said, 
"Women have always been in these departments. rot even during the war 
was there any interchange of jobs." Women do winding, inspecting, and 
finishing on coils. 

Ohio.-1. A firm with between 300 and 400 employees, 52 per cent of whom 
were women, had put 30 women in place of men in calibrating and balancing: 
They ~ere found to be more accurate and quicker than men and to have a finer 
touch. 

2. A firm with over 1,000 workers, 21.2 per cent of them women, reported that 
the war caused a marked increase in numbers of women because of the inability 
to get men. After the war women were used only for the regular jobs that they 
were on before the war. For instance, female operators on punch presses were 
discontinued because the work was heavy and dangerous. The employment 
manager commented that men watch the machines to see if things are going 
wrong; a woman repeats the operation but does not notice the condition of the 
machine. For instance, on screw machines or lathe work, if the output is 
standardized as it was on war work (this firm did considerable war work) 
women were satisfactory, but when the machine had to be constantly adjusted 
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to different types and styles men are better at the work and therefore are 
employed. Men are trained mechanically from boys. Women have not this 
background and therefore are harder to break in on machine work. 

3. The manager of a firm with between 200 and 300 employees, 40.7 per cent 
of whom were women, said they were putting men on some jobs where women 
have been working because the hourly production of the men is higher. The men 
have a higher hourly rate but they produce more and are steadier. Also, they 
are easier to get, because the large shoe plants use many women, and as the 
busy season is in the winter .months it is easy to get farmers who come in from 
the country for those periods. 

Massachusetts.-1. A firm with nearly 300 employees, 69.5 per cent of whom 
were women, reported that the actual work of processing and assembling lamps 
is done almost entirely by women. Men are machine adjusters, set-up men, 
shipping and receiving room clerks, and do general maintenance. 

2. A firm with fewer than 100 employees, 74.7 per cent of whom were wome°" 
reported that lamp making (bulbs) is essentially a woman's job. It is too 
delicate work to be done economically by men. Even when i t was hard work it 
still was done by women. Women have always done the lamp making; also 
wrapping and packing. Men supervise and ship and do heavy lifting, etc. 

3. A firm with between 4,000 and 5,000 employees, 24.7 per cent of whom 
were women, reported that when beginning business in 1919 they had great 
trouble in getting girls. Of 100 hired, 25 might stay; so boys were put on 
motor winding. In 1920 they started a separate shop for this work and hired 
only colored women, having about 120 by the end of the year. They then closed 
this branch, as the girls in the main plant had become stable and could turn out 
the required production. 

New Yorlc.-1. A firm with between 2,000 and 3,000 employees, 8.1 per cent. 
of whom were women, reported that women have worked on winding fields and 
coils ever since they came into the plant, over 20 years ago, and are still doing 
the same work. They also operate . punch presses. These two are the only 
classes of work they have ever done until recently. They are now being started 
on assembling small motors, work formerly done by men. They h ave not yet 
had enough experience to be certain of the outcome, but the manager thinks 
that the time of the women assembling will be about three-fourths that of a man 
when they have gained experience. They are making more small motors than 
formerly and the manager thinks women can be well used at this assembling. 

2. A firm with between 1,300 and 1,400 employees, 1.1 per cent of whom were 
women, reported that the women's work was entirely fine winding on armatures 
and other products. Men a lso are on this work. About four years ago the firm 
had 50 women on this work, but now only 15. They are gradually eliminating 
their women ; as they d-rop out they are replaced by men, and no new women 
are hired unless an older worker applies for a job. They have found that the 
men's production is greater on this work, both time ,and piece work. The men's 
hours are five minutes a day longer than the women's. 

3. A firm with fewer than 100 employees, 55 per cent of whom were women, 
reported that about one year ago they had 12 girls on punch presses. "But," 
the manager said, " you've got to handle women with kid gloves, and they 
don't feel any responsibility, so we took married women after we tried the 
girls and they would come and go as they pleased-worse than young girls." 
Now they use girls for packing only-11 of them. 

4. A firm with between 100 and 200 employees, 31.5 per cent of whom were 
women, employed women for the first time 10 years before, on work formerly 
done by boys-stamping, packing, and putting copper wire to the carbon. It 
was found that women do the work equally well and fast. Quickness is a 
factor in this work. 

5. A firm with between 100 and 200 employees, 30.1 per cent of whom were 
women, reported that women were employed first in 1912 ( the firm in business 
since 1902) when the manufacture of small appliances was begun. At first 
there was a smaller per cent of women, then, as the boys were less and less 
available, they put girls in their place. 
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'.rABLE 16.-Electrwai produotS': Employment of women in supervisory positions, 
by State Olfl4 size of estabUshtment 

Number of establishments studied in-

Size of establishment and type of supervisory position 
· A~i:~:ies Indiana Ohio Massa- New 

chusetts York 
--------------------1---- ------------ - ---

All establishments __________________ ___ _____ _ _ 106 47 22 

Establishments of under 100 employees__________ ____ 33 2 15 h 
---- --------

Foremanship: 
Foreladies__ ______ ___________ __ ____ __ ___ _____ 7 __________ 3 2 
Assistant foreladies only______ ____ __________ 2 _______ ___ _____ _____ 1 

o woman supervisor___________________________ 24 2 12 3 

Establishments of 100 and under 200 employees ____ _ 14 

28 

10 

2 
1 
7 

4 
----11----1----1-----1----

Foremanship: Foreladies __________________________________ _ 
2 ---------- ---------- 1 Assistant foreladies only __________ _________ _ 5 1 2 

Other supervisors ______________________________ _ 
No woman supervisor ___ _______________________ _ 

1 I 1 
6· 4 -- --- - 2 

Establishments of 200 and under 500 employees ____ _ 

Foremanship: Foreladies __________________________________ _ 
Assistant foreladies only __________ : ________ _ 

~~:o:f~r:~~~~svis~r=========================== 

Establishments of 500 employees and over_ ________ _ 

Foremanship: 
Foreladies _____ -----------------------------

2 32 
f-----11 

13 
3 
9 

11 

2 27 

2 

24 

4 
2 

3 5 
9 

2 8 

2 6 

5 
1 

• 2 

27 

2 

6 

3 

62 
1 

8 

2 
Assistant foreladies only ___________________ _ 

Other supervisors __________ _____ ___ ____________ _ 
10 
1 

13 
8 

6 3 7 5 
1 

••• •• D 2 83 No woman supervisor ____ __ ___ ___ __ ______ ______ _ 1 1 2 4 

1 Leaders or instructors. 
2 Details aggregate more than total, because some plants appear in more than 1 group. 
a In 1 plant service secretary, in 1 employment manager, in I employment secretary, in 1 employment 

manager and instructors, and in 1 employment manager . 
• In I plant employment and office manager and in 1 employment manager and instructors. 
6 In 1 p lant employment supervisor and in 1 instructors. 
6 In 1 plant a woman in employment office and 1 in pay-roll office, in 1 a woman assistant in employment 

office, and in 1, 10 personnel assistants, 1 assistant in cafeteria, and 50 leading operators who instruct. 
7 In 4 plants employment assistant and in 1 director of women's employment. 
s In 2 plants instructors and in 1 welfare worker. 
• In 1 plant employment manager for women, and in 1 assistant employment manager. 

ELECTRICAL PRODUCTS: STATEMENTS OF POLICY REGARDING 
THE EMPLOYMENT OF WOM'EN IN SUPERVISORY POSITIONS 

A. From firms e~ploying women· in a supervisory capacity. 
I ndiana.-1. A firm with between 4,000 and 5,000 employees, 24.8 per cent' of 

whom were women, employed 62 women supervisors-a forelady, 10 as istants 
in the personnel department, an assistant in the cafeteria, and 50 " leading 
operator s." This last group acted as in tructors and suffered no lay-off. 

2. A firm with between 100 and 200 employees, 41.4 per cent of whom were 
women, employed three women supervisor~two assistant foreladies and one 
instructor. The superintendent said he seldom finds persons who wish to 
assume responsibility. Girls particularly feel it is no use to bother with 
worries. The community was not an industrial one, and there wa no chance 
to observe other progressive girls in these lines. 

Ohio.-A firm with between 1,000 and 2,000 employees, 21.2 per cent of 
whom were women, employed foreladies in winding and inserting departments. 
'l'he employment manager said that was the only way to conduct these depart
ments and that their work was very satisfactory. 

Massacnusetts.-1. A firm with about 300 employees, 26.7 per cent of whom 
were women, employed 5 women supervisors, assistants to the foreman. This 
was found to be a satisfactory arrangement, as "women get along better with 
women." 
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2. A firm with over 5,000 employees, 10.2 per cent of whom were women, 
employed 3 women supervisors, called instructors, in charge of groups of 
women. The assistant manager said this was not so much a policy as condi
tions. It is an industry with much complicated machinery, and a man is 
necessary as foreman. 

3. A firm with between 100 and 200 employees, 72.3 per cent of whom were 
women, employed 8 women supervisors, assistants to foremen. The superin
tendent said he found there were very few women capable of handling girls 
unless there is some higher court of appeal. They get into endless arguments. 
On the other hand, he finds that the girls teach each ot her far better than 
he can. 

4. A firm with between 100 and 200 employees, 23.5 per cent of whom were 
women, employed 1 woman supervisor, a forelady. The vice president said 
it was necessary to employ numbers of women on one definite job to warrant 
employment of a woman over them. In his opinion, the success of foreladies, 
as such, in their plant depended more on their pe'rsonality than their intelligence 
or great skill. 

5. A firm with between 4,000 and 5,000 employees, 24.7 per cent of whom 
were women, employed 60 or 70 women supervisors, instructor s, or leading opera
tors, who were supervised by the foreman. The employment manager said men 
bosses are accepted more graciously by women than women bosses. 

6. A firm with nearly 300 empioyees, 69.5 per cent of whom were women, em
ployed 6 women supervisors-1 employment and office manager, 2 foreladies, 
and 3 inspeetors who were classed as a ssisrt:ant supervisors in the unit system. 
The policy was to have women supervisors in all jobs where they were able 
to do the work. The production manager served as superintendent or overseer 
in the unit system, as he said he did not have any woman who knew enough 
about machines or the technicalities of production to serve in this position. 

7. A fl.rm with between 200 and 300 employees, 66.4 per cent of whom were 
women, employed 11 women supervisors-an employment manager, a forelady, 
2 assistant foreladies, and 7 emergency girls who acted as instructors or took 
the place of absentees. The policy of the company had been to have women 
supervisors in all production departments, as women are almost exclusively 
employed on the direct labor operations. When they changed from depart
mental to unit system, two women supervisors were made inspectors and 
assistants to the foreman. The employment manager spent most of her day 
in the plant, watching production and trying to keep units adjusted so that all 
girls on each unit work at about the same relative speed and they get maximum 
efficiency from each group. 

8. A firm with fewer th~n 100 employees, 41.5 per cent of whom were women, 
employed 2 women supervisors-a forelady and an assistant. The manager 
said women supervisors were very satisfactory when they h ad all women under 
them. They know all the tricks of light assembly. 

9. A firm with between 100 and 200 employees, 22 per cent of whom were 
women, had 1 woman supervisor, an: a ssistant forelady. Their policy is to 
have women over women " where it is practical." 

10. A firm with about 200 employees, 26.6 per cent of whom were women, 
employed 1 woman supervisor, a forelady in the only department exclusively 
women. The manager considered a woman in charge more satisfactory in such 
a department. 

11. A firm with between 2;000 and 3,000 employees, 30.7 per cent of whom 
were women, employed 5 women supervisors-a forelady and 4 assistants. The 
policy was to employ a woman supervisor in departments largely manned by 
women. 

12. A firm with between 6,000 and 7,000 employees, 11.6 per cent of whom 
were women, had 5 women supervisors-4 assistant foreladies and a welfare 
worker. It was the policy to use women as supervisors where many women 
were employed. 

13. A firm with between 200 and 300 employees, 37.6 per cent of whom were 
women, employed 1 woman supervisor, a forelady, the policy being to have a 
woman where she can work to better advantage, as over a group of women. 

14. A :firm with nearly 400 employees, 11.3 per cent of whom were women, 
had 4 women supervisors-2 foreladies and 2· assistants. It was the firm's 
policy to have women as supervisors over women. 

New York.-1. A firm with between 200 and 300 employees, 38 per cent of 
whom were women, had 1 woman supervisor, forelady in the winding depart-
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m ent. The owner said they were well pleased with her work. Other things 
being equal, he leaned toward a woman in such a position, especially in charge 
,of other women. 

2. A. firm with between 100 and 200 employees, 70.4 per cent of whom were 
women, employed 3 women supervisors, foreladies . The superintendent said, 
"' We like to have women as instructors over women, as they can do and teach 
this fine work better than men." 

3. A. firm with about 300 employees, 16.7 per cent of whom were women, had 2 
women supervisors, forewomen who had been with them many years. The 
superintendent said that he believed men might be better over women in the 
workroom, but girls " need watching " in the washrooms and, of course, a man 
,could not do this. Also, these two women get on with the girls very well. 

4. A. firm with fewer than 100 employees, 30.9 per cent of whom were women, 
had 1 woman supervisor, a forelady, as they believed a woman could take care 
-of women better than men. 

5. A. fi rm with between 100 and 200 employees, 31.5 per cent of whom were 
w omen, had 2 women supervisors, a ssistants to the foreman. The production 
manager said these women had been promoted from the ranks and had been 
very successful. If either were to resign, the position would be given to the 
ver son best fi t ted for it, regardless of sex. 

6. A. firm with fewer than 100 employees, 78.6 per cent of whom were women, 
h ad 1 woman supervisor, a forelady. The president felt, in general, that a 
woman over women was much more satisfactory than a man. She maintains 
much better discipline and can produce much more work. 

7. A. firm with between 400 and 500 employees, · 26.9 per cent of whom were 
women, had women instructors but no women supervisors of departments, 
t hough formerly they had as m any as 5. The president said .they, had no 
objection to ,vomen, but the work was too technical and they had not proved 
satisfactory. 

8. A. firm with between 300 and 400 employees, 85 per cent of whom were 
w omen, had 1 woman supervisor, employment manager. This woman said they 
h ad t ried a woman as forelady, but ·she was so overbearing that they had not 
t ried another since. 

9. A. fi rm with over 500 employees, 31.8 per cent of whom were women, 
employed 2 women supervisors, foreladies in depar tments composed entirely of 
women. The assistant treasurer thought women unquestionably supervise 
women better than men do. 

B. From firms not employing women in a supervisory capacity. 
Indliana.- The superintendent of a firm with bet\veen 200 and 300 employees, 

13.8 per cent of whom were women, said the policy would be to promote women 
to supervisory positions but there ar e t oo few women on each of many op
e rations. Foremen with wider experience have char ge of many lines i.n the 
plant and there was no vvoman qualified fo r such a posit ion. 

Ohi-0.- 1. A firm with about 200 employees, 8.8 per cent of whom were women, 
r epor ted that they formerly had a woman employment manager but there were 
so many more men than women in the department tha t they thought a man 
would be better. 

2. A fi rm with between 200 and 300 employees, 40.7 per cent of whom were 
women, r eported that they t ried having a woman supervisor in the wrapping 
department but the other girls were j ealous and production decreased. 

Massachusetts.- 1. The treasurer of -a fi rm with fewer than 100 employees, 
74.7 per cent of whom were women, reported no women supervisors now. There 
used to be t oo much petty f eeling and they find it works better to have a man 
supervisor. Also, there is not now so much supervision necessary, as there is 
less det an e·d work. 

2. A firm with fewer than 100 employees, 85.9 per cent of whom were women, 
r eported that men must oversee fine machine work and it would be an un
necessar y expense to employ women for slight supervision. Also, it would be 
difficult to avoid friction between men and women supervisors and to draw the 
line between their authorities. 

3. The employment supervisor of a firm with between 800 and 900 employees, 
12.3 per cent of whom were women, did not feel that it would be wise to have 
women supervisor s, because men work in the departments with the women. 

New Yor k.-1. A firm with between 100 and 200 employees, 27 8 per cent of 
whom were women, had only men as supervisors, as women would have to be 
very p1echanically inclined to act in tha t capacity. , 
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2. A firm with between 100 and 200 employees, 30.1 per cent of whom were 
women, previously had 2 women supervisors but considered women were better 
controlled by men. 

3. A firm with fewer than 100 employees, 41.7 per cent of whom were women, 
had never had women supervisors. Men supervisors do heavy handling that 
women can not do. 

4. A firm with fewer than 100 employees, 37.5 per cent of whom were 
women, reported the plant so small that one man did all the supervising. The 
manager did not think it would be wise to put a woman over men, and after 
women learn the process of wrapping (taught by the foreman) there is no 
need for a supervisor. 

5. A firm with fewer than 100 employees, 42.7 per cent of whom were women, 
had a woman supervisor until about three weeks before. She was excellent 
at managing girls. The superintendent believed women were excellent as 
supervisors and in routine work, but can not grasp mechanical and electrical 
details. It was almost impossible for this forelady to remember what was 
necessary in any operation. He added that in the old days a foreman had to 
be an inventor, but in more and more factories there is a tendency to take from 
the foreman or forewoman the responsibility of working out a new idea. 

6. A firm with between 1,200 and 1,500 employees, 1.1 per cent of whom were 
women, reported tbat men and women work in the same department, so a man 
supervisor is more satisfactory. 

7. A firm with over 1,000 employees, 22.9 per cent of whom were women, 
reported no women supervi~ors though they formerly had a few women as 
assistant foreladies. Men bad proven more satisfactory. A womai1 who was 
assistant in the radio department decided she would rather take a piece-work 
job in the department and earn more money. Men are paid better as assistants 
because they can fix machinery and be more generally useful. Their product 
required, for supervisory and executive positions, skilled technicians. These 
are rarely found among women. There is now one advn;ing engineer who is a 
woman, among 100 men. 

TABLE 17.-Elootrical produots : Employment methods, by State a,nd S'uze of 
es tablishtment 

Number of establishments studied in-

Size of establishment and type of employment 
methods 

Ohio Massa
chusetts 

New 
York 

--- -------i---
All establishments ____________ ____ ____ ____ ___ _ 106 9 47 22 1 28, 

Establishments of under 100 employees: 
Employment in charge of-Foreman ______ ___ _____________ ______ ___ __ __ _ 

Other officiaL _________ ______ ____ ____ ______ _ 

Establishments of 100 and under 200 employees: 
Employment in charge of-

Employment manager _____ ___ ______ _______ _ 
Foreman ______________________ ______ ______ _ _ 
Other official__ _____ ____ __________________ __ _ 

Establishments of 200 and under 500 employees: 
Employment in charge of-

Employment manager _____ _______ _________ _ 
Foreman __ ______ ____________ __ _____ ________ _ 
Other officiaL _______ ________________ • _. _. __ 

Establishments of 500 employees and over : 
Employment in charge of employment man-ager ______________________ __ __________________ _ 

12 
25 

22 
5 

11 

27 

I 5 
I 12 

3 3 
5 1 3 4 
5 1 - - -- - -----

8 ] 

8 2 

6 13 
83 
9 5 

8 

4 2 --- - - - - - --· 

7 (j ' 
7 1 
7 1 

r 
3. 

g. 

1 In 1 plant the foreman and the president and in 1 the foreman with the advice of the superintendent. 
2 In 1 plant the superintendent or the foreman and in 1 the foreman with the superintendent or the man. 

ager . 
3 In 1 plant the employment manager and the foreman confer. 
1 In 1 plant the employment manager and the superintendent. 
6 The foreman with the approval of the superintendent. 
6 In 1 plant the employment manager and production manager, in 1 the employment secretary for women, 

and the superintendent for men, and in 1 the employment manager for women (for men not reported). 
7 In 1 plant the employment manager hires women; same official interviews men but must have approvali 

of production manager or foreman before hiring. 
8 In 1 plant the foreman and the superintendent. , 
9 In 1 plant the employment manager, in 1 the employment secretary for women and the superintendent. 

for men, and in 1 the foreman and the superintendent. 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



DETAILS FOR FIVE INDUSTRIES 425 

TABLE 18.- Electrica.z products: Method of training employees, by State 

Number of establishments studied in-

Method of training 
All States Indiana Ohio Massa• New 

visited chusetts York 
---

All establishments •...•• ••.•• •.•.•.•.•.....•• . I 103 9 44 I 22 I 28 

In a school. .••.•.......•............••.... ........•. 2 1 ---------- 1 ---------· 
On the job: 

By special instructor •••••.••..••••••.••..•.••••• 13 -----·- --- 7 4 2 
By foreman or other employee .............••..• 88 7 36 20 25 

Practically no training-experienced workers 2 ••••••• 5 1 1 1 2 

1 Details aggregate more than total, because some establishments appear in more than 1 group. 
2 In 3 plants inexperienced workers occasionally were employed and trained, but the policy was to 

hire experienced workers. 

ELECTRICAL PRODUCTS : STATEMENTS OF POLICY REGARDING 
METHODS OF TRAINING 

A. From firms that hire only experienced workers. 
New York.-1. A firm with fewer than 100 employees, 29.4 per cent of whom 

were women, reported that the foreman would not " fool" with inexperienced 
workers. All people must be experienced when taken on. 

2. A firm with between 100 and 200 employees, 30.1 per cent of whom were 
women, usually employed experienced workers. The treasurer said that in 
any case there was little need of training. They get familiar with the work 
by being around it. · 

B. From firms that have special training schools. 
Massachusetts.-1. A firm with over 5,000 employees, 10.2 per cent of whom 

were women, reported an apprentice school for boys and men. The super
intendent said that no woman had ever asked to come into the school, and 
it would be a question for discussion whether it would be wise to admit one 
into classes with so many men. 

2. A firm with between 2,000 and 3,000 employees, 30.7 per cent of whom 
were women, employed a psychologist who gave tests as a basis for selecting 
workers to be trained for certain jobs. The actual training was done in the 
methods department, and occasionally on the job if the operation were very 
simple. 

C. From firms that have training by instructors. 
Massachusetts.-1. A firm with between 4,000 and 5,000 employees, 24.7 per 

cent of whom were women, reported training by special instructors in the 
factory proper. The new worker is kept on time work and under supervision 
until efficient. 

2. A firm with nearly 300 employees, 69.5 per cent of whom were women, 
reported that if a new worker was to be put into the unit system she was 
trained on the job in the special-order department by one of the girls who 
make up an emergency squad; otherwise she was trained on the job by the 
supervisor. Effort is made to start an entirely new unit at one time, as 
work and earnings depend on group effort. 

3. A firm with between 200 and 300 employees, 66.4 per cent of whom 
were women, reported training done by an emergency squad made up of 7 
girls who were familiar with all operations. Usually new workers were 
broken in in the special-order department, where they could not interfere 
with the speed and production of a unit. An effort was made to keep workers 
of relatively the same speed together. 
D. From firms that have workers trained by foremen or other employees. 

Indiana.-A firm with between 600 and 700 employees, 18.8 per cent of whom 
were women, had training of new girls done by experienced girls who were 
paid a bonus for doing the instructing. 

Massachus.etts.-A firm with fewer than 100 employees, 74.7 per cent of 
whom were women, reported that work was so split up into small operations 
that very little instruction was necessary. It was mostly a case of practice. 
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New York.-A firm with between 200 and 300 employees, 38 per cent of whom. 
were women, reported training by the supervisors. They prefer to train thefr 
own workers. If a girl says she is experienced she may be only partly so ; 
may work carelessly, thinking she knows all about it, and so have an accident .. 
They teach new workers care with every step. 

ELECTRICAL PRODUCTS: STATEMENTS OF POLICY REGARDING 
PROMOTION 

Indiana.-A firm with between 600 and 700 employees, 18.8 per cent of whom. 
were womeu, considered promotion to be a raise in pay. None other was pos
sible for women, as they are handicapped by lack of physical strength 8i'lld 
training for skilled work. " Promotion " was on a production basis. The first 
raise was given when a girl reached 125 per cent of standard production, a; 
second raise when she reached 135 per cent, and so on; 150 per cent of standardl 
was considered perfect production. 

Oh,io.-1. A firm with between 200 and 300 employees, 40.7 per cent of whom 
were women, reported promotion from simple jobs-as packing-to more difficult 
work, with increased pay. Assembling and soldering were about the best paid .. 

2. A firm with between 400 and 500 employees, 75.7 per cent of whom were 
women, reported that 50 per cent of the force of office girls had bePn in the 
factory first. There was no chance for promotion in the shop. Engineers are 
continually improving machines and indirectly decreasing the chances of skin 
for girl operators. 

Ma,ssach,usetts.-1. A firm with 300 employees, 26.7 per cent of whom were 
women, reported no promotion possible for most of their workers, as there was 
only one type of work-rectifying mica sheets. However, the three assistant 
forewon1en:·a:nd two inspectors we're -promoted from the work of recdfying. · 

2. A firm with fewer than 100 employees, 81.1 per cent of whom were women, 
reported no promotion in practice. The president said that some jobs paid bet
ter than others and a girl might be transferTed. The policy, however, was to 
put a woman where needed at the time of hiring and " she makes more to get 
experienced at one job." 

3. A firm with over 5,000 employees, 10.2 per cent of whom were women, re
ported no promotion poss,ible except to position of instructor. The supelin
tendent said it was a question· whether that could be considered promotion, as 
occasionally a girl would prefer her earnings at piecework to those of an 
instructor. 

4. The superintendent of a plant with between 100 and 200 employees, 72.3 
per cent of whom were women, said that generally the girls are hired for a 
certain class of work and when they are satisfactory they stay on that job. 

5. A firm with between 100 and 200 employees, ~3.5 per cent of whom were 
women, reported no r egular promotion. They might shift a woman if she did 
not make good on one job; hoping she would fit better elsewhere, but this was not 
promotion. The pay envelope usually was a standard of fitness for tbe job. 

6. The employment manager of a plant with between 4,000 and 5,000 em
ployees, 24.7 per cent of whom wer e women, said some girls considered it a pro
motion t'o get an office job. Such promotions had been made when possible. 
He said, "To be honest there isn't a chance for promotion to· a skilled job. 
Speed and per sonal ability are r ewarded in the pay envelope only." 

7. A firm with fewer than 100 employees, 74.7 per cent of whom wem women, 
had worker s learn one job after the other in the order of difficulty, the aim 
being to teach each girl all processes so that the force may be mobHe in case 
the plant should be short-banded. 

8. A firm with between 2,000 and 3,000 employees, 30.7 per cent of whom were 
women, reported promotion according to tests. If the tests show that a person 
has aptitude for certain work but tJ;lere is no such job open, be learns another 
and later is transferred, or if certain qualifications shown by the ter:::t fit for 
more than one position, promotions are made from a lower to a higher paid job 
a s the worker makes good. 

9. ~.\. firm with between 200 and 300 employees, 69.5 per cent of whom were 
women, reported the possibilities for promotion as follows : Positions which are 
considered more desirable than the usual run are always filled from within. 
Women, b,uve the chance ,or possibility of, being transf~rred to higher speed units 
if they are fast workers, to special squads, or to quality inspection. Super-
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visors, except of employment, have always been selected from women in the 
plant. 

10. The employment supervisor of a firm with between 800 and 900 employees, 
12.3 per cent of whom were women, said they had no method of promotion. 
They usually take the numbers of dependents into account and the girls' skill. 
They have the piecework system. A girl usually stays on the job she was 
hired for. 

New York.-A plant with fewer than 100 employees, 20 per cent of whom were 
women, reported no system of promotion. Women switch from one job to 
another, depending upon orders. There was no system of pay increase ; all 
women were pieceworkers. 
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TABLE 1.-Hosiery: Nu1nber of establisnm,,oots stud,ied, and, nwrnber of men and, 
women they employed, by State a;nd, proifoot 

All States visited Wisconsin Illinois 

Product Estab- Estab- Estab-
lish- Men Women lish- Men Women lish- Men Women 

ments ments ments 

----- - - --- ----------
TotaL ___ •••••...... .. ....•• 42 3,801 9,581 8 1,165 4,142 9 1,128 1,716 

---
Seamless hose ......•...••. ·······- 27 1,892 4,462 4 41 321 9 1,128 1,716 
Full-fashioned hose ......• _ ... . .... 8 507 701 -------- ... ------ -------- ------- ------- --------
Both seamless and full-fashioned 

hose ... ·--· ......•... ·-· ......•.. 7 1,402 4,418 4 1,124 3,821 ------- ------- --------

Massachusetts New Hampshire Rhode Island 

Product Estab• Estab• Estab• 
lish· Men Women lish- Men Women lish• Men Women 

ments ments ments 

- - - -------- ----- -----
Total. ...•......•........••.. 15 892 2,449 8 493 1,130 2 123 144 

Seamless hose .........•..... _ ...... 7 411 1,590 7 312 835 ------- ------ - --------
Full•fashioned hose·-·············· 6 384 557 ------- ------- -------- 2 123 1« 
Both seamless and full•fashioned 

hose •.......•...••..... . . . ....... 2 97 302 1 181 295 ------- ------- --------

TAB.LE 2.-Hosiery: Per cent women formed, of au emp"loyees, by State 

Per cent women 

Total. . •.•.. . ... -·-· ____ -·_.-·-·- --· 

45 and under 50----·----··--·-·-------·--
50 and under 55 ___ ___ ·-···---·-----------· 
55 and under 60--··-···--·-·-------·-·----
60 and under 66 ____ ·-·-··----·------------
65 and under 70 __________ ___ ____ ___ _____ _ 
70 and under 75 ___ ________________ _____ . __ 
75 and under 80------·---- -- -----·------ __ 80 and under 85 ____ . ___ _____ __ ______ _____ _ 
5 and under 90--- · ------ -- --- ·---- -·----

90 and under 95.---· ------ -----·--- ---- -- · 

All 
States 
visited 

42 

Number of establishments in-

Wis• 
consin Illinois 

Massa
chu
setts 

15 

New 
Hamp

shire 

8 

Rhode 
Island 

2 
f------!if------l-----1-----1-----1----

1 -·-----·-· -------· - - 1 -·-·-·---· ......... . 
6 4 ---···---- ------ ~--· 2 
6 --- - ------ 1 5 --- ----· -· -------·--
4 1 ---- - ----- -----·---- 3 --·----··· 
4 - - -------- ---------·· 3 1 -----·----
2 1 I 1 -•---- •- -- -- -------• --• •••••-• 
4 1 1 --- ----- -- 2 --- - -·- ··· 
6 3 1 1 1 -----·---· 
3 - --------- -- - ----- -- 3 ---·------ ---------· 
6 2 2 1 ··---··--· 

TABLE 3.-Hosiery: Legctl regula.ti-On of noitrs of women's empl01Jment, by State 

Type of regulation Wisconsin 

Hours permitted : 

New 
Illinois Massachusetts Hamp-

shire 
Rhode 
Island 

DailY- - -- ------·- ·-- -- - --- -- ---- 9---- -- - - --·--·-- 10 _______ 9 _________ _____ __ 10¼----- 10. Weekly __________ _____ __________ 50 _______________ 70 1 _____ _ 48 ______ ______ ___ 54 _______ 54. 
Date of enactment of daily and 1923__ ___________ 1909 1____ 1919_____________ 1917 ,____ 1913. 

weekly hour law. 

Night work prohibited: 
Period during which women 

may not work. 
Date of enactment of night-work 

law. 

6p.m.to6a.m •. (3) _______ 6p.m.to6a.m .. (•) _______ (3). 

1917 _______ ______ ---- ----- · 1907 _________ __ __ ----------

1 

1 No weekly limit set by law; 7-day week permitted . 
, Effective Jan. 1, 1918. 
a No legal regulation. 
'Work for women between 8 p. m. and 6 a. m. must be res ricted to 8 hours a night and 48 hours a week. 

110170- 28-29 
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TABLE 4.-Hosie1·y: Size of establishment, by State 

Size of establishment 

All establishments ________________ _ 

Employing-Under 50 persons ____________________ _ 
50 and under 100 persons _____________ _ 
100 and under 200 persons ____________ _ 
200 and under 300 persons ____________ _ 
300 and under 400 persons ____ __ ______ _ 
400 and under 500 persons ____________ _ 
500 and under 600 persons _________ ___ _ 
700 and under 800 persons ___________ _ _ 
900 and under 1,000 persons ___ ____ ___ _ 
1,000 persons and over----------------

All 
States 
visited 

42 

Number of establishments in-

Wiscon
sin 

8 

Illinois 

9 

Massa
chusetts 

15 

New 
Hamp
shire 

8 

Rhode 
Island 

4 1 3 - --------- ----------
5 1 1 3 ---------- ----------

16 2 3 3 6 2 · 
4 1 1 2 - --------- ----------
3 1 1 1 --------- -
4 2 1 1 -------- - -
1 - --------- ------ - --- 1 ---------- ----------
1 -- - ----- - - -- - ------- 1 ---------- ----------
2 1 1 ------ - --- ---------- -------- - -
2 2 ---------- ---------- ---------- ----------

TABLE 5.-Hos-£etr11: Number of years establishment had been in operati<>n, by 
State 

Number of establishments in-

Number of years in operation All 
Wiscon

sin 
Massa

chusetts States 
visited 

Illinois 

All establishments__________________ 41 8 9 15 

Under 5 ___ ---------------------------- __ _ 3 11 2 5 and under lQ ___________________________ _ 6 1 25 10 and under 20 __________________________ _ 10 3 11 3 
20 and under 30 __________________________ _ 8 2 4 2 30 and under 40 __________________________ _ 3 2 1 40 and under 50 _____________________ _____ _ 

5 ---------- 2 1 50 and under 6Q _______________ ___________ _ 
3 1 --------•. _ ----------60 and over _______________________ _______ _ 
3 ---------- ---------- 1 

1 Established after 1923, the year the hour law went into effect. 

New 
Hamp
shire 

7 

Rhode 
Island 

2 

- 2 - ---

2 ----------
2 ----------

2 1 plant established before and 4 plants established after 1919, the year the hour law went into effect. 
a Established in 1909, the year the hour law went into effect. 
' Established in 1913, the year the hour law went into effect. 

· ,_ ... . 
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TABLE 6.-Hosiery: Soheauled datily an<L weekly hours in, estabU,slwnents h(JIVi;ng 
h-ours the sa,me for men and, w om.en, by State 

Scheduled hours All 
States 
visited 

Number of establishments in-

Wis
consin Illinois Massa

chusetts 
New 

Hamp
shire 

Rhode 
Island 

- ----------- ----1---- ------------ ---- - ---
All establishments __ ____ ___________ _ 

Daily hours: Over 8 and under 9 __________________ _ 
9_ - - - - - - - - -- - - - - - - - - - - ---- - - - -- - - - - -- -Over 9 and under lQ _________________ _ 
10 ______ --- _ -- _. _. __ • • -- _ -- _ • • __ - -- • __ 

Weekly hours: 
Over 44 and under 48 ______ ______ ____ _ 
48 __ -- ________ -- __ -- - -- - - - . - -- - - - - - - -_ 
Over 48 and under 50 ________________ _ 
50 __ - - - - - - - - - - - - - - -- - - -- - -- - - - - - -- - - - - . 
59 ___ -- ____ -- -- -- _ ------ _ - __ •• - - _ -- __ _ 

41 7 I 9 

21 ---------- --- -- - --- -
16 7 
3 
1 

15 

15 

8 

5 
1 
2 

2 ---------- --------- - 2 ---------- ____ · -----
22 ---------- ---------- 13 7 2" 
4 4 -- - ------- ---------- --------- - ----------

12 3 8 ---------- 1 ---- - -----
1 1 ___ · _______ ---------- ----------

1 Includes 2 establishments having a department employing only men and with hours shorter than: 
those of the other departments. (See Table 7.) 

TABLE 7.-Hosviery: Scheduled; daily and; weekly hours- in establishments h(JIVinu 
hours different for men and women, <MU]; the com;ments on such di fference, by 
State and department and, by indiv.idual schedule 

Employees Daily hours Weekly hours 
of- of-

State, department, and Comments schedule number 
Men Women Men Women Men Women 

-----------

Wisconsin: 
No. 1.-All departments_ 7 93 9½ 9 52½ 50 Men clean rooms and make 

maintenance repairs after 
5 o'clock. 

Illinois: 
No. 2.-Knitting _______ __ 44 -------- 8 -------- 48 -------- Knitting machines in con-

Other departments 1 __ 169 225 9 9 50 50 tinuous operation, 3 shifts. 
No. 3.-Knitting _____ ____ 30 -------- 8 -------- 48 ---- ---- Three 8-hour shifts in knit-

Other departments 1 __ 59 100 9 9 50 50 ting department because of 
limited number of ma-
chines. 

' 
I See Table 6. 

TABLE 8.-Hosiery: Ea:tent of night work, by State and department 

Extent of night work 

All establishments _________________ _ 

N o night work __________________________ _ 
Night work in-

Knitting department only ___________ _ 
Knitting and other departments _____ _ 
Other departments onlY-----------~--

. Departments not reported __________ _ _ 

Number of establishments in-

All 
States 
visited 

42 

24 

Wis
consin , 

8 

Illinois Massa
chusetts 

15 

11 

~ 1--------~- --------~- ~ 2 ---- --- --- 1 __ : ______ _ 
2 ------ - --- 1 ----------

New 
Hamp
shire 

8 

3 

3 
1 
1 

Rhode 
Island 

2 

2 
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TABLE 9.-Hosiery: Night worlc, by st.ate and vroditct and by indi'li'idital scl~edule 

All employees Employees on night work 

, tate, product, and schedule Department and number Number of- Hours per-of women employed number 
Num• Per during the daytime 

cent ber women Worn• Men en Night Week 

- -- -- --------
Wisconsin: 

No. I-Seamless hose ........ 87 80. 5 Knitting, 35 women . . ... __ 2 __ _ .., _ --- 11 55 
No. 2-Seamless and full• 1, 227 83. 9 Knitting, 92 women ____ . __ 19 --- --- -- 11 55 

fash ioned hose. 
N o. 3- Seamless and full• 996 61. 9 Knitting, 8 women.·---- · - 52 ------- .. 11 55 

fashioned hose. 

Illinois: 
N o. 4-Seamless hose. ____ . _ 438 51.4 Knitting, no women ___ ___ 130 -------- 8 48 
No. 5-Seamless hose- · -- -· - 189 52. 9 -· ---do ______________ . _____ 120 -------- 8 48 
N o. 6- Seamless hose ____ ___ 956 55. 8 (2) ____ --- - -- -- - - -- - ---- ·- -- (2) -------- 11½ (2) 

o. 7-Seamless hose----·- - 316 84. 5 Boarding, 13 women ______ 4 4 10 50 
No. 8-Seamless hose ___ . L . 111 90. 1 Knitting, 24 women 3 _____ (2) 11 10 50 
ro. 9-Seamless hose . .... - . 94 78. 7 Knit ting, 10 women ...... - 8 -- -·--- - 12 60 

Massachusetts: 
No. IO-Seamless and full• 101 47. 5 

fashioned hose. 
Knitting, no women __ . ___ 27 --- ----- 10½ 52½ 

No. 11-Seamless and full· 298 85. 2 . - .. _do _ - - -· - · --- ---. ·----- 3 -------- 10 50 
fashioned hose. Boarding, no women __ ___ _ 1 -------- ·-- -10½ ·-52½ N o. 12-Seamless hose _·- · ·· 584 67. 1 Knitting, no women _____ _ 10 ----·---Boarding, no women __ ____ 124 -------- 8 48 

No. 13-Seamless hose .. .. .. 306 90. 8 Winding, 25 women ___ __ __ 4 -------- 12 60 
Rib knitting, no women __ (2) ---- -- -- 12 60 

~ew Hampshire: 
No. 14-Seamless and full· 476 62. 0 Knitting, no women __ ____ 15 -- ------ 13 65 

fashioned hose. Twisting, 18 women--. - ·-- 5 __ _ .,. __ __ 13 65 
No. 15-, eamless hose-··--- 119 91. 6 Winding, 18 women _______ 1 --- -- --- (2) (!) 
N o.16- eamless hose--- -· - 142 78. 9 Knitting, 2 women _____ ___ 3 -------- 13 65 

Winding, 5 women. ______ _ 3 ------ -- 13 65 
No. 17-Seamless hose ___ _ ._ 356 64.0 Knitting, no women ______ 16 -------- 12½ 62½ 

No. IS-Seamless hose . _____ 
Winding, 19 women ______ _ 4 -------- 12½ 62½ 

143 60.1 (2) - - - - • - - - - - - - - - - - - - - - - - - - 312 -------- (2) (!) 

1 On 2 shifts. 
1 Not repor ted. 
a Not a steady night force; only during peak season . N o night force at time of interview and nlllDbers 

not included in total. 

HOSIERY: STATEM1ENTS OF POLICY REGARDING NIGHT WORK 

A. F1·om plants having no night work. 
Wisconsvn.-1. One plant haYing betw·een 100 and 200 employees, of whom 

92.8 per cent were women, had been in business 9 or 10 years. The superin
tendent stated that they had never had night work and personally he was 
not in favor of it for men or women. 

2. A plant with a little over 200 employees, 78.6 per cent of whom were 
women, hf!-d been in business 18 years. The superintendent stated that the 
p olicy of the firm was never to employ women on a night shift. He preferred 
to increase equipment and force of girls. 

3. A plant with oYer 2,000 employees, 80 per cent of whom were women, 
bad been in business 29 years. The superintendent stated that the firm had 
never employed women on a night shift. 

B. From plants employing only men at night. 
Wisco-nsin.-1. A plant with over 1,000 employees, 83.9 per cent of whom 

were women, had a night force of 19 men on seamless knitting, work done by 
women during the day. The employment manager stated that •she could not 
conceive of a situation arising where the company would wish to have women 
at night. Night work is "not proper" and is "too great a risk." 

2. A plant with nearly 1,000 employees, 61.9 per cent of whom were women, 
for 3 months had employed 8 men at night on seamless knitting, work done 
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by women in the day time. The assistant superintendent stated that the 
firm never employed women at night and never heard of a woman who wanted 
a night job. 

In this same plant there ·was a night shift of 44 full-fashioned knitters, 
made necessary by an inadequate equipment of knitting machines. This work 
was done by men on the day shift also. Night work on full-fashioned knitting 
had been almost continuous for three years. 

3. A plant with fewer than 100 employees, 80.5 per cent of whom were 
women, employed 2 men at night on seamless knitting, work done by women 
on the day shift. This night shift was required ver y irregularly, because of 
great fluctuation in the hosiery market and also in raw silk and cotton. The 
manager statetl that the men were willing to do this work, otherwi~'e it would 
have been necessary to have more machines, which would be idle much of 
the time. • 

llUnois.- 1. A plant with nearly 200 employees, 52-.9 per cent of whom \vere 
women, ran knitting machines constantly, the men working in 8-hour shifts 
because of the limited number of the machines. There were no women 
knitters in this plant. 

2. A plant with nearly 1,000 employees, 55.8 per cent of ·whom were women, 
had a force of men knitting at night, work done by women during the day. 
The employment manager stated that they had never had ,-,,romen on this 
work at night. Men were employed, instead, as it was possible to train them 
to do their own machine fixing. 

3. A plant with fewer than 100 employees, 78.7 per cent of whom were • 
women, had a force of 8 men knitting at night on work done by women during 
the day. This was the practice when there were rush orders, as knitting 
machines were expensive and the manager was not willing to have extra 
equipment that would sometimes stand idle. The manager disapproved of 
night work for women, "socially and morally." 

4. A plant with over 400 employees, half of whom were• women, had a night 
shift of men knitters during the busy season. Knitting ,~·as done by men on 
the day shift also. 

5. A plant with between 400 and 500 employees, 51.4 per cent of wllom ,vere 
women, had a night shift of men engaged in knitting, which was done by men 
on the day shift also. 

Massa.cll/ttsetts.-1. A plant ·with a little over 100 employees, 47.5 per cent of 
whom wer e women, had a night force of men on full-fa shioned knitting in order 
to get the fullest possible production from expensive machines. This work was 
done by men on the day shif t also . The force of women was kept adequate to 
keep pace with the two shifts of knitters. 

2. A plant with nearly 600 employees, 67.1 per cent of whom were women, had 
36 meu doing boarding on three 8-hour shifts, as the boarding equipment was 
expensive. The superintendent stated that he would probably not employ women 
on boarding under any circumstances-, as the worl-: wus strenuous. Moreover, it 
was impossible to get enough women even for looping and seaming, and some of 
this work had to be sent to, other branch factories. Ten men were knitting at 
night, work done by men on the day shift also. This plant also had a cotton
yarn mill, and here employed a night shift including 5 spinners, 2 winders, 
and 2 twisters. The superintendent stated that "if it were not fo r the law 
we would employ women on these operations at night, as men are never so 
satisfactory on these jobs." 

3. A plant with over 300 employees, 90.8 per cent of whom were women, had 
a ni.ght shift of men rib knitting and winding. Rib knitting was done by men 
on the day shift also, but winding was done by women, and the manager would 
have liked to employ women winders overtime, till 9 or 10 o'clock, for about 
four months in the year at rush times. "It would help a great deal, as when 
men replace women all the yarn has to be weighed and changed, and it's a 
nuisance." 

New Ha,m,pshire.-1 . .A plant with nearly 500 employees, 62 per cent of whom 
were women, had a night shift with an average of 15 men doing knitting and 
5 men twisting. Full-fashioned knitting was clone by men on the clay shift 
also, but the twisting was done by women. The superintendent said that he 
did not consider night work suitable for women, especially when the shift is 
small. Moreover, men can work longer hours at night, women being limited 
to 8 hours a night, and 48 -. hours a week if working nights. If they were to 
have a night shift he preferred a long one. Men we1·e working 13 hours a 
night at most. 
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2. A plant with between 100 and 200 employees, 78.9 per cent of whom were 
women, had a night shift of 3 men knitting .and 3 men winding. Both men 
and women did knitting on the day shift, but winding was done exclusively by 
women. The superintendent said, "Women don't want to work at night. 
Moreover, men can fix their own machines, and women can not." 

3. A plant with between 100 and 200 employees, 60.1 per cent of whom were 
women, had a night shift of 12 men doing various work also done by men in 
the daytime. The day force of women was increased to keep the balance of 
work. 
C. From plants employing women at night. 

IZlinois.-1. A plant with over 300 employees, 84.5 per cent . of whom were 
women, had a night shift of 4 men and 4 women on boarding, because the de
partment had not su:fpcient equipment. " The forms are rented and we do not 
want an excessive number." 

2. A plant with over 100 employees, 90.1 per cent of whom were women, had 
a night shift of men and women in the knitting department for 10 or 12 weeks 
last year instead of overtime. The manager said that only older married 
women were employed at night and never more than 10 or 12 of these. He was 
opposed to night work, as overhead is higher per unit of production, and he 
hoped the equipment which was being installed would eliminate it. 

D. From plants employing women on an evening shift. 
New Hampshire.-A plant with between 100 and 200 employees, 79.1 per 

cent of whom were women, had an evening shift of 3 men and 6 women working 
from about 5.30 to 10 p. m., on knitting and looping. This work was on silk

~mixture goods and the machines for working part-silk products were limited 
in number. 

TABLE_ 10.-Hosiery: Change in s·cheduled hours and/ the reasons given for such 
charnge, by State 

Reasons given for change in hours 

All establishments __ _______________ _ 

Establishments reporting reduction 2 ____ _ 

Hour law-one reduction: 
Women only _____ ______ _____ _ .. __ _ 
Men and women ___ ____ ________ _ _ 

Hour law-more than one reduction: 
Men and women ____________ ____ _ 
One reduction for women only; 

one for men and women ______ _ _ 
Agreement with employees-one re-

duction-men and women ______ ___ _ 
Agreement with other firms- one re-

duction-men and women _________ _ 
Competitive conditions-one reduc-

tion-men and women _____ ________ _ 
Policy of firm-one reduction-men 

and women _________ ___ ___ ___ ______ _ . 
Reason not reported- one reduction __ 
Reason not reported- more than one 

reduction ___ ______ ___ ___ _____ ______ _ 
Establishments reporting hours increased_ 
Establishments reporting rearrangement 
I of week-day and Saturday schedules
If no change in total weekly hours: Agree
,rment with employees- men and women . 
Establishments reporting no change _____ _ 

All 
States 
visited 

1 42 

1 33 

1 
13 

Number .of establishments in-

Wis
consin Illinois 

8 

Massa
chusetts 

15 

1 8 

New 
Hamp
shire 

I 8 

Rhode 
Island 

2 

· 2 

2 -- -------- ---------- 1 - ---------

6 ---------- ---------- ---------- 6 ----------

5 ---------- ---------- -------- -- \ 

1 ---------- -------- --
2 1· 2 ---------- ----------

1 ---------- ----------
1 

1 Details aggregate more than total, because ·some establishments appear. in more than 1 classification, 
having both reduced and increased hours or giving more than.l reason for change. • 

• •. 2 All 33 establishments were in operatiqn when hour law:s _went into effect. 
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TABLE 11.-Hosiery: Change in scheduled hours and the reasons given for such change, 29 establishments, by State and individual schedule 

State and schedule 
number 

Wisconsin: No. L __________ ___ _ 
No. 2 ______________ _ 
No. 3 ______________ _ 
No. 4 ________ ______ _ 
No. 5 ______________ _ 

·rmnois: 
No. 6 ____ _________ _ _ 
No. 7 ______________ _ 

o. 8 ______________ _ 
No. 9 ___________ __ _ _ 
No. 10 ___ _________ _ _ 
No. 11 _____________ _ 

Massachusetts: No. 12 _____ _____ ___ _ 
No. 13 __________ ___ _ 
No. 14 _____________ _ 
No. 15 __ __ ______ ___ _ 

o. 16 _____________ _ 

No. 17 _____________ _ 

No. 18 _____________ _ 

New Hampshire: No. 19 _____________ _ 
No. 20 _____________ _ 

No. 21_ ____________ _ 

Employees Change in hours 

Total I Pee cent 

I I I 
Reasons given for change in hours 

number women Date of change Monday to Friday Saturday Weekly 

100 
152 
996 
215 

2,507 

438 
200 
122 
189 
418 
111 

89 
32 

298 
116 

476 

208 

584 

356 
142 

119 

HOURS REDUCED 

93. 0 1923 ____ _________ __ 9½ to 9________________ No change__ __ 52½ to 50______ Hour law. 
92. 8 1923_______________ 10 to 9 ____ ___ _______________ do_________ 55 to 60___ _____ Do. 
61. 9 1923 _______________ 10 to 9 ______________________ do _________ 55 to 50________ Do. 
78. 6 1923 ________ _______ To 91 ___ ______________ ('>------------- 52½ to 50______ Do. 
80. 0 Before 1923 ________ (') ______ ________ ______ (2)____ _ ________ To 501 ________ Policy of firm. 

51. 4 
70. 5 
54. 9 
52. 9 
50.0 
90.1 

1919 __ --- -- -- -- __ _ _ 
1919 __ ______ _____ --
1919 _________ --- ---
1919 _____ -- -- --- __ _ 
1919 __ -- __ --- ---- - -
1923 __ --- -- -- -- ___ _ 

80. 9 1919 ______________ _ 
87. 5 1919 ______________ _ 

5. 2 1919 ______________ _ 
57. 8 1919 ______________ _ 

59. 5 1911__ ____________ _ 
1919 _____ --------- _ 

69. 3 1910 ______________ _ 
191L •••••• _______ _ 
1919 _____ -- --- ---- _ 67.1 1919 ______________ _ 

10 to 9 ____________ _____ No change ____ 55 to 50 __ ____ _ _ 
10 to 9 ______________________ do_________ 55 to 50 ___ ____ _ 
10 to 9 ________________ _ _____ do ___ __ ____ 55 to 50 ___ ____ _ 
10 to 9 __________________ ____ do __ ___ ____ 55 to 50 ____ ___ _ 
10 to 9 __ _________________ ___ do _________ 55 to 50 _______ _ 
To 9 1 _________________ (2) ___________ __ To 50 1 _______ _ 

9¾ to 8¾-------------- 4¾ to 4¾------
9½ to 8¾----------- --- 5 to L _______ _ 
9½ to 8¾----------- --- 46/s to 4¾-----
Men, (') to 8¾------ -- (2) 
Women, (2) to 8¾----- (2) ____________ _ 
Women, (2) _________ __ ('>------------
Men, (2) to 8¾-------- (!) ___________ _ 
Women, (2) to 8¾----- (2) _________ __ _ 
(2) ------ __ _ --- __ ---- _ _ _ (2) _____ -- _ ----
(2) _________________ • _ _ (2) _______ • _. __ 
To 8¾ 1 _______________ (2) ___________ _ 

9¾ to 8¾-------------- 5¾ to 4¾------

53½ to 48 _____ _ 
52½ to 47¾----54 to 48 ____ ___ _ 
56 to 48 ___ ____ _ 
54 to 48 _______ _ 
56 to 54 __ _____ _ 
56 to 48 _______ _ 
54 to 48 ___ ____ _ 
58 to 56 ___ ____ _ 
56 to 54 __ ____ _ 
54 to 48 __ ____ _ 
54 to 48 ___ ____ _ 

Agreement with other firms. 
Do. 
Do. 
Do. 
Do. 

To meet competition for labor. 

Hour law. 
Do. 
Do. 
Do. 
Do. 
Do. 
~
Do. 
Do. 
Do. 
Do. 
Do. 

64. 0 1919 _______________ (2) ____________ _________ (2) ____________ To 48 1 ____ ____ Agreement with employees. 
78. 9 1917 _______________ No change____________ 5 to 4 __________ 55 to 54________ Hour law. 

1919 _______________ (,) ____________________ (2) ____________ 54 to 48 __ ______ Agreement with employees. 
91. 6 1917 _______________ (2) _ _ _ _ ________________ (2) _ __ _ ______ __ 55 to 54________ Hour law. 

1919 _______________ (2) ____________________ (2) ____________ 54 to 48 ________ Agreement with employees. 

1 Previous hours not reported. t Not reported. 

►.tj 
0 
~ 

►.tj 

~ 
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TABLE 11.-Hosiery: Change in scheduled hours and the reasons given for such change, ~9 establishments, by State and individ1ial schedule-
Continued 

State and schedule 
number 

. . 

New Hampshire-Con. No. 22 _____________ _ 

No. 23 ______ ______ _ _ 
No. 24 __ ______ _____ _ 

No. 25 _____ _____ __ _ _ 

No. 26 ____ __ _______ _ 

Rhode Island: No. z, _____________ _ 
No. 28 _____________ _ 

Illinois: No. 29 ________ __ __ _ _ 

New Hampshire: No. 25 ____________ _ _ 

Employees Change in hours 

Toto! I p,. eent 

I I I 

Reasons given for change in hours 

number women Date or change Monday to Friday Saturday Weekly 

143 

105 
139 

143 

476 

103 
164 

956 

143 

81.8 

69. 5 
79.1 

60.1 

· 62. 0 

1917 _ -- ------ ------
1919 _____ --- -------
1919 ___ __ __ _____ __ _ 

1917 ----- --- _ ------
1919 ______ --- ------
1917._ ____________ _ 
1919 __ ________ -----

1907 _ -------- _ -----
1913 ____ , ___ -------
1!)17 --------------
(2) _ - - - - -----------

HOURS REDUCE D-Continued 

No change ____________ 5 to 4 _____ ____ _ 
10 to 8¾------- -------- 4 to 4¼--------
10¼ to B¾------------- 2¾ to 4¾---- --

o change_-- --------- 4½ to 4 _______ _ 
10 to 9.%--------------- 4 too ____ _____ _ 
10 to 10¾--- --------- -- 5 to 3¾--------
(') - - - - ----- --- -------- (2) - - - - --- -- ---None _________ ___ ___ . __ 10 to 8 ___ _____ _ 
None ____ ________ ____ _ 8 to 5 _________ _ 

10 to 9¾--------------- 5 to 5¼--------
9¾ to 8¾-------------- 5¾ to 4¾------

55 to 54 _______ _ 
54 to 48 __ _____ _ 
54 to 48 _____ __ _ 
54½ to 54 _____ _ 
54 to 48 __ _____ _ 
55 to 54 __ _____ _ 
54 to 48 _______ _ 
60 to 58 _______ _ 
58 to 55 _______ _ 
55 to 54 __ _____ _ 
54 to 48 _______ _ 

Hour law. 
Agreement with employees. 

Do. 
Hour law. 
Agreement with employees. 
HoJ.J.r law. 
~~~~,:~-~ith change of main plant iu Massachusett.s. 

Do. 
Do. 

Competitive conditions; in anticipation of demand. 

52. 4 1919 _______________ 10 to 8¾----- - - ------- - 4 to 4¼---- ---- 54 to 48 ________ Changed with change of main plant in Massachusetts. 
54. 9 During war _______ 10 to 9 _________________ 4 to 3 __________ 54 to 48 __ ______ General demand; competitive conditions. 

HOURS INCREASED 

55.8 (2) ____ ___ _________ 8 to IQ _________________ (2) __ __________ To 591 ________ Demand for product less. Changed from three 8-hour 
to two shifts 10 and 11½ hours. 

60.1 1922 ______________ _ (2) _________________ ___ (!) ____________ 48 to 50 ______ _ ew firm bought mill and manager thought 50 hours a 
fair week. 

REARRANGEMENT IN WEEK-DAY A D SATURDAY SCHEDULES 

7& 9 1 1926-. •.....•.•.•.. 1 To 9¾ '···············1 To O '·········1 No ehango . .. . 1 Women p,ofornrl a 6-doy wook. 

1 Previous hours not reported. 2 ot reported 
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DETAILS FOR FIVE INDUSTRIES 437 

HOSIERY: STATEMENTS OF POLICY REGARDING CHANGES IN 
HOURS 

A. From fir ms that had not decreased hours. 
Wisconsin.-A plant with fewer than 100 employees, 73.9 per cent of whom 

were women, was established since the hour law went into effect . The man
ager stated, " nine hours is long enough for all of us." 

Massachusetts.-1. A firm with fewer than 100 employees, 90 per cent of whom 
were women. established since the hour law went into effect , reported "48 hours 
is plenty long enough." 

2. A firm with over 100 employees, 47.5 per cent of whom were women, 
reported that the 48-hour week was the normal standard when they began 
business in 1918 (one year before the law went into effect), and so it was 
adopted as a mat ter of course. They had no desire for longer hours. 

B. From firms that had decreased hours for reasons other than the law. 
Illinois.-A plant with between 100 and 200 employees, 90.1 per cent of 

whom were women, shortened hours to 9 a day in 1923. This plant was just 
over the Wisconsin line and practically all the employees lived in Wisconsin. 
When factories in Wisconsin were put on a 9-hour basis by law, the man
ager of this plant thought it was policy to keep his women contented by 
shortening hours also. 

Wisconsin.-A plant with behveen 2;000 and 3,000 employees, 80 per cent 
of whom were women, shortened hours to 9 daily and 49½ weekly before 
the law went into effect. The superintendent stated, "the Wisconsin law 
followed the practice of most progressive employers." However, in rush 
seasons before 1923 a department or part of a department occasionally worked 
10 hours. 

New Hanipshire.-1. A plant with between 4-00 and 500 employees, 62 per 
cent of whom were women, reported that previous to 1917 the plant had always 
run the full weekly hours allowed by law. A little later the hours were 
shortened to 48 a week. "We anticipated the demand rather than be forced 
to shorten l1ours later. This p1ant was not organized, but there were unions 
in paper and woolen mills in the town and these were making a demand for 
a shorter day and week." 

2. A plant with between 100 and 200 employees, 60.1 per cent of whom were 
women, was owned by a Massachusetts firm. Hours were changed from 54 
to 48 a week at the time the 48-hour law went into effect in ,Massachusetts, 
it being the policy of the firm to keep hours uniform in all its plants. In 
1922 the plant was sold and the manager then increased hours to 50, because 
it was llis "individual opinion" that this was a fair schedule. (This manager 
made the following statement concerning hours and production: A universal 
48- or possibly 44-hour week would produce sufficient hosiery to meet demands. 
There is overproduction at present. · Since 1920 efficiency has increased from 
25 to 40 per cent, largely due to great improvement in machinery. He had 
estimated the production of hosiery in the United States in 1920 on the basis 
of equipment reported in the hosiery directory. In seven or eight months, 
working a 50-hour week, he stated, this equipment would have produced more 
hosiery than was being consumed.) 

3. A plant with between 100 and 200 employees, 69.5 per cent of whom were 
women, hafl changed in 1919 from the 10¼-54-hour schedule allowed by law 
to an 8¾-48-hour schedule because of an agreement with its employees. The 
foreman reported, "We get more work done and less loafing" with shor ter 
hours. 

Rhode I slamJd,.-1. One plant, with between 100 and 200 employees, 52.4 per 
cent of whom wer e women, was owned by a Massachusetts firm, and hours were 
changed in 1919 f rom 54 to 48 to conform to the hours of the main plant. This 
change in no way affected policies of women's employment. 

2. Another plant, with between 100 and 200 employees, 54.9 per cent of whom 
were- women, changed from a 54- to a 48-hour week during the war because of 
the "general demand " for shorter hours. This change had no effect on policies 
of women's employment. 
C. F rom fir ms that had decreased hours because of the law. 

Wisconsin.- 1. A plant . with nearly 1,000 employees, 61.9 per cent of whom 
were women, changed the schedule of hours in 1923 from 10-55 to 9-50 for both· 
men and women. The assistant superintendent stated that the only loss from 
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438 EFFECTS OF LABOR LEGISLATION 

the hour cha~ge is from overhead cost There was no decrease notice·able in 
production. Hour decrease and increase in plant equipment balanced each 
other, and the women saw no decrease in their pay envelopes. The seamer~. 
etc., could spe.ed up a little and felt no pinch. Adjustment of pay for toppers 
in the full-fashioned department was the most difficult. An hour was lost from 
work and there was no chance to speed up the full-fashioned knitting machines. 
(No statement as to how adjustment was made for toppers.) 

2. A plant with between 200 and 300 employees, 78.6 per cent of whom were 
women, changed in 1923 from a 52½- to a 50-hour week for both men and women. 
The superintendent said, "Employees adjusted their speed to the amount of 
work to be done. Numbers may have been increased, but I doubt it." 

Massa.chus·etts.-1. A plant with fewer than 100 employees, 80.9 per cent of 
whom were women, changed in 1919 from a 53½- to a 48-hour week. The 
superintendent said that he would never go back to the old schedule, even if he 
could; " 48 hours is plenty long enough. In a few weeks workers were up to 
their regular production. It's much bette•r all around. The workers have more 
energy for their work and there is less turnover and absence. Work is not so 
monotonous ; the girls are better satisfied and so are· we. It has been a benefit 
to us." 

2. A plant with fewer than 100 employees, 87.5 per cent of whom were women ; 
both men's and women's hours were shortened from 521/2 to 47¾ a week. The 
manager said, "48 hours is sufficient for a week's work. Production never has 
been quite as high, but for a quality product 48 hours is plenty. It should be a 
Federal law,." The change in hours did not affect the employment of women. 

3. A plant with nearly 300 employees, 85.2 per cent of whom were women, 
changed men's and women's hours from 54 to 48 a week in 1910. The superin
tendent felt the law was· a good thing and that production did not fall off with 
shorter hours1

• The employment of women was not affected. · 
4. In a plant employing between 500 and 600 people, 67.1 per cent of whom 

were women, the superintendent said that he had been with the plant since 1895. 
At that time the hour schedule was 10½-58 hours. He said that the schedule 
was always an·anged to take advantage of the maximum hours allowed by law. 

5. A plant employing between 400 and 500 worker s, 59.5 per cent of whom 
were women, operated for a period of years with a 56-hour week for men and 
a 54-hour week for women. In 1919 hours for both were reduced to 48. Since 
the reduction of men's hours was somewhat greater, the change probably 
slightly increased the proportion of men. However, at no time was there a 
change in the jobs held by women. 

6. A plant with between 200 and 300 employees, 69.3 per cent of whom were 
women, was established in 1878. The manager said that hours had been short
ened each time there had been a change in the hour law, but that these changes 
had not affected the employment of women. 

TABLE 12.-Hosiery: Emtent of overtime, by State a(nd, department 

Extent of overtime 

All establishments _________________ _ 

No overtime _____________________________ _ 

Overtime in-
Knitting department only for-Men and women _______________ _ _ 

Men only _______________________ _ 
Knitting and other departments for-Men and women ________________ _ 

Men only ______________ _____ ____ _ 
Other departments or departments 

not reported for- . Women only ____ _________________ 

1 

Men and women _________ . ______ !_ 
Men only ________________ _____ __ _ 

All 
States 
visited 

142 

18 

Number of establishments studied in-

9 15 

4 

New 
Hamp
shire 

8 

2 

Rhode 
Island 

2 

1 ---- - ----- --------- - ---- - - ---- 2 1 - ---------
1 ----------7 6 

---------- ---------- - --- - --- - - ---------- l 
----- -- - - - ---------- 1 ---------- ----- -- ---

2 ---------- ---------- -- -------- 2 ----------
4 2 ---------- 2 -- ---- - ---
8 4 1 3 ------ ·--- ----------

1 One firm, not included, puts a small night force of men on women's jobs when needed. 
1 Includes topping and knitting, both in knitting department. 
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TABLE 13.-Hosiery: Effect on .women's em,ployment of need for overtime, by 
State 

Eficct 

.\JI establishments ........... --- --- · 

All 
States 
visited 

124 

No effect. ______ .. ·-. _. __ --· _____ __ . -· __ . -1---16-
Women work overtime. _______ _______ 

1

1 

Overtime not needed in women's de-
partments ____ _ .-· ___ -· _____ _______ _ 

Men em~loyed for overtime work on 
women s Jobs_ .. _____ ------·-------_ 

Women's employment affected __ ___ __ . __ _ 

6 

9 

Number of establi~hments studied in-

Wi~con- 1 Illinois Massa- Ila~- I Rhode 
sm cbusetts shire I Island 

-1--------
4 I 3 10 6 I 1 

I j 2 8 j 4 I 3-1---1 
1 -- - - ---- -- 1 1----------

1 ____ ______ I _ ____ _ __ _ _ 

23 2 
2 ,_______ ___ , 

More women employed-
Larger force kept the year around 

to take care of rush work_ ·· -- -· 
Extra women hired during busy 

season when men are employed 
overtime_. __ ---------· ----· --- 

Extra women hired when neces
sary but women also work over• 

1 1---------- ---------- 1 ---------- ,- - - --- -- - -

time occasionally. __ ___ ____ ____ _ 
Fewer women employed-men em

ployed on some women's jobs re-
quiring overtime_. _____ -· __ . ______ _ 

1 I ___ · --------------- -

2 -- -- ---- -- ---------- ---------- 2 - - ---- ----

2 ---------- - ----- - - -- ----- ---- - ----------

1 Excludes 1 firm that does not work overtime but puts a small night force of men on women's jobs when 
needed. 

' Detai_ls aggregate more than total, because 1 establishment appears in more than 1 group. 

HOSIERY: STATEMENTS OF POLICY REGARDING OVERTIME 

A. From firms having no overtime. 
IlUnois.-1. A firm employing between 100 and 200 workers, 54.9 per cent of 

whom were women, reported no overtime unless in an emergency, such as an 
unforeseen stoppage of machinery. The scheduled hours were 9· daily and 50 
weekly. The manager said, "A tired girl isn't worth the overhead she absorbs." 
He believed it much better to increase the force even for a temporary increase 
in business. 

2. A plant with between 100 and 200 employees, 52.9 per cent of whom were 
women, reported no overtime, but operated. the knitting machines, which were 
1tlways run by men, three 8-hour shifts in place of overtime. The manager 
said the number of women employed usually exceeded actual needs as it was 
desirable to have an elastic labor capacity. The women frequently did not 
work more than 8 hours a day, though th~ schedule was 9 hours a day and 50 
hours a week. Women had not been employed overtime for years. 

3. A plant with about 200 employees, 70.5 per cent of whom were women. 
operated on a 9-hour-daily and 50-hour-weekly schedule and had eliminated 
overtime. They made only one type of stocking, men's cotton hose, and could 
manufacture for stock. Thus they usually had a surplus on hand that took 
care of any rush order. They also had a reserve force of former women 
workers who could be called upon in cases of extra business. 

4. A firm with between 400 and 500 employees, half of whom were wome11i 
reported that they had had almo t no overtime since 1919 or 1920. Thi was due 
to unusual business conditions. Changes in market and product had kept 
the management on edge to maintain steady operation. The regular schedule
was 9 hours a day and 50 hours a week for most employees. Overtime had 
no effect on the employment of either men or women. 

5. A firm with between 300 and 400 employees, 84.5 per cent of whom were 
women, operated on a schedule of 9½ hours daily and 52½ hours weekly. 
The manager said there had been almost no overtime, unless in an emergency 
due to machine troubles, since war time. The size of the plant and tbe numbers 
on the pay roll were such that undertime was more common in mo t de
partments. 
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440 EFFECTS OF LABOR LEGISLA"TION 

6. A plant with fewer than 100 employees,_ 78.7 per cent of whom were 
women, reported no overtime except in knitting for the past three or four years. 
Recently the knitting department had been changed from the regular schedule 
of 9-50 to 10-55, and there had also been a night shift in knitting in place 
of overtime. 

Wisconsin.-1. A plant with bebyeen 1,200 and 1,300 employees, 83.9 per 
cent of whom were women, avoided overtime by the following plan: Depart
ments stop work as stock on hand permits. Employees leave at any time be
tween 4.15 and the scheduled closing time of 5.15. Their day would average 
8½ hours, thus allowing an extra half-hour when peak production is required. 
The employment manager said, "The company does not believe in overtime." 

2. A firm with between 100 and 200 employees, 92.8 per cent of whom were 
women, reported that business had been so slow that there had been more 
undertime than normal hours in the last two years. 

3. A firm with fewer than 100 employees, 80.5 per cent of whom were women, 
reported undertime more usual than overtime. The manager could remember 
occasionally working till 7 or 8 p. m. before 1917, but it was so unusual that 
it was most di organizing ancl bad. Such overtime was a last resort to get a 
special rush order out. They were glad to stop it. 

4. A firm employing between 2,000 and . 3,000 workers, 80 per cent of whom 
were women, reported practi cally no overtime. What there was was for emer
gencies only or in maintenance departments. The superintendent said that the 9-
hour Jaw interfered sometimes with equalizing departments. He would ap
preciate some method of extension of hours, such as a four-week emergency 
period. He stated that the law as originally drawn wRs meant to include such 
a proviso but is not so interpreted . 

.Ma8sachit-~etts.-l. The superintendent of a plant with fewer than 100 em
ployees, 80.9· per cent of whom were women, reported on the overtime situation, 
"All our knitters are girls and we figure on getting more machines and hiring 
extra help as the business enla rges. In the dye house in' rush seasons we have 
one man come in early and one late to make a longer day, but neither works 
more than 8¾ hours. Even this is irregular and seldom happens." 

2. The manager of a plant with f ewer than 100 employees, 90 per cent of 
whom were women, repo ·tecl that the factory was small, he bad everything at 
his fiugertips, and could operate without overtime. He did not believe in extra 
time for either men or women. " Forty-eight hours is long enough to do good, 
efficient work." 

3. A firm with fewer than 100 employees, 87.5, per cent of whom were women, 
made a staple product (men's seamless hose) and could manufacture in dull 
seasons fo1.• peak seasons. 

4. A firm with between 200 and 300 employees, 85.2 per cent of whom were 
·women, reported that since it was impossible to employ ·omen overtime, and 
since men's jobs were so closely bound up with women's, overtime was rare for 
men. Occasionally, if there was extra cleaning of machinery or readjustment 
of equipment, a few men were kept. There was practically no overtime for 
production. The superintendent sai<l there was a scar city of women in the 
labor market. They mn~t have womf..'n for mending, looping, and most of the 
fini hing pro esse . and do not always have einough for these jobs. He would 
use more on knitting and boarding if they were available. He would like to 
employ women overtime when there are rush orders, because of this scarcity 
of workers. 

Neio Hamvsll:ire.-A firm with between 100 and 200 employees, 79.1 per cent 
of whom were women, reported that because business was depressed during 
the last three year. the~· usually had not run to full capacity and were able to 
increase their force to t al~e care of peak production. 

Rhode I sland.-A plant with between 100 and 200 employees, 52.4· per cent 
of whom were women, reported no oYertime. The force , ·as kept about the 
same throughout the year. For four months in the year they would work the 
full scheduled week of 48 hom·s and the remainder of the time they worked 
slightly undertime. The workers preferred the steady job even with work 
slack part of the year. 
B. From firms having overtime for men only. 

Wisconsin.-A plant with few~r than 100 employees, 73.9 per cent of whom 
were women, found overtime necessary in 1925 because there ·was " an early 
fall, delivery was demanded previous to elates specified, and a jam resulted." 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



DETAILS FOR FIVE INDUSTRIES 441 

All men were skilled in all operations and even the manager helped. Overtime 
was frequent for about four weeks. Usually two or three men woulcl remain 
late, working as much as five hours overtime. The plant was too smaH as 
yet to equip for peak production. However, the manager said that night con
ditions were not favorable to girls and he did not want them for overtime 
work anyway, as they were no good the next day. Instead, he hired extra girls 
to finish the work done by the men at night. 

2. A. plant with about 100 employees, 93 per cent of whom were women, 
r eported considerable overtime during the three fall months. All the men 
may work one hour or more overtime and Saturday afternoons. Two nien 
were retained on boarding, where three women also were employed, in order 
to do overtime work, as boarding is often " the neck of tbe bottle." The 
superintendent was opposed to a 9-bour law and night-work law because 
of the inconveniences they cause in peak periods. It was necessary to take on 
from 10 to 30 extra women every fall because of restricted hours. They were 
always able to get extra help, but there was the extra overhead of keeping 
machines that were used only for three to five months of the year. 

3. A. plant with between 900 and 1,000 employees, 61.9 per cent of whom 
were women, found over time necessary at times in certain departments. In the 
dye house, where only men were employed, there might be overtime "one to 
three hours a night, two nights a month, if busy," and in the shipping depart
ment, also exclusively men's work, "more frequently." Both men and women 
did boarding, and here the necessary overtime was taken by the men. The 
assistant superintendent said that the need for overtime had no effect on 
women's employment. Equipment for work done exclusively by women was 
adequate, so that overtime was unnecessary. 

4. A. firm with between 200 and 300 employees, 78.6 per cent of whom were 
women, reported overtime necessary only in boardingi. For this reason men 
had been introduced into the boarding department in the last year and now 
constituted about half of the workers. At the time of the interview there were 
7 men and 8 women boarders. A r eport for 1923 showed 3 men and 12 women 
on this process. It was stated that men could work till 8 p. m. if necessary 
and were more efficient boarders ; the superintendent r egarded boarding as 
heavy work. However, his policy was to keep a few women boarders in case 
of labor trouble. A.side from boarding, the superintendent said the need for 
overtime had no effect on women's employment. "We have sufficient equipment 
and the manager keeps: the work balanced." However, he would like a half 
hour's leeway. " It would help in getting orders out on time." 

Massachusetts.-1. A firm with between 100 and 200 employees, 47.5 per cent 
of whom were women, reported overtime for full-fashioned knitters for about 
9 months in the year, averaging 1 hour a night 3 nights a week. This was 
due to the cost of these knitting machines. Full-fashioned knitterS' were 
always men. The force in other depar tments was increased as necessary to 
keep pace with the knitter . 

2. A. firm with between 100 and 200 employees, 56.4 per cent of whom were 
women, found overtime necessary for full-fashioned knitters and for boarders, 
work done entirely by men. 'rhe overtime for knitters amounted to about 90 
hours for each of three men in a period of three months. The overtime for 
boarders was much less and quite irregular. In the other departments the 
normal force was able to keep the balance in regular hours. 

3. A. firm with fewer than 100 employees, 65.2 per cent of whom were 
women, reported overtime nece~sary for full-fashioned leggers (knitters) for 
about 2 months in thei year, amount ing to about 2: hours a day for 5 or 6 men. 
This was due to the difficulty of getting extra experienced leggers. This: 
work was always done by men. With their present equipment the other 
departments were able to keep up with this extra production. The manager 
said he tried to keep the force steady throughout the year, and when not busy 
there might be undertime in certain departments. However, the workers wer~ 
satisfied, as their earnings were good even when working a little undertime. 

4. · A plant employing fewer than 100 worke·rs, 58.6 per cent of whom were· 
women, found overtime n~essary for 6 leggers from 3 to 6 months, amounting 
to about 1 hour a day. During this time one extra seamer ( a woman) was 
needed, but in other departments the normal force could handle the extr;, 
work, as these departments were a little slack when there was no overtime 
for leggers. Full-fashioned leg knitting was always done by men. 
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5. A firm with between 300 and 400 employees, 90.8 per cent of whom we1~ 
women, reported overtime for rib knitters, always men, for about 9 months of 
the year, amounting to about 5 hours' work 3 or 4 nights a week. The over
time was due to lack of space, and they were planning to eliminate it by 
enlarging the plant. The manager said he would like to work women overtime 
on looping, as production was behind in that department. He said it was too 
expensive to t each men looping so that it could be done at night. "It's a 
woman's job anyway." In tead, they were going to install more looping 
machines. 

6. A firm with between 500 and 600 employees, 67.1 per cent of whom were 
women, reported some overtime on knitting work done entirely by men. The 
superintendent said he did not believe in overtime and made an effort to avoid 
it. However, the labor supply was limited and high overhead made it necessary 
at times to use knitting equipment more than 8%, hours that the women 
work. If it were possible to have a sufficient number of women they could be 
put on knitting and overtime avoided. The ch,eaper labor cost of women would 
justify additional investment of fixed capital in machines, etc., but since the 
supply of female labor is limited in his locality, making it difficult to get a 
sufficient number of women even for " women's jobs," he employed men on 
knitting, as they could work long hours . 

7. A firm witl1 fewer than 100 employees, 58.5 }}er cent of whom were women, 
reported overtime as rare--" an hour ,now and then for men on men's jobs." The 
manager said they always kept a balance between men's and women's production 
jobs with men and women ,vorking the same hours. They would not want over
time for either men or women as a steady thing, as the quality of the product 
would suffer. "Overtime as a policy is N. G.," h e said, and though he was 
cramped by legal restrictions occasionally, he did not wish to make a protest. 
Production as to bo•th quality and quantity was satisfactory with the present 
schedule of hours. He felt, however, that it was a handicap to h ave the law 
prohibiting women's employment after 6 p. m., thus preventing an evening shift. 
His plant felt the r esult of this restriction, especially in topping. Being o near 
the market, their customers place small rush orders frequently, and with 
present styles they can not manufacture stock much ahead of orders. 

8. The employment manager of a firm with between 400 and 500 employees, 
59.5 per cent of whom were women, could recall only one period of overtime in 
seven years. This was for two months in the fall of 1925 and amounted to 
seven or eight hours a week for the full-fashioned knitters, who were always 
men. This overtime was due to an unusual demand for silk and wool hose for 
the Christmas trade. Extra bars could be topped by women in r egular hours 
for the men working overtime. If necessary, a few toppers were dismissed 
early and returned to work during the period of overtime. The other depart
ments kept up without difficulty. The firm trie? to keep the force uniform 
throughout the year, so at times there was a little undertime. 

9. A firm with between 200 and 300 employees, 69.3 per cent of whom were 
women, reported that the only overtime in the past 15 years had been on an 
occasional night in the shipping department in an emergency. Only men 
worked in this department, and two or three men might work until 9 p. m. The 
manager said, in accounting for this: "People buy too close and there is not 
much time between orders and delivery. We have no peak season. Business is 
very dull. We didn't change over to the new-style knitting and others who 
did got our business." 

New Hamp8Mre.-A firm with . between 100 and 200 employees, 81.8 per 
cent of whom were women, reported that the overseer of the knitting depart
ment worked overtime irregularly for about two months of the year, taking 
over machines run by women in the daytime. The foreman explained that 
women were not asked to do the overtime work because "they can't fix their 
own machines." 

C. From firms having overtime for both men and women. 
Illinois.-1. A .. firm with nearly 1,000 employees, 55.8 per cent of whom were 

women, reported overtime "for catching up only," which might be necessary 
in any department and for both men and women. The employment manager 
stated that there had been very little in: the past year. The schedule of the 
plant was 10 hours daily and 59 hours weekly. 

2. A firm with between 100 and 200 employees, 90.1 per cent of whom were 
women, reported overtime for three or four weeks in the fall of 1925. At 
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this time there was a night shift of knitters, and men and women in other 
departments worked about one hour overtime to keep pace. 

New Ha;mp,shire.-1. A. firm with between 100 and 200 employees, 60.1 per 
cent of whom were women, reported that for about two months before Christ
mas weekly hours for the entire force were increased from 50 ( the regular 
schedule) to 54 (the legal maximum for women) and possibly to 56 f or men. 
The force of women might also be increased. 

2. A. firm with between 100 and 200 employees, 69.5 per cent of whom were 
women, reported overtime for 5 or 6 girls, topping and knitting, for about 
6 weeks in a year, amounting to 5 hours a week. With the r egular weekly 
hours 48, this was possible within' the legal maximum. Two machine fixers, 
·men', worked overtime for about nine months of the year, as frequent shifts 
in demands (seamless sport ho e) required much extra adjustment of knitting 
machines. 

Rhode I sland.-A. firm with between 100 and 200 employees, 54 per cent of 
whom were women, working on a 48-hour-weekly schedule, increased this 
schedule to 54 (the legal maximum for women) rather frequently during three 
months of the year in the full-fashioned-knitting department (men knitting, 
women topping). In other departments ther e was very little overtime neces
sary. The superintendent said, "Some girls don't want to work overtime, and 
so it might be necessary to increase the force." Their policy was to keep a 
force throughout the year that was about sufficient for the busy season, running 
a little undertime when not busy. 

D. From firms having overtime for women only. 
N ew Hampshire.-1. A. firm with between 300 and 400 employees, 64 per cent 

of whom were women, reported some overtime, coming spasmodically rather 
than· at a regular peak season. This was due to the fact that orders were 
received irregularly and delivery demanded on short notice. A.t such times a 
night force of men might be · put on, while women in the finishing department 
worked overtime, six hours extra being possible within the legal limit. 

2. A. firm with between 400 and 500 employees, 62 per cent of whom were 
women, r eported very little and very irregular overtime, and this largely due 
to a greater change in demands for certain styles, shorter notice given on 
orders, etc. It was impossible to anticipate the demand. The greatest need 
for work past scheduled hours was in twisting and to a lesser extent in winding. 
To do twisting they put on a small night force of men from time to time. For 
winding they occasionally asked girls to work an hour longer in a day or 
Saturday aftern·oon, always, of course, within 54-hour limit. The superin
tendent said that a schedule of 48 hours, with a 54-hour allowance, was a 
grea_t convenience in emergencies. 

TABLFJ 14.-History: Ou-tstandAtn.g oh,anges that hav~ a;ffeotea the employment of 
men ana w01nen, by State 

T ype of change 

Number of establishments reporting changes in-

All 
States 
visited 

Wiscon• 
sin Illinois Massa• 

chusetts 
New 

Hamp• 
shire 

Rhode 
Island 

All establishments reporting . ...... . __ 1_29_
1
1---1 _1--1-__ 1_6---1 ___ 1_7--l---1-7---1-~__J'----1 2 

Product: 
FulJ.fashioned hosiery ........ · -·· ·· - · 
Other change . ..... . . .. .. .... . . ..... . . 

Introduction or improvement of ma• 
chinery: 

Knitting . . . . ·-······· · ······· ·- ... . . . 
Other or not reported ...... . . . . ...... . 

Selling methods. ·· ······· · ···· · ·· · ··· · ·· -
Other 2 •• • ••••••• • •• • ••••• • ••••••• • ··- •• __ 

8 
16 

2 
3 

11 2 7 
8 5 ·········· 2 1 ·-------·· 
1 1 ··--·- ·--· ------ ··-· -·-···----
5 · ··-·-···· ........ •. 3 ····--·-·- 2 

1 Details aggregate more than total, because some establishments appear in more than 1 group. 
2 Changes in departments or in numbers within a department. Includes 3 establishments discontinuing 

finishing processes, 1 establishment taking over the finishing for a branch plant, and 1 establishment adding 
a dyeing depa1 tment. 
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HOSIERY: STATEMENTS REGARDING OUTSTANDING CHANGES 
THAT HAVE AFFECTED THE EMPLOYMENT OF MEN AND 
WOMEN 

A. Introduction of full-fashioned hosiery. 
Wisconsin.-1. A firm with nearly 1,000 employees, 61.9 per cent of whom were 

women, added the manufacture of full-fashioned hose to that of seamless about 
12 or 15 years ago. This somewhat increased the proportion of men in the 
plant, as the knitting unit added (leggers and footers, men, and toppers, women) 
was about two-thirds men and one-third women. The superintendent thought 
other operations on full-fashioned hose took about the same number of men and 
women as on seamless hose. The group of knittel"S on seamless hose was 
reported as a little less than three-fourths (73.21 per cent) women at the time 
of the investigation. 

2. A firm with between 200 and 300 employees, 78.6 per cent of whom were 
women, introduced full-fashioned hosiery in 1923. The superintendent, report
ing on the readjustment, said that five girls were transferred from seamless to 
full-fashioned looping and seven from mock seaming to full-fashioned seaming, 
but only one of the 12 full-fashioned toppers was a transfer in the shop. The 
full-fashioned team consists of 3 or 4 leggers (men), 1 footer (man), and 2 
toppers (women) . Three to four new men to two new women probably were 
required by the change. The total increase was 12 new women to from 18 to 
24 men. The present team consists of 28 men knitters (both leggers and 
footers) and 11 women toppers. All seamless bitting is done by women. 

3. A firm with over 2,000 employees,, 80 per cent of whom were women, intro
duced full-fashioned ho iery in 1914. The super intendent gave the full-fash
ioned team as 7 leggers and 4 topperSI to 2 footers, or 9· men to 4 women. At 
the time of the investigation, the employees in the full-fashioned-knitting de 
partment numbered 357 men and 196 women, and in the seamless-knitting de· 
partment there were 64 men and 472 women. 

4. A firm with over 1,000 employees, 83.9 per cent of whom were women, 
introduced full-fashioned hosiery in 1922. The industrial engineer said this 
increas.ed the proportion of men materially, as the proportion of men to women 
in the seamless-knitting department was 1 to 15, while in the full-fashioned
knitting department it was 2 to 1. In the transition they lost a few girls who 
had been seamless knitters and transferred a few to topping. 

Massachusetts.-1. A firm with about 100 employees, 47.5 per cent of whom 
were women, introduced full-fashioned hosiery in 1922. There were four 
women doing seamless knitting at that time. One was kept on knitting; the 
other three were placed in other jobs. Men were put on full-fashioned knitting. 

2. A firm with nearly 300 employeeS', 85.2 per cent of whom were women; in
troduced full-fashioned hose in February, 1926. They had only eight full
fashioned-knitting machines at the date of the investigation, with 35 employees 
in the department-18 men and 17 women. Six new men had been hired and 
the others, both men and women, had been shifted from other parts of the 
plant. 

New1 H<111npshvre.-A firm with between 100 and 200 employees, 60.1 per cent 
of whom were women, added full-fashioned hose early in 1926. The superin
tendent said that the same number of men and women were added to the force. 

B. Trade demands. 
W isconsin.-A firm with about 100 employees, 93 per cent of whom were 

women, employed 33 women on seamless knittin·g. The superintendent said 
the tendency toward finer fabrics, requiring an increased number of needles, 
had slowed the operation of knitting machines, requiring the employment of 
more knitters in proportion to output. 

Ill'inois.-1. A firm with between 100 and 200 employees, 90.1 per cent of whom 
were women, had changed from knitted feet to regular hosiery as their principal 
product. This had increased the number of women knitters. This change· re
sulted from the advent of the low shoe, almost destroying the market for" feet," 
which at present amounted to only about 5 per cent of their product. 

2. A firm with nearly 1,000 employees, 55.8 per cent of whom were women, 
bad always made children's black ribbed hose. The employment manager said that 
the style changes that had come about in the industry had caused the total 
number of his employ~es to decrease. Not so many black hose are being worn 
by older children ; " s.ize 9 and 10 don't go so good." 
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3. A :firm with nearly 200 employees, 52.9 per cent of whom were ,vorq.en, re
ported the necessity for carrying a line of 58 colors in women's hosiery. The 
office manager said the increase in the number of colors required had slowed up 
the work of the packing and shipping departments somewhat. Occasionally 
(when goods were not knit undyed) it meant also a slowing of knitting and 
all direct production departments for matching colors and setting up of ma
chines. The effect of this requirement of a greater range of colors was, there
fore, either to decrease production or to increase the number of employees. 

Massachusetts.-The superintendent of a firm with fewer than 100 em
ployees, 80.9 per cent of whom were women, said that in the shipping depart
ment an increase of three or four men recently had been necessary, because, 
due to many changes in styles, orders came in more frequently but for smaller 
lots of goods . 

• New Hampshvre.-1. The superintendent of a plant with nearly 500 employees, 
62 per cent of whom were women, said there had been a fluctuation in the pro
portion of men and women, more especially in the last few years, due to varying 
demands for different products, sometimes products requiring men's knitting 
being in greater demand, sometimes those requiring knitting done by women. 
For example, a certain set of 60 machines were adjusted to three products in 
one year : first, men's hose with mock rib top, knit by men ; second, women's 
heavy hose, knit by men; last, fancy hose with ribbed tops, knit by women. 
This means that one group or the other may have to be laid off for a time, 
though they are shifted to other departments if possible. There has been a 
great change in merchandising. Where formerly there were a few staples and 
" we used to end the year with more orders than we could fill in the next year, 
all from a few firms," now there are many styles and varying demands. 

2. A firm with between 100 and 200 employees, 79.1 per cent of whom were 
women, reported that about 15 years ago jobbers began to demand special pack
ing, labels, bands, etc. This demand has increased. It must be met. with a 
corresponding increase in the force of women in the finishing department. 

Rhode Island.-The superintendent of a firm with 100 to 200 employees, 54.9 
per cent of whom were women, said that between 1909 and 1918 (abOut) they 
had made a great deal of band-embroidered hosiery. This went out of fashion 
and nearly 100 girls were laid off. 

C. Improvements in machinery-Knitting machines. 
Massachusetts.-1. A firm with between 400 and 500 employees, 59.5 per cent 

of whom were women, had begun in 1920 gradually to replace 12 and 14 section 
full-fashioned-knitting frames with 18 and 20 section frames. Both the smaller 
and the larger frames sometimes required a man helper, depending on the skill: 
of the knitter, need for learners, etc. The new large frames, however, always 
required two toppers (women), while the old frames required only one. This 
change tended to increase slightly the proportion of women. 

2. The manager of a plant with about 200 employees, 69.3 per cent of whom 
were women, said that business was very dull and production had dropped way 
down. He said the firm had a process of their own and did not change over 
to modern knitting machines, so other firms got all their business. In 1918 
they had bad about 120 women knitters and now only 30, due to failing business. 

New Hampshire.-1. The president of a firm with between 100 and 200 em
ployees, 91.6 per cent of whom were women, gave the following outline of the, 
development i.n hosiery machines, going back to "when I was a boy." "Forty 
years ago knitting was being done on hand looms by women, and the hose 
seamed on ordinary sewing machines." The first machines doing seamless knit
ting were introduced about this time. Adjustment in knitting the heel had 
to be done by hand, and required strength, so men became the knitters. Up to 
32 years ago looping was done by women in their homes, by hand on finer goods, 
with a sewing machine on cheap goods. Then machine looping was introduced 
into the factory. About 25 years ago semiautomatic knitting machines were 
introduced and women once more became the knitters. However, other factors 
entered in at these times of change, increased production, etc., so that workers 
taken off one process often could be placed elsewhere in the factory. 

2. One further step in the development of knitting machin~ry was reported 
by a member of a firm employing between 300 and 400 workers, 64 per cent 
of whom were women. About 1922 full-automatic machines were introduced, 
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replacing some of the semiautomatic machines. At this time 150 machines, 
run by' 50 women, were scrapped and replaced by 200 machines, run by 26 men. 
These new machines made the whole stocking from "top to toe." In some 
cases they would also put in a hem; in other cases a hem was put in by a 
separate machine (welting). Some women taken off the knitting machines 
were taught welting, but there still was a decrease in the proportion of women, 
due to this change. 

3. The owner of a plant employing between 100 and 200 workers, 79.1 per 
cent of whom were women, said automatic knitting machines were introduced 
into his factory 10 or 15 years ago. Previously men had knit on machines 
requiring hand adjustments at the heel, and girls topped, a team consisting of 
one knitter to three toppers. Two types of automatic machines were introduced. 
One started with a ribbed top and completed the stocking to the toe. On these, 
women were placed. The other knit the stocking from hem to toe, and in SOJ:\le 
cases welted it. On these men were placed. A few women were needed for 
welting hose knit on the second type of machine. 

D. Changes in departments. 
Illinois.-A firm with between 100 and 2:00 employees, 90.1 per cent of whom 

were women, stated that they had begun a campaign of selling direct to the 
consumer. This had required the employment of nine women in the mailing 
and shipping department which two years ago consisted of only one man. 

Massa,chusetts.-1. Two plants belonging to the same firm, one employing 
between 100 and 200 employees, the other employing nearly 500 worke•rs, 
reported a shift of work from the smaller to the larger plant. The smaller 
plant began in the fall of 1923 to shift gradually from ingrain (dyed) to gum 
(undyed) knitting. With this change :finishing operations were gradually 
given up and such work was transferred to the larger plant. Since :finishing 
operations require more women than men, this shift would tend to decrease the 
proporti'on of women in the smaller plant and increase it in the larger plant. 
Statistics on men and women employed were· available in both plants for certain 
dates before and after this change. These :figures seemed to indicate that other 
factors had tended to neutralize the effect of the shift, as the proportion of 
women employed in the small plant that decreased the :finishing department 
was 64.6 per cent in 1922, 65.1 per cent in 1!)24, and 56.5 per cent in 192,6, while 
in the larger plant, that increased the :finishing department, the proportion ' 
of women employed was 62.4 per cent in 1922, 54.2: per cent in 19i24, and 59.3 
per cent in 19-2:6. 

2. A firm with fewer than 100 employees, 58.6 per cent of whom were women, 
began In the summer of 1925 to manufacture on contract for a fl.rm that did 
it::i own :finishing. The fl.rushing ·department in the first plant was therefore 
disc0nt_inued and the workers dropped were 1 boarder and 1 shipper, men, 
and 3 menders and 1 boxer, ,women. 
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TABLl!l 15.-Hosiery: Employment of men and women in the various departments, 81 establishments reporting occupation, by State 

['l'he method of reporting on occupations varied. In some establishments only departments were given, and within this group·there was some diversity as to what was included 
in a single department. Thus mending is sometimes included in inspecting, but sine both are practically always women's jobs no confusion results. In other plants occupa
tions within the departments were given in great detail. However, in all cases it was possible to make a division within tho classification shown in the table. In the finishing 
department certain jobs were practically always done by women, such as boxing, labeling, stamping, pairing. In some plants mending and inspectinf.( might be included in the 
finishing department. In some plants certain men's jobs, as heavy packing and shipping, were included in the group reported as finishing. For this reason the finishing de
partment is placed in the group of departments in which the proportion of men and women varies.J 

Number of establishments employing women and men as specified in-:-

All States visited Wisconsin Illinois 
Department 

Massachusetts New Hampshire Rhode Island 

Women Men Men Women Men Men Women Men Men Women Men Men Women Men Men Women ~~n Men 
only w~~~n only only w~~~n only only w~~~n only only w~~~n only only i w~~n only only women only 

---------------)-- -- --- - - ---------------------- - --- ----- --------
Usually composed entirely or women: Topping _______________ __ _________ _ 

17 -- -- -- - - ------ 4 - ------- -- - --- 7 - --- - --- ------ 3 ---- - --- ------ 2 - ---- --- - -----Looping 1 _ __ ________ _ _ _ __________ _ 26 2 3 7 
4 
3 
5 

1 --- --- 9 
7 
9 

1 ------ 5 
3 
6 
5 

3 1 - -----
3 l ------

2 Seaming ____ _______________ ______ _ 17 1 
Mending __ --------------- ·· ---- --- 21 2 Inspecting __________ __________ __ _ _ 23 1 

Usually composed entirely of men: 
Full-fashioned knitting_ ________ __________ 1 Dyeing _____ ______ . ____ _____ __ ___________________ _ 
Shipping_________ __________ __________ ____ 2 

Having varying proportions of men 
.a~d ~omen: F1rushrng ___________ __ ___________ _ 

Seamless knitting __ ______________ _ 
Boarding ________________________ _ 
Winding ____ _____________________ _ 

12 
7 
2 

13 

13 
15 
8 

10 

1 
4 1 

11 -- -- - --- --------
20 
9 

1 
14 

5 
4 

4 

2 
4 
5 
1 

9 

4 ---- - --- -------- -- - - -- -------- 1 
5 _____ _. _ _1 ________ 2 ---- ---- - - - -----
5 I 61 ------ ·------ - - --- - ---

2 
{ I 
1 
1 

1 
2 
1 
1 

3 
2 
1 
3 

4 
1 
2 
4 

1 ------
2 
1 
1 

4 ------- - -------- 1 ------ - - -- ----- - 2 
1 
1 

4 
2 

8 
1 

2 6 ------ 1 -------- ----- -
1 -------- 8 ------ --- ----- -------- ---- - -
4 -------- ----- -- - 7 - - - ----- -------- 1 

3 4 ------ 2 -------- - --- - -
Occupation not reported _____________________ _ 11 

I -------- -------- ------ --------1 6 ------ -------- 5 ------ -------- ----- --- ------ ---- - --- ----- --- ------

1 In 2 plants where no looping was reported, figures for loopers probably were included with those of seamers. 
2 The men employed were helpers or roustabouts and not engaged in looping operation. 
3 2 men and 91 women were employed in a looping and seaming department. 
• 3 men and 184 women were employed in the inspection department. 
• Shipping includes a mail-order department of semiclerical work. 
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HOSIERY: STATEMENT REGARDING TH'E EMPLOYMENT OF MEN 
AND WOMEN IN THE VARIOUS DEPARTMENTS 

The manufacture of hosiery is largely a woman's industry. Occupations in 
the industry usually done by women are topping, looping, seaming, mending. 
inspecting, and :finishing; occupations almost always done by men are full
fashioned knitting, dyeing, and shipping. The only plant where women were 
found operating full-fashioned-knit ting machines was in Massachusetts. The 
occupations on which both men an<l women are likely to be employed are 
seamless knitting, on which process sometimes only men and sometimes only 
women are employed, depending on the type of machine and the personal policy 
of the employer; boarding and pressing, which some employers consider too 
hard for women while others employ only women on it ; and winding, which 
often is a process on which only women are employed. 

HOSIERY: STATEMENTS OF POLICY REGARDING THE OCCUPA
TIONAL OPPORTUNITIES FOR WOMEN 

A. 'Employment on full-fashioned-knitting machines. 
Wisoonsin.-1. The industrial engineer of a plant employing over 1,200 

workers, 83.9 per cent of whom were women, said he saw no reason why women 
could not operate full-fashioned-knitting machines if they had the services of 
a machine adjuster, as women do not usually learn the technique of their 
machines. His firm had never thought of putting women on this operation, he 
stated, because the full-fashioned knitters, being men and union members, 
seemed to have preempted this job. 

2. The superintendent of a plant with over 2,500 employees, 80 per cent of 
whom were women, said that for the present this company would not consider 
the innovation of putting women on full-fashioned machines, though probably 
they would be satisfactory. 

3. The superintendent of a plant with nearly 1,000 employees, 61.9 per cent 
of whom were women, said that women had never operated full-fashioned 
machines, though they are skillful enough to do it with the aid of a ·machine 
adjuster, a man; "they just haven't done it." He suggested that the weights 
on the machine might be too heavy for them. 

Massaohusetts.-In a plant with nearly 300 employees, 85.2 per cent of whom 
were women, two girls were being taught full-fashioned knitting. One had 
lJeen a topper, the other a seamless knitter, and they were transferred to 
this work partly as a tryout to determine whether or not the future policy 
would be to include women on full-fashioned knitting. 
H. Employment on seamless-knitting machines. 

Massachusetts.-The superintendent of a plant employing nearly 300 work
ers, 85.2 per cent of whom were women, said the local labor market was such 
that he seldom had as many women employed as he could use on production 
processes. His only reason for employing men as seamless knitters was that 
it was impossible to get enough women . · 

New Hampshire.-1. The super intendent of a plant with between 100 and 200 
employees, 60.1 per cent of whom were women, said, "Men have always knit 
on women's hose and done rib knitting. Women do only t ransfer knitting on 
half hose." · 
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2. The superintendent of a plant with nearly 500 employees, 62 per cent 
of whom were women. said the fir st automatic machines, introduced about 
1890, were considered too heavy for women, but while men were put on knitting 
in place of women, women were required as toppers. Later women were put 
on certain types of automatic knitting machines, either doing their own topping 
-Or with other women to top. This was not necessarily a replacement of men, 
as men continued on other types of machines. Full-automatic machines were 
introduced about 1921. Only men had been put on them, chiefly because in busy 
seasons it is desirable to run them longer hours and at night, to get greater 
production from expensive machines. However, this greater production requir ed 
additional women on finishing operations. The employment of men rather 
than women on these machines apparently was not due to legal restrictions of 
women's hours. The firm considered night work unsuitable for women, and 
women could and did work overtime on some operations, as the scheduled 
hours were 8¾ daily and 48 weekly, .while the law permitted 10¼ h urs daily 
and 54 weekly. The superintendent said it was difficult to determine to what 
extent these changes in machinery may have affected proportions of men and 
women, as usually they were the accompaniment of expansion in business. 

3. A firm with between 100 and 200 employees, 78.9 per cent of whom were 
women, bad introduced the full-automatic machines in 1922, replacing some 
of the semiautomatic machines, operated by women. Men were put on most 
of the new machines, but two of the operators were women. 

4. A firm with over 100 employees, 69.5 per cent of whom were women, had 
just installed three of the full-automatic machines and had a girl operating 
them. The foreman said if more were introduced and it became necessary to 
have one worker operate a larger number of machines, men might be put on 
them, as it was " hard for a girl to do so much standing and walking." But he 
added that "a girl could operate as well as a man or better; more careful and 
doesn't waste so much." 

C. Employment on boarding or pressing. 
Wisoonsiin.-1. A firm with between 1,200 and 1,500 workers, 83.9 per cent of 

,vhom were women, reported that boarding had been extended to women in 1923. 
Fo1·merly boarders were all men ; now they are half women. It was stated that 
the general belief had been that only men could do boarding, but experiment 
proved that girls could do it efficiently. They learned to guard against burns 
and their hands became used to it. 

2. A firm with nearly 1,000 employees, 61.9 per cent of whom were women, 
employed 43 men and 48 women on pressing or boarding. The superintendent 
"'aid that before the steam form was introduced for pressing, more than 10 years 
ago, all pressers were men, but now they are both men and women and women 
do better work than men on fine chiffon hose. 

Illvnois.-1. The manager of a plant with about 300 employees, 84.5 per cent 
of whom were women, said that women were put on boarding in 1917 and have 
been kept on since. In November, 1925, there were reported 5 men and 19 
women boarders. 

2. In a plant with between 100 and 200 employees, 5,2.9 per cent of whom 
were women, women were given jobs in the boarding room during the war. 
Only two were left at the time of the study, as men wanted the jobs back and 
the foreman thought the work and the heat of the room too much of a physical 
hazard for women . He said women still frequently applied for jobs as boarders, 
as they were paid the same as men. The applicants had said they did not 
mind the work. 
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TABLE 16.-Hosiery : EmplOr]Jment of women in supervisory positions, by State 
and size of estabUshment 

Size of establishment and type of 
supervisory position All 

States 
visited 

Number of establishments studied in-

Wiscon• 
sin Illinois Massa• 

chusetts 
Ne>1' 

Hamp• 
shire 

Rhode ' 
Island 

---------------1-----1 1---- --- - - - --- ---

All establishments ••.............. __ 42 8 9 15 8 
====,l=====l====l=====t=====.==== 

Establishments of under 100 employees_._ 9 2 6 -···--- --+ ··-··----.__ __ _, , ___ _,_ ___ .._ __ ......,. ___ _,1'-----
Foremansbip: I 

Foreladies __ ·---··- --- -- ---- ---- -- 31 1 2 I ··· --
Assistant foreladies only ________ -· 1

5 
··-----·

2
·· ---------· 1 ========== =====----· 

Esta::s::::: s:rp:::i:::-~-~~~~·~~-:~--
3 

--··--·---1-·--··---· 
ployees •• · ····- --·······-·------ __ -· .. __ 

Foremanship: 
Foreladies_. __ ··--·· ·- ·- ·- ___ . _ --· 
Assistant foreladies only ___ . __ ._._ 

~tber supervisors_:·------------ _____ _ 
o woman superVIsor. _ --··---- ------

Establishments of 200 and under 500 em-
. ployees ..•• ·-·-- -······ ·········-··-···· 

16 2 
f------H----1----+-----+----f---

10 
2 
1 
3 

11 

2 
1 

2 

I 1 --- - ------ ··-····--- -····--- - - ----···--· 
1 2 

4 4 
----11-----!----+------+--- -

Foremanship: ,, 
Foreladies . . ·-·····-··---·--··-·-· 5 2 2 .. 

0 
h Assistant_foreladies only.·--··--·- 3 2 ····---· -- ------ 1 - -··- ·-···· 

t ersuperv1sors_·--···------···-·-- 1 --- -- ---·· ---·-·-·-· 21 ··-· ··-- ·· ·-·····-·· 
No woman super;visor. ... ---·------ - - 2 -·-------- -·-------- 1 1 ···--··· -· 

Establishments of 500 employees and over_ 3 6 33 2 ····-····- - -········ 
----ll------l----1----1-----+----

Foremanship: 
Foreladies. ·····-·····-- -· ·-· -·-·· 
Assistant foreladies only. ____ ... :_· 

Other supervisors __ ._ .. __ ...... ·····-
No woman supervisor·---·-----·---·· 

1 Woman in charge of mailing department. 
2 Instructors. 

2 2 ·-········ ··--··---· ......... . - ····-·-· · 
3 1 1 ••..•..... - ········· 
3 4 3 -··· -·---- ·-····-··- ·-·-·····- -·-···--·· 
1 -····--··· ··-·-·--·· 1 ·········- -·-······ · 

3 Details aggregate more than total, because some establishments appear in more than one group. 
4 l plant, 1 employment manager and assistants, other women supervisors, details not reported; 1 plant, 

2 assistants in employment department and instructors; and 1 plant, woman in employment department 
nd 4 nurses in first-aid department. 

HOSIERY: STATEMENTS OF POLICY REGARDING THE EMPLOY
MENT OF WOMEN IN SUPERVISORY POSITIONS 

A. From firms employing women in a supervisory capacity. 
Wisconsin.-1. A plant with about 100 employees, 93 per cent of whom were 

women, had 1 woman supervisor-in charge of the mailing department. The 
superintendent said he preferred men because of personal prejudices. 

2. A firm with over 200 workers, 78.6 per cent of whom were women, em• 
ployed 2 women supervisors-a forelady and an assistant forelady. T~e 
superintendent stated that men supervisors flt in better than women and have 
a more general knowledge of machines. 

3. A fltm with over 2,000 workers, 80 per cent of whom were women, em
ployed assistant foreladies, their policy being to have a woman assistant to 
the foreman in departments employing large numbers of women. 

Illinois.-1. A firm with over 100 workers, 54.9 per cent of whom were 
women, employed 1 woman supervisor-a forelady. The superintendent said 
it was usually the policy of the firm to promote men to supervisory positions.. 
He felt that ·women were not so interested as men in assuming responsibility. 

2. A firm with between 400 and 500 employees, 51.4 per cent of whom were 
women, had 5 forewomen, the policy being to have a forewoman wherever any 
n.umber of women were employed. 

3. A firm with over 100 employees, 90.1 per cent of whom were women, em· 
ployed 5 womel') supervisors-1 forelady and 4 assistant foreladies-the policy 
being to have either a forewoman or a sistant forewoman in each department 

· where women were employed. 
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4. A plant with between 100 and 200 workers, 52.9 per ceut of whom were 
women, employed 1 woman supervisor-an assistant forewoman. The office 
manager stated that it was not the policy of the firm to emploJ women as 
supervisors. He thought women preferred a " male boss." 

5. A firm with over 400 workers, half of whom were women, employed 1 
woman supervisor-an assistant forewoman. The manager said the possibility 
of a woman's withdrawing from industry is always a bugaboo, which has made 
them hesitate to appoint them. They have no women on parallel rank with 
men. 

6. A firm with about 200 workers, 70.5 per cent of whom were women, em
ployed 2 women supervisors-foreladies. The superintendent said the firm 
generally prefers men, as probabilities are that they will stick to their jobs 
longer than women and know more about the business generally. 

7. A firm with over 300 employees, 84.5 per cent of whom were women, had 
4 women in supervisory positions-assistant forewomen. The manager said 
he had tried to follow out the policy of having a woman in charge wherever 
the number of women exceeded the number of men. However, he said he 
had invested considerable personal effort, overhead, etc., in training apt girls 
to the position of forelady only to have them marry and leave. Also, he felt 
the chances are that a man ""ill get along with his workers, either male or 
female, better than a woman supervisor. For these reasons he had recently 
put a foreman over two women who formerly were regular department 
supervisors. 

8. A firm with fewer than 100 workers, 78. 7 per cent of whom were women, 
employed 2 forewomen. The superintendent felt that women give more atten
tion to small details, and that is the sphere of foreman or forelady, as policies 
are determined by superintendent and general manager. 

Massaohlusetts.-A firm with over 300 workers, 90.8 per cent of whom were 
women, employed 2 women as instructors but none in strictly supervisory 
positions. The manager said, "It takes a man· to run a department of women. 
Women get too familiar with the workers and trouble ensues." 

New HwmpsMre.-1. A firm with between 400 and 500 workers, 62 per cent 
of whom were women, employed women as assistant supervisors. The super
intendent said that employing women as foreladies caused "too much jealousy" 
but they were very satisfactory as assistants. 

2. A firm with between 100 and 200 employees, 91.6 per cent of whom were 
women, employed a woman as assistant to the foreman in one department. 
The president said they had had forewomen but they were not satisfactory, as 
they were "apt to have favorites." 

3. A firm with between 100 and 200 workers, 60.1 per cent of whom were 
women, employed 1 woman supervisor. The superintendent said that while a 
woman was satisfactory in some respects, she could not do the mechanical 
things so well as a man. 
B. From firms not employing women in a supervjsory capacity. 

Wisconsin.-1. A firm with between 100 and 200 employees, 92.8 per cent of 
whom were women, reported that machine adjusters are also foremen. It was 
unnecessary overhead to have women supervisors who could not act as machine 
adjusters. . 

2. The manager of a plant with fewer than 100 employees, 80.5 per cent of 
whom were women, said the " girls don't like foreladies and complain about 
them." · 

Massachusetts.-1. A firm with nearly 100 employees, 80.9 per cent of whom 
were women, had tried a woman supervisor who did not prove satisfactory. 
The superintendent said " we find from experience that women do not like to 
take orders from women." 

2. The manager of a plant with fewer than 100 employees, 90 per cent of 
whom were women, said they had tried a wo:i;nan supervisor once and found 
her very unsatisfactory. "She could not rise above her personal feelings 
toward the workers." 

3. The manager of a plant with fewer than 100 employees, 87.5 per cent o! 
whom were women, said women were very capable as supervisors but not 
necessary in that factory. 

4. A firm with between 200 and 300 employees, 69.3 per cent of whom were 
women, reported having had a woman assistant to a foreman who was very 
satisfactory but who had quit. As business had declined it was not necessary 
to hire another. 
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New Bampshire.- 1. A firm with between 100 and 200 employees, 81.8 per 
cent of whom were women, reported no women supervisors, as it was more 
convenient to have a man to do heavy work. 

2. A firm with between 100 and 200 employees, 78.9 per cent of whom were 
women, reported that departments are small and foremen do work around the 
department, such as fixing of machines, that a woman can not do so well. 

3. A firm with between 300 and 400 workers, 64 per cent of whom were 
women, had tried women supervisors and found them unsatisfactory, as they 
did not get along with the other women. 

TABLE 17.-Hosiery: Employment met7wd8, by State wru1 ·size of establish,m,ent 

Size of establishment and type of 
employment methods All 

States 
visited 

Number of establishments studied in-

Wiscon
sin illinois Massa

chusetts 
New 

Hamp
shire 

Rhode 
Island 

---------------- 1---- -------- ---- - --- - - --

All establishments ______ ___________ _ 

Establishments of under 100 employees: 
Employment in charge of-Foreman ________________________ _ 

Other official. ___________________ _ 

Establishments of 100 and under 200 em
ployees: 

Employment in charge of-
Employment manager ___________ _ 
Foreman ________________________ _ 
Other official. ___________________ _ 

Establishments of 200 and under 500 em
ployees: 

Employment in charge of-
Employment manager ___________ _ 
Foreman. _______________________ _ 
Other official. ___________________ _ 

Establishments of 500 employees and over: 
Employment in charge of-

Employment manager ___________ _ 
Foreman ________________________ _ 

I 39 I 8 I 9 114 2 

2 ---------- --------- - 2 2 ---------- ----------
8 2 2 5 

1 ---------- ---------- 31 ---------- ----------
5 j 1 ----- ---- - ---------- 5 4 

12 ! 21 6 3 3 3 I 2 2 

2 
4 
5 

7 1 ----------
s 2 
s3 

1 ---------- ----------
1 
2 

1 ----------

4 9 3 1 ---------- ---------- ----------
2 ---------- ---------- 2 -------- -- ------ - ---

1 Details aggregate more than total, because some establishments appear in more than one group. 
2 In 1 plant forewoman of finishing employs for her department and superintendent employs for all others; 

and in 1 plant superintendent and foreman employ "by mutual understanding." 
a In 1 plant employing is done partly by employment manager and partly by 1/Uperintendent of hosiery 

department. 
4 In 1 plant foreman, superintendent, and assistant superintendent all employ. 
1 In 1 plant forewoman of finishing employs for her department and superintendent employs for all others. 
a In 1 plant general manager interviews applicants and sends them to foreman or forewoman for approval. 
7 Employment department. . 
s In 1 plant employing is done partly by foremen and partly by the superintendent. The foremen may 

discharge. 
e In 2 plants the work is centralized and in the other the employment department consults with foremen, 

· especially where men are concerned. 

T ABLE 18.-Hosiery: Method, of tra'ining employees, by State 

Method of training All 
States 
visited 

Number of establishments studied in-

Wis
consin Illinois Massa

chusetts 
New 

Hamp
shire 

Rhode 
Island 

----------------i----11---- - --- ------------
All establishments _________________ _ 

In a school. ______________________________ _ 
On the job: 

By special instructor _________________ _ 
By foreman or other employee _______ _ 

Practically no training - experienced 
workers 3_ • • ----------------------------

I 41 I 9 I 15 8 2 
---- --------f----;----1-----

2 2 ---------- ----------

2 
34 

1 
9 

6 ---------- ----------

2 2 ---------- - -- -------

1 ---------- --- -- ---·· 
2 8 2 

6 1-. ------ -- ----------

' 1 Details aggregate more than total, because some establishments appear in more than one group. 
2 In 2 plants topping, looping, and seaming were taught in school and other processes were taught on the 

iopin 4 plants inexperienced workers occasionally were employed and trained, but the policy was to hire 
experienced workers. 
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HOSIERY : STATEMENTS OF POLICY REGARDING METHODS OF 
TRAINING 

A. From firms that hire only experienced workers. 
Massaohusetts.-1. The manager of a plant with fewer than 100 employees, 

58.6 per cent of whom were women, said that they had no need for training, as 
they were able to get experienced help. The only case of training he recalled 
was of a young girl who began as a boxer (very simple work) and later "picked 
up " other work. 

2. The manager of a plant lvith fewer than 100 workers, 90 per cent of whom 
were women, said: "There is n surplus of hosiery workers, ancl an ad always 
brings us skilled help. We do not have to· train workers now. Once in a great 
while we might take on an inexperienced worker, and she learns on the job." • 

B. From firms that have special training schools. 
Massaclwsetts .-A firm with 2 plants in adjoining towns-1 having nearly 

500 workers, 59.5 per cent of whom were women, and 1 having between 100 
and 200 workers, 57.8 per cent of whom were women-maintained a training 
school in the larger plant for workers in both. In this department an in. tructor 
taught joining, seaming, and topping. '.rbe av:erage learning period necessary 
was from eight to ten week.-. Usually there ,Yere 12 to 14 girl · being trained 
in the department at one time. Other job· ,Yere taught hy the foremen or 
forewomE:n in the respective plru1ts 

C. From firms that have workers trained by instructors. 
IlUttiai8.-The manager of a plant with between 400 and 500 employee , 51.4 

per cent of whom were women, reported that all women were trained on the 
job but that one man served as instructor on special machines fo1➔ teaching 
men to knit. (No women knitters.) 

Massaohitsetts.-A firm with about 300 employees, 90.8 per cent of whom were 
women, provided instructors for the training of workers. The manager said: 
"We have special machines for new workers, and they are kept separate from 
the experienced workers until they can work alone; schoollike." 

D. From firms that have workers trained by foreman or other worker. 
Wiscon,si,n.-The employment manager of a firm with between 1,000 and 1,500 

employees, 83.9 per cent of whom were women, reported training given in de
partments by foremen or workers who assist as instructors as needed. Looper s 
are "learners" about 24 weeks. The union controls full-fashioned knitting. 
A man may become experienced in six months or two years. In seamless knit
ting the industrial commission gives boys three years' apprenticeship, from 
knitter to machine adjuster and machinist. 

New Hampshrire.-The president of a firm with between 100 and 200 em
ployees, 91.6 per cent of whom were women, said the foreman pick out one 
worker to train each beginner ,the sam e one not always being chosen-" some-
one who will be willing to teach the beginner, perhaps a friend." 

Rhode Islwnd.--'rhe superintendent of a firm with between 100, and 200 
workers, 52.4 per cent of whom were women, said the forelady studied a new 
girl to see where she would fit best, and assigned an experienced worker to do 
the training. 

HOSIERY : STATEM'ENTS OF POLICY REGARDING PROMOTION 

No definite system of promotion was reported in any of the five States. The 
workers may star t at once on one of several better-paying jobs and stick to it or 
start on some minor job and advance to one of the better-paying jobs and stick 
to i t. Often rates are adjusted so that women may earn the same amount in 
any job. Advancement usuaUy is in earning power with experience on a 
given job. 

A. Illustrative examples of promotion policy. 
Wisconsin.- 1. In a plant with between 100 and 200 employees, 92.8 per cent 

of whom were women, it was sta ted that a change of ;jobs sometimes increases 
pay in some classes of work, and effort is made to advance the best girls in I 
wage, changing them to other jobs. This is the only promotion possible in this 
industr y. 

2. The manager of a plant with fewer than 100 employees, 73.9 per cen t of 
whom were women, said they hired only experienced knitters and looper s. 
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Green girls start on trimming and may work up to mating, inspecting, or 
packing. 

Massachusetts.-1. The superintendent of a firm with between 500 and 600 
employees, 67.1 per cent of whom were women, said there was no definite sys
tem of promotion, but the policy was to fill any position considered desirabJe 
from within. In the finishing department women usua,Uy begin on folding, 
mating, etc., and are transferred to better-paying jobs as vacancies occur. 
Women pieceworkers earn more than assistant forewomen, and the desire of 
the pieceworker is increased speed in her department. She does not look for 
any promotion. 

2. A firm with fewer than 100 employees, 65.2 per cent of whom were women, , 
reported that piece rates were adjusted so that earnings might be about the 
same whatever the job. There was no advantage, therefore, in shifting from 

• one job to another. 
3. The manager of a plant with fewer than 100 employees, 90 per cent of 

whom were women, reported that there was practically no pr:omotion. Once on 
a job a worker stays. They all make about the same pay, so there is no incentive 
to learn another job. 

4. The manager of a plant with between 70.0 and 800 employees, 86.3 per cent 
of whom were women, ~aid, "Once on a job they stick. It takes too Jong to 
learn a new one." 

New Hamipshire.-1. A firm with between 300 and 400 employees, 64 per cent 
of whom were women, reported that there was little practical advantage in 
shifting from one job to another and women preferred to remain on one job 
after securing experience. 

2. The superintendent of a pJant with over 400 employees, 62 per cent of 
whom were women, said that young worl,rers (often minors) are taken on as 
turners and in many cases " pick up " either seaming or topping and are pro
moted to such work. If seaming, they are given coarser work at first, then, 
with experience, finer, which pays better. He said a woman past 21 without . 
experience seldom makes good on seaming, topping, or knitting. They are 
usually placed in the finishing department or mending, or on winding. They 
generally stick to one job. A girl may start at once on seaming, topping, or 
knitting and remain at that work. 

3. The superintendent of a plant with between 100 and 200 employees, 78.9 
per cent of whom were women, said he had no system of advancing workers. 
If after watching a girl at work he dedded she would do better on some 
other work, he transferred her. 

Rhode Island.-The superintendent of a firm with between 100 and 200 em
ployees, 52.4 per cent of whom were women, said that inexperienced workers 
are given turning and cutting ends. The forelady studies them and t r ies to 
place them in advance jobs for which they are best fitted. No further shift 
is likely. 
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~!.'ABLE 1.-Paper boxes: Number of establishrnen,ts studied a-nd n1.imber of men 
and 100rnoo they· w_iployed, by State and product 

2 States visited California Illinois 

Product Estab- Estab- Estab-
lish- Men Women lish- Men Women lish- Men Women 

ments ments ments 

---- -------- - - --- - --
TotaL ____ __ _______ ___ ____ __ _ 46 933 2,078 16 400 534 30 533 1, 544 

--- - -----
Set-up boxes _____ __ ____ ___ ______ __ 37 512 1,605 10 94 231 27 418 1, 37-1 
Set-up and folding boxes 1 _____ _ _ __ 6 306 303 6 306 303 ---- --- ------- --------Set-up and collapsible boxes ____ ___ 2 83 135 ------- ----- -- -- - - -- -- 2 83 135 
Folding boxes ______________ _______ 1 32 35 ----- -- ------- -------- 1 32 35 

1 Includes 1 establishment that made cartons and shipping cases also. 

TABLE 2.-Pap0r boxes: PfYr cent women formed, o,f all employees, by State 

Number of establishments in-

P er cent women 
2 States California Illinois visited 

Total _________ _____ ___ _________________ · ___ ___________ ________ _ 46 16 30 

25 and under 30 _____________ _________________ ________________ ---- ~ __ _ 1 
40 and under 45---------------- - --------------------- ~-- ----------- -- 1 ------- --- -- "!. 
50 and under 55 _______ _______ ____ __ ___ ___ ___ ______ ____ ____ __________ _ 4 2 2 
55 and under 60 ______ ____________ __ ______ __ ____________ ____ _________ _ 2 2 
60 and under 65 ____________________________ __ -- _ -- ---- --------- ------ 1 1 
65 and under 70 _____ --------------------- ______ ___ -- _ ---- - ----------- 4 1 3 70 and under 75 ______ _____________________________ ____ _________ _____ _ 7 4 3 
75 and under 80 ___ ---------------------------- __________ __ ______ ____ _ 13 4 9 
80 and under 85 ______________________ __________ ------- -- - - ----- ----- _ 11 1 10 85 and under 90 ____________ ________ ________________________________ _ _ 2 ---- ------- - 2 

TABLE 4.-Paper boxes: Size of establishment, by State 

Size of establishment 

All establishments ______________________ _________ ____ _________ _ 

Employing-Under 50 persons ______________________________ ________ __________ _ 
50 and under 100 persons _______ ________ _________________________ _ 
100 and under 200 persons _______________________________________ _ 
200 and under 300 persons ___________________________________ ____ _ 

Number of establishments in-

2 States 
visited California Illinois 

46 16 

25 9 
14 5 
5 2 
2 ------------

30 

l6 
9 
3 
'.! 
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T.A.BLE 5.-Paper bowes,: Number of years establisll,ment had, been in operation, 
by State 

Number of establishments in-

Number of years in operation 
2 States California Illinois visited 

All establishments ____________________________________________ _ 46 16 30 

Under 5 ____________________________ ·- ------ ______ ----- - ___ ------ --- __ 7 4 3 5 and under 10- _____________________________________ ________________ _ 14 4 10 
10 and under 20 _____________________________________________________ _ 8 13 2 5 
20 and under 30 __ _ ------------------------------- _________________ --- 7 2 5 
30 and under 40 __ ---------------- ------ --- -------- ------------- __ ___ _ 5 1 4 
40 and under 50 ___ ------------------------ ------ __________ ----------- 1 1 "() and under 60 ___________________________________________ _________ _ _ 1 ---------·-- 1 
ro and over. _____________ ----------------------- ______ -- ---- --------- 3 2 

1 1 plant established before and 2 plants established after 1911, the year the hour law went into effect. 
2 1 plant established before and 4 plants established after 1909, the year the hour law went into effect. 

T.ABLE 6.-Paper bowes: Schedule([, daily and weekly lwwrs in establishments 
having hours the same for men and w omen, by State 

Scheduled hours 

All establishments _________ __ _________________________________ _ 

Daily hours: 
8_ - - - - - - - - - • - - - - - - -- - - - - - - - - - - - -- - - - - -- - - - - - - - - - - - - - - - - - - - - - - - - - - -Over 8 and under 9 ________ ________________ __ ____________ __ ______ _ 

9 __ -- --- - - -- -- - - - - --- - -- - - -- - ------ -- ---- -- - - - - - - - - - - - - - - - - -- - - - - -
9½--- ----- -------------- --- ---- ------ ----------------------------

Weekly hours: 44 __ -- ________ -- _______ ___ __________ -- ______________________ -- _ -- _ 

Over 44 and under 48--------------------- ------ --- ---- ·-·-·-·-··-48_ --_ -- --_ --_ ---·-- -- _. ___ --- -- _ ··---_ -- ___ . __ -- __ ---__ -- ___ -- __ Over 48 and under 50 _________________________________ ___ ___ _____ _ 

50 ________ ------ --- --- ---------- -- -- -· -- ----- ·- -- --- -• -- ---- -- - -- -53 ______________________________________________ __ _______________ _ 

Number of establishments in-

2 States 
visited California Illinois 

33 8 

8 8 
15 ··---·-----· 
9 
1 

1 
9 
8 

1 
4 
3 

8 ------------
6 
1 

25 

15 
9 
1 

5 
5 
8 
6 
1 
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'J'ABLE 7.-Paper bowes: Scheduled daily and, weekly lwur s m establishments 
hwving hOUtrs di fferent for rn,en and women, and, the comments on such, aif(er

, enoe, by Sta,te and department and b1} vndJividual sch,edi1,l e 

Employees Daily hours Weekly hours 
of- of-

State, department, and Comments schedule number 
Men Women Men Women Men Women 

-----
California: 

No. 1.-All departments __ 4 12 8¾ 8 51¾ 48 Men voluntarily work more 
than 8 hours in order to 
increase their earnings. 

No. 2.- All departments __ 38 51 8½ 8 47½ 45 Men leave 30 minutes later 
on 5 days. 

No. 3.-All departments __ 36 43 9 8 49 44 M en leave 1 hour later on 5 
days. 

N o. 4.- All departments __ 3 11 8½ 8 51 48 Men begin 30 minutes earlier 
on 6 days. 

No. 5.- All departments __ 52 59 9 8 50 45 Men leave 1 hour later on 5 
days. 

No. 6.- All departments __ 27 42 8½ 8 47½ 45 Men begin 30 minutes earlier 
on 5 days. 

No. 7.-All departments __ 11 16 8½ 8 47½ 45 Do. 
No. 8.- All departments __ . 17 42 8½ 8 47½ 45 Men leave 30 minutes latec 

and clean up, and set up, 
oil, and repair machines 
after women leave. 

Illinois: 
No. 9.-All departments __ 32 121 9¾ 8¾ 50¾ 48 Men begin 15 minutes earlier 

on 6 days and leave 16 
minutes later on 5 days. 

No. 10.-AII departments_ 76 215 8¾ 8½ 48¾ 46¾ Men come 15 minutes earlier 
on 6 days to avoid rush. 

No. 11.- All departments_ 10 50 9 8½ 50½ 47½ Men come 30 minutes earlier 
on 6 days. '' If I asked the 
girls to come at 7.30, they 
would quit. Our compet-
itors control the hours 
here." 

No. 12.- All departments_ 32 35 9½ 9 52 49 Men come 30 minutes earlier 
on 6 days to prepare work 
and machines for women. 

No. 13.- All departments_ 20 70 9½ 8½ 52½ 47½ Men begin 15 minutes earlier 
and leave 45 minutes later 
on 5 days. 

T.ABLE 8.-Pap·er bowes : Ewtent of nigh,t w orlc, b,y State 

Number of establishments in-

Extent of night work 

All establishments __ -------- ------- --- -______ ________ ______ ___ _ 

No night work ___ ________ __ _____ ______ ____ __ ____ _________ _____ __ ____ _ 
Night work ___ _____ ____ _____ ____ ___ ___ ____ _______ ______ ____ ___ ___ ___ _ 

2 States 
visited 

46 

43 
3 

California Illinois 

16 

13 
3 

30 

30 

TABLE 9.-Pap<Jr bowes: N i ght work, by product and indii'ViduaZ scnedule--
OaUfornia 

All employees Employees on night work 

Product and schedule number Per 
Number of- Hours per-

Num- cent Department ber Wom-women Men en Night Week: 

-- ------ - -
No. 1.-Set-up boxes ____ _____ _______ 49 75.5 All departments ______ (1) -------- 8 48 
No. 2.-Set-up and folding boxes ____ 79 54.4 Printing ___ _____ ______ 7 ----- --- 10 50 
No. 3.-Set-up, folding, and miscel- 195 27. 2 Printing and corru- (1) -------- ll½ 57½ 

laneous boxes. gating. 

1 Not reported. 
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TABLE 10.-Paper boa:es: Ohange in scheduled hours and, the reasons {liven for 
such charnge, by State 

Number of establishments in-

Reasons given for change in hours 
2 States 
visited California Illinois 

. All establishments--------------------------- y ----- -----------1====4=2=1F====15=J::==='J:l= 
Establishments reporting reduction_- -- -------- __________________ ___ _ 114 •11 

t------lt-----+----
Hour law-one reduction: Women only ____________________________________________ ___ _ _ 

Men and women ___________________________________________ _ _ 
Competitive conditions-one reduction-Men and women _______ _ 
Business depression-one reduction-Men and women __________ _ 
Policy of firm-one reduction: Men and women __________ __ __ ___________ _______ ____ ___ ___ __ _ 

Men only ________ -------------------- __________ ______ --------
Policy of firm-more than one reduction-Men and women _____ _ 
Reason not reported-one reduction ____________________ ____ ___ __ _ 

Establishments reporting no change _________________________________ _ 

1 
2 

1 
2 

1 ------------
1 

5 ------------ 5 
1 1 - ------- --
1 ------------ 1 
6 ------------ 6 

28 12 16 

1 Details aggregate more than total, because some establishments appear in more than one group. 
1 These establishments were in operation before the hour law went into effect. Details aggregate more 

than total, because some establishments appear in more than one group. 
a Eight of these establishments were in operation before the hour law went into effect. Details aggregate 

more than total, because some establishments appear in more than one group. 

TABLE 11.-Paper boaJes: Oha;nge in scheduled hours a;nd the reasons given for 
such cha;nge, 10 establishments, by State and individ,ual schedule 

Employees 

State and 
To- 1 Po, schedule number Date 
tal cent of num- change ber women 

I 

California: No. 1 _________ 27 66. 7 1911 No.-2 ____ _____ 37 83.8 1911 
{1911 No. 3 _________ 76 72.4 

1914 

Illinois: 
No. 4 _________ 28 78. 6 1922 No. 5 _________ 91 82. 4 1921 

No. 6 _____ ____ 59 66.1 { 1910 
1914 

{ (1) 
No. 7 _________ 67 52.2 

(3) 

No. 8 _________ 259 75.3 1920 

No. 9 _________ 33 72. 7 { (!) 
1920 No. 10 ________ 33 66. 7 (•) 

1 Not reported. 
t Previous hours not reported. 

Change in hours 

Reasons given for change 
Monday to in hours 

Saturday Weekly Friday 

HOURS REDUCED 

9 to 8 _______ No change_ 49 to 44 __ Hour law. _____ do _____ (!) ________ To45 2 __ Do. 
Women, 9 5 tog ______ 50 to 48 __ Do. 

to 8. 
Men, 9to8_ ___ do _____ _ ___ do ____ Policy of firm. 

10 to 9 ______ (!) - - - ----- To50 2 __ Business depression. 
9 to St½----- 4½ to4¼-- 49½ to Policy of firm. 

48,%'. 9½ to 9 _____ 9½ to 4 ____ 57to4L Do. 
9 to 833----- No change_ 49to47½ Do. 
Men, 10 to 5 to 4½---- 55to 52-- Do. 

9½. 
Women,10 5 to 4 ______ 55to 41L Do. 

to 9. 
9 to 8¾----- (!) ________ To 482 __ Policy or firm; "humanita-

rian reasons." 10 to 9 ______ No change_ 58 to 53 __ Competitive conditions. 
9 to 8¾----- 8 to 4¼---- 53 to 48 __ Policy of firm. 
9/o- to 8½'--- 4½ to 4 ____ 51 to48 __ Do. 

a Not reported; same as change for men. 
• Few years ago. 

Digitized for FRASER 
https://fraser.stlouisfed.org 
Federal Reserve Bank of St. Louis



460 EFFECTS OF LABOR LEGISLATION 

PAPER BOXES: STATEMENTS OF POLICY REGARDING CHANGES IN 
HOURS 

A. From firms that had decreased hours for reasons other than the law. 
IlUnois.-1. A firm with fewer than 100 employees, 72.7 per cent of whom 

were women, which had changed from 58 to 53 hours weekly because " everyone 
else was shortening hours," in 1920 changed again, from 9 hours on 5 days and 
8 hours on Saturday to 8¾ hours on 5 days and 4½ hours on Saturday, making 
a week of 48 hours. Two of the owners wanted Saturday afternoon', and 
decided to experiment. They found the new schedule very satisfactory. One 
of the owners said " People do better wotk with shorter hours." 

2. A firm with fewer than 100 employees, 52.2 per cent of whom were 
women, had at one time worked 55 hours a week, 10 hours daily and 5 hours 
o~ Saturday. Hours were reduced to 52 weekly for men and 49 weekly for 
women (the present schedule). The secretary said: "It created a feeling of 
good spirit and loyalty. Production increased and the workers were more 
contented." 

3. A firm with fewer than 100 employees, 66.1 per cent of whom were women, 
shortened hours in 1910 from 9½ daily and 57 weekly to 9 daily and 49 weekly. 
In 1914 they were shortened to 8% daily and 471/2 weekly. The president said, 
"It was done without compulsion. ·we thought it wise, as part of good con
ditions." 

4. A firm with fewer than 100 employees, 82.4 per cent of whom were 
women, changed their daily schedule of 7.30 a. m. to 5.00 p . m. to 7.45 a. m. 
to 5.10 p. m. The manager said the girls never came in until 7.45, so they 
might as well change and work a little longer at night. 

TABLE 12.-Paper boxes : Extent of overtvnie, by State 

Number of establishments studied 
in-

E xtent of overtime 

2 States 
visited California Illinois 

All establishments _______ _____ _____ ___ ____ _____ ________ _____ __ _ 

No overtime ________ __ _____________________ _______________ __________ _ 
I 

Overtime for-Men and women ________ __ ________ _______ ___________ __ __ ___ _____ _ 
Men only ____________ ______ ______ ____ ______________ _____ ____ ____ _ 

46 

18 

20 
8 

16 

4 

30 

14 

TABLE 13.-Paper boxes: Effect on women's employment of neea for overtime, 
by State 

Effect 

Number of establishments 
studied in-

2 States 
visited 

Califor
nia 

• Illinois 

All establishments ____________ . _______ ___ ___ ________________________ · 28 12 16 

No effect. __________________ ____ __________ . ____ ___ . _____ _____ _____ . ___ ____ 1===19=H===6=i====l=3 

Women work overtime__________ _______ _________ __________________ _ _ 16 4 12 
Overtime not needed in women's departments _____ ________ ________ - - , 3 2 1 

W•::: :::::::~==~L,.... . ..... . ····················· 1----9-1t----6-+----3 

E~~:rti~~-e~ ~~~~ ~~i~!-~~~:_ ~~~~~ ~~•-e-~ -~-e-~ -~r-~ ~~~-1~~~~ _ j 4 
Ex!ra wome_n hired when necessary but women also work over-

time occasionally _________ ______________________ _______ ____ _ 
Fewer women employed- ----

Women would be hired for work men are doing if women could 
work more overtime __ ________ _____ ___ __ _________ _____ ___ __ _ 

Wome_n do work some overtime, but men being put in wherever-poss1ble __ ______ ___ ___ _____ _______ ___ _____ _____________ ____ ____ _ 
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PAPER BOXES: STATEMENTS OF' POLICY REGARDING OVERTIME 

A. From firms having no overtime. 
Oalifornia.-1. An owner of a plant with fewer than 100 workers, 83.8 per 

cent of whom were women, reported no overtime for men or women, since 
women :ean not work more than eight hours. This fact does not affect the pro
portion of men and women employed, as a woman can be hired for an 8-
hour day for less than a man, and can do most jobs in a paper-box factory 
better than a man. 

2. A firm with fewer than 100 employees, 72.7 per cent of whom were women, 
reported no overtime, except that men occasionally stayed to clean or set up 
the women's machines. This did not occur more than 20 to 25, times 
a year. The owners do not believe in overtime, as men and women are fatigued 
after eight hours' labor, and production is poorer in quality and quantity does 
not pay. They prefer to enlarge the force rather than work overtime. The 
numbers of men are not increased so fast proportionally as women, as cutting 
and scoring machines are elastic in the quantities which it is possible to handle, 
and a man can double the output-t. e., " sco;ring and cutting 10,000 sheets 
can be done a,lmost as rapidly as 5,000," without much effort. Women do 
more handwork. 

3. The pe1:sonnel manager of a firm with between 100 and 200 employees, 
27.2 per cent of whom were women, thought it did not pay from an efficiency 
standpoint to employ any women-he would almost say any men-more than 
eight hours. If management is functioning efficiently, an 8-hour day for 
workers is as efficient as a 10- or 12-hour day with inefficient management. 
The impossibility of legally working women more than eight hours had no 
effect on employment policies. He approved of hour and wage legislation, 
as it brings the unscrupulous employer a little closer in line with progressive 
policies. 

Illinois.-1. A firm with fewer than 100 employees, 80 per cent of whom were 
women, reported that they could easily handle the Christmas rush without 
overtime, as they kept the same force throughout the year and made stock 
boxes ahead in the spring and summer . 

2. A firm with fewer than 100 employees, 66.7 per cent of whom were women, 
worked a schedule of 8 hours and 48 minutes daily and 48 hours weekly. The • 
owner said the men would be willing to work overtime, but it would be no 
use having them work unless the whole organization worked, so he decided 
against overtime. 

3. A firm with fewer than 100 employees, 76.9 per cent of whom were women, 
had a force large enough to take care of busy seasons. They train people and 
keep them on all the year. In dull seasons the girls often can go home early. 
They prefer having too much help in dull seasons to taking on extra in bu y 
times. " People who drift around from place to place and whom you can get 
in busy season usually are poor help." 

4. A firm with fewer than 100 employees, 52.2 per cent of whom were women, 
had had no overtime in 1925. The secretary said : " We do not like to run 
overtime; it is too costly. We have to pay our engineer and all workers time 
and a half." 

5. A firm with fewer than 100 employees, 43.2 per cent of whom were women, 
reported no overtime. They had plenty of storage space, and also, since they 
produced for _one industry only, they knew the demand and could arrange pro
duction to meet it. 

6. A firm with fewer than 100 employees, 83.3 per cent of whom were women, 
reported worki;ng overtime occasionally, women about one-half hour, men as 
much as three and a half hours. They had had no overtime in the past year. 
This firm reported that they did not decrease the force in dull seasons, but 
worked until 3 p. m. (5.30 is the usual closing time), and not at all on Saturday, 
so as to hold the organization. The manager said, " We make high-grade 
boxes and can not afford to let our people go." 

7. A firm with fewer than 100 employees, 75 per cent of whom were women, 
reported that work was planned to avoid overtime. In dull seasons they make 
small boxes that require little space for storage, so when the fall rush comes 
they can concentrate on holiday boxes. 

8. The manager of a firm employing nearly 300 workers, 73.9 per cent of 
whom were women, reported no overtime. He said, "We could work people 
overtime, but find it does not pay." 

ll0lW-28-31 
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9. One of the owners of a plant with fewer than 100 employees, 76.2 per 
cent of whom were women, said they had had overtime years ago, but now put 
on more help in rush seasons. He did not like overtime, as it meant keeping 
everyone, because in their small plant one person's work depended on the others 
to a large extent. 

10. A firm with fewer than 100 employees, 83.3 per cent of whom were women, 
avoided overtime by keeping a steady force the year around and making stock 
boxes in dull seasons to take care of the fall rush. 

B. From firms having overtime for men only. 
Oalifornia.-1. A firm with fewer than 100 employees, 71.4 per cent of whom 

were women, reported that men--cutting and scoring-occasionally work an 
hour or two a week overtime. The owner said : " Women set the pace, and 
since they can't work overtime there is practically none for the plant as a whole. 
Eight hours a day is long enough for either men or women." Even though 
they could work 3 hours more on Saturday, they seldom do so, even in busy 
seasons, as employees do not like to have Saturday afternoon taken from them. 

2. A firm with between 100 and 200 employees, 53.2 per cent of whom were 
women, reported overtime for men only. The men · printers and cutters work 
overtime 5 or 6 hours a week for 2 months in the · fall season. Additional 
women are taken on if the women fall behind. Usually they have no difficulty 
in getting extra help. The cashier commented that in paper-box manufacturing 
certain jobs are automatically always considered women's work. Men are not 
so productive and are much more expensive. It would be convenient for em
ployers to be allowed to work women more than eight hours when orders are 
heavy but the fact that the women can not work longer does not affect the 
employment policy. Women are cheaper than men, even with the 8-hour 
limit and minimum wage. 

3. A firm with fewer than 100 employees, 72.4 per cent of whom were 
women, reported that men worked overtime a good deal during peak periods. 
At the same time an extra shift is put on composed more largely of women. 
The secretary said a number of girls bad asked to be allowed to work the 
second shift in addition to the first and had suggested that he allow them 
to take assumed names to avoid any possibility of trouble with the depart
ment of labor. He said he believed in a basic day but be1ie·ved there 

• should be an elastic provision for rush periods. He would prefer to pay 
his regular girls time and a half for overtime rather than to have to break 
in a new crew each fall for a month or two. He also said that at one time 
he used men on quad stayers and S. & S. machines during the fall months 
because men could work overtime. However, he admitted it was partly because 
men could set up and adjust their own machines. At present only women 
were operating these-,machines as it is just as cheap or cheaper, considering 
unit cost, to employ a second shift of women where there are large runs 
for these machines. 

4. A firm with fewer than 100 employees, 75.5 per cent of whom were 
women, reported that during October, November, and December it was im
possible to fill orders with their present force and machines in an 8-bour day. 
They had to put on a second shift to carry the load of production, especially 
on women's jobs. Men work overtime most days during this period. The 
manager would prefer using only one shift and working all employees 9 or 
10 hours during rush seasons, as it would cut overhead, and he believes most 
of his women employees would be willing to work. He said it -was difficult 
to arrange two shifts a day satisfactorily between 6 a. m. and 11 p. m., as 
6 a. m. is too early; and if workers do not come before 7.30 or 8, taking into 
consideration the compulsory lunch hour of at least 30 minutes, it is im
possible to get in two full 8-hour shifts by 11 p. m. Also, absenteeism and 
general inefficiency are greater on late shifts than on regular day shifts. 

Illin.ois.-1. A firm with fewer than 100 employees, 83.3 per cent of whom were· 
women, :reported overtime only !or men; it was on Saturdays and was very 
rare and not in all departments. Formerly used to work over time more fre
quently during peak seasons, but found overtime does not pay for workers tire 
after a certain time and can not work so well. 

2. A firm with fewer than 100 employees, 77.4 per cent of whom were women, 
repo-rted considerable overtime in busy seasons, sometimes amounting to six 
and one-fourth hours a day for men on scoring and cutting. The president said 
they would hire women for scoring and cutting if this overtime work were not 
necessary. He added that women very seldom were hired for these jobs in 
other paper-box factories. 
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C. From firms having overtime for both men and women. 
Californila.-1. A firm with fewer than 100 employees, 76.7 per cent of whom, 

were women, reported overtime only for men except on Saturday afternoons
during rush seasons. They had very little, as women are the chief factor in. 
production, and if they can not work, too, there is seldom any work which men, 
can do advantageously. The manager said the industry depended on woman 
labor, and that it is relatively cheaper to employ women even with the 8~ 
hour limit and a minimum wage. He said they would have a considerable 
amount of overtime from the last of August to the 1st of January if it were not 
for the law. He would be willing to pay time and a half, as 1t would be 
cheaper than breaking in inexperienced help for the busy season. He felt that 
there should be an 8-hour law as a standard, but that the individual, whether 
man or woman, should be free to work more if he or she desired. 

2. A firm with fewer than 100 employees, 71.2 per cent of whom were women, 
reported that during the fall rush they worked a full day on Saturday instead 
of the usual five hours. A few men might work additional overtime, also-pack
ing, setting up machines, etc.-probably not to exceed 45 hours a year for any 
one man. One of the owners said that overtime was unpopular and it was up 
to the management to plan to avoid it. 

3. A firm with fewer than 100 workers, 60.9 per cent of whom were women, 
occasionally worked a full day Saturday in busy seasons instead of the usual 
five hours. Extra help also are taken on. The cutters and scorers (men) 
occasionally may work a half hour or an hour overtime to get a certain lot ready 
if there are big runs waiting for the quad stayer. The firm makes a special 
effort to stabilize production by soliciting holiday orders early so acs to avoid 
peak loads in November. 

4. The superintendent of a firm with fewer than 100 ~mployees, 57.3 per cent 
of whom were women, said that at least four-fifths of the work in the set-up 
division of paper-box manufacture can be done more efficiently and cheaply by 
women, so the mere fact that women can not work so long as men has had no 
effect on numbers employed. He had no objection to the 48-hour week, but did 
.object to the 8-hour day. There is a general demand on the part of workers for 
a half holiday on Saturday, and this cuts the week to 44 or 45 hours ; even in 
rush periods workers are loth to work Saturday afternoon, though they will do 
so in busy periods. 

Jlli,nois.-1. A firm with fewer than 100 employees, 88 per cent of whom were 
women, reported overtime work in the rush seasons-Saturday afternoons and 
some Sundays. The secretary said: "Girls like it. They get time and a half 
and make a lot of money." 

2. A firm with fewer than 100 employees, 83.9 per cent of whom were women, 
reported .overtime for girls up to 10 hours a day for 90 per cent of the time 
during October, November, and December. The men work longer overtime than 
the girls at times. The owner said he would not work girls over 10 hours a day 
even if there were no law; "girls can't stand the strain of long hours so well 
as men. Long hours are not good for production. Girls play out." 

3. A firm with fewer than 100 employees, 82.1 per cent of whom were women, 
reported that one department or another frequently worked Saturday afternoon 
during the three-months bu y season. They never worked Sundays. The 
superintendent said they might work men longer, but thought it unwise, for the 
men are" no good next day." 

4. A firm with between 200 and 300 employees, 75.3 per cent of whom were 
women, reported occasionally an hour's overtime in busy season, but this is 
within the law. Women determine the hours to be worked. The firm would 
never keep men longer than women. 

5. A firm with fewer than 100 employees, 66.1 per cent of whom were women, 
usually found overtime necessary for three months in the fall for both men and 
women, never working more than 10 hours a day. The president appr.oved of 
an 8-hour day, but would not like a law that would prevent occasional over
time, which is absolutely necessary as long as manufacturers buy from hand to 
mouth. It would be almost impossible to get additional experienced operators 
for a few months and expensive to teach them. They would also have to· have 
additional equipment. 

6. A firm with between 100 and 200 employees, 53.2 per cent of whom were 
women, had worked a schedule of 8¾ hours daily and 48¼ hours weekly f.or 23 
years. For two weeks in the year men and women in all departments came back 
after supper and worked until 9 p. m. Foremen and foreladies worked much 
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more overtime than this, and the president stated that if foreladies could not 
w.ork this overtime they would have to let them go. He considered their sched
ule of hours very satisfactory, as it allowed. overtime as needed. He said that 
if a law were passed prohibiting women from working longer than this schedule 
it would work a great hardship to women, especially foreladies. Men also would 
suffer, with .over half the force women. So many laws are being put in each 
year, interfering with the employment of women, that the firm i · trying to 
squeeze in men whenever possible. 

TABLE 14.-Paper boxes: Outsta»iding chooges that ha.ve af{eoted the employ
ment of men an d women,, by State 

[In certain factories the changes listed were clearly shown to have affected the employment of men and 
women. In other factories it was impossible to tell whether employment had been affected , either 
because the change was too gradual, because accurate employment figures were not kept, or because 
other factors entered in to counterbalance the effect. All establishments that reported on the specifi ed 
types of change are included in this table, even though an effect on employment was not shown.] 

Type of change 

All est ablishments reporting ___ -- --- ----- - -- --------- -- -- ---- --

Product: 
Entire product added or discontinued __ __ _______________ ________ _ 
Other changes __ _______ ______________ __ ______ ________________ ____ _ 

Introduction or improvement of machinery __ - -------- ---------------Methods of operation 2 _ __ ___ _____ ____ __ ___ ___ _ ___ _ _ __ _______________ _ 

Number of establishments report
ing changes in-

2 States 
visited California Illinois 

I 37 I 28 

6 1 
4 ------------ 4 

32 6 26 
2 2 ------ - ---

t Details aggregate more than total, because some establishments appear in more than one group. 
2 Routing and planning. 

PAPER BOXES: STATEMENTS REGARDING OUTSTANDING CHANGES 
THAT HA VE AFFECTED THE EMPLOYMENT OF MEN AND WOMEN 

A. More than one change-Cases in which it was difficult or impossible to 
determine the effect of one change apart from the others. 

Oalifornia.-1. The secretary of a plant with fewer than 100 employees, 72.4 
per cent of whom were women, said that less specialized machinery was used 
in the west coast plants because of the large variety of kinds of boxes that 
are made. There is no standardization of product and most orders are small 
job lots. Ma chines such as quad stayers and automatic gluer s a ttached to S. & S. 
machines are used only occasionally, if a t all, as it i not worth while to set 
them up for runs of less than 3,000 boxes. 

2. A firm with between 100 and 200 employees, 27.2 per cent of whom were 
women, reported that the trend of production is a gradually decreasing busi
ness in set-up boxes,. New business is being solicited primarily in bolding
box and carton division. All paper-box departments moved into new quar ters 
early in 1925. New machines, latest models, were installed, work was routed 
by the planning division, and the personnel manager estimated that the effi
ciency per unit of labor increased. from 25 to 50 per cent. Production had 
increased much fas ter than the propt>rtional number of worker s in the past 
five years. 

Illinois.-A. firm with between 100 and 200 employees, 53.2 per cent of whom 
were women, reported many changes in the past 10 years. In the room where 
jewelry boxe:;; are made they used about 100 women 10 years ago and now only 
50, and the output is as good. Putting in machines wherever po sible and the 
use of me!¼ on quad stayers has decreased the per cent of women. 

B. Change of product-Product added. 
Oalifornia.-1. A firm with fewer than 100 employees, 71.2 per cent of whom 

were women, reported a folding-box department added in 1925, adding 5 women 
and 10 men ; this slightly decreased the proportion of women, as 80 per cent 
of the force in the set-up department is women. 

2. A firm with between 100 and 200 employees, 53.2 per cent of whom were 
women, had made set-up boxes for 60 years and had added folding boxes five 
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or six years ago, adding about 5 women and 15 to 20 men. This increased the 
proportion of men, as women form 78.8 per cent of the set-up box department. 

lllinois.-A firm with fewer than 100 employees, 82.4 per cent of whom were 
" ·omen, began making cartons a fe,Y years ago. They took on a few more 
women, but the same number of men did the cutting. 

C. Change of product-Other. 
Jllinois.-A firm with fewer than 100 employees, 75 per cent of whom were 

women, had changed in 1920 from plain to fancy boxes as their main product. 
The owner s said that they could get the same income from a much imrnller 
number of iancy than of plain boxes. So, though fancy boxes required much 
handwork, their production had been so reduced that it had been necessary 
to lay off a bout half the women. The number of men remained the same. 

D. Change in machinery. 
Oalifornia.-1. A firm with fewer than 100 employees, 59.3 per cent of whom 

were "·omen, reported attaching automatic feeders to printing presses, which 
displaced two men. 

2. A firm with fewer than 100 employees, 60.9 per cent of whom were women, 
reported that quad stayers and an increased number of S. & S. machine bad 
been installed about five years ago, and one S. & S. machine had been equipped 
with an automatic gluer. Then, in general, better equipment throughout the 
plant and more careful planning of work had cut down the total number of 
employees one-fourth to one-third. :Men had been affected about as inuch at, 
women in the labor economies. 

3. A tirm with fewer than 100 employees, 72.7 per cent of whom were women, 
reported that they had r ecently install c1 an S. & S. wrapping machine with an 
automatic gluer that will do the work of two girl . Where three girl were 
used formerly, only one will be necessary. They have had a quad stayer for 
about three years, which also tends to r educe the number employed rela tive to 
production. However, these automatic types of machinery are used only in 
busy seasons, when runs exceed 2,000 of one type of box, as the time required to 
set up machines is too Jong for economy on small runs. 

4. The superintendent of a plant with fewer than 100 employees, 54.4 per 
cent of whom were• women, said, that automatic paper-box machinery was used 
less generally in Los Angeles than in most p,laces because of the small number 
of large orders. , It was not unusual to set up and adjust machines for five and 
six different size,s of boxes1 during the day. Also they have more hand work 
than the average eastern plant, because of variety in products. 

Illinois.-1. A firm with fewer than 100 employees, 83.9 per cent of whom 
were women, had installed an automatic gluer, which took the place of 1 girl. 

2. A firm with fewer than 100 employees, 74.1 per cent of whom were women, 
had installed a gluing machine that took the place of 1 girl and a quad stayer 
that took the place of 2 girls. 

3. A firm with between 100 and 200 employees, 69.5 per cent of whom were 
women, had. in talled automatic gluers and quad stayers. On each of these 
machines one girl does the work of about four. 

4, A firm with fewer than 100 employees, 72.7 per cent of whom were women, 
had installed 2 quad tayers, each taking the place of 3 girls, a nd· 1 gluer, 
displacing 1 girl. 

5. A firm with fewer thnn 100 employees, 77. per cent of whom were women, 
had installed a quad stayer and an automatic gluer. The former took the 
place of 2 girls, the latter of 1. 

6. A firm with fewer than 100 employees, 2.1 per cent of whom we•r e women, 
had in talled an automatic gluer, a quad stayer, and a wrapping machine. 
Each of these had displaced 1 woman. 

7. A firm with between 200 and 300 employees, 75.3 per cent of whom were 
women, had introduced quad stayer s in 1910, reducing the number of women 
from 4 to 1 per unit. 

8. A firm with fewer than 100 employees, 83.3 per cent of whom wer e women, 
had pu t in an au tomatic sheet cutter, which had d1splaced 1 woman. 

9. A firm with fewer than 100 worker s, 76.2 pe·r cent of whom were women, 
bacl installed a wrapping machine that required 1 girl instead of 2. 

10. A firm with fe.wer than 100 employees, 83.3 per cent of whom were women, 
had installed one new machine since opening business 10 years before. This 
was a bending machine operated by 1 man, which did the work of 2 or 3 girl s 
who bent the cardboard by hand. 
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11. A firm with fewer than 100 employees, 83.3 per cent of whom were 
women-;- had installed an automatic gluing a tta chment on an S. & S. machine 
in 1925. This took the place of 1 girl. They had used a quad stayer for six 
years. This does the work of three girls. It is used only during the fall season, 
wheh they have runs of 5,000 or more. It does not pay to adjust it for less. 

12. A firm with fewer than 100 employees, 82.8 per cent of whom were women. 
reported that an automatic gluing machine, installed in 1925, di ·placed 1 girl 
and increased production. 

13. A firm with fewer than 100 employees, 66.1 per cent of whom were 
women, put in a quad stayer about 10 years ago, but, as it is only used when 
there is a large lot to be got out, it had not displaced any women. A year ago 
they put in gluing machines. Three girls can run two machines, while ou the 
old machines two girls we,re needed for one machine. 

14. A firm with fewer than 100 employees, 82.4 per cent of whom were 
women, reported that the1 introduction of a quad stayer three years ago increased 
production. Though the work could be turned out by fewer women, yet the 
increased production increased the work necessary in certa in finishing depart
ments. 

15. A firm with between 100 and 200 employees, 79'.1 per cent of whom were 
women, reported that an automatic gluer had just been put in operat ion. 
displacing 1 girl. Quad stayf'rs were introduced in 1915, each machine doing 
the work of 1 or 2 girls. 

PAPER BOXES: STATEMENT REGARDING THE EMPLOYMENT OF 
MEN AND WOMEN IN THE VARIOUS DEPARTMENTS 

Most of the occupations, both handwork and machine work, in the manu
facture of paper boxes are carried on by women. This is true more especially 
in the manufacture of set-up boxes than of folding boxes, while in the manu
facture of cartons, because of the heavy work involved, men predominate to 
a great extent. 

Detailed occupational figures for the establishments studied are not avail
a ble. In most paper-box factories the operations are so simple that they are 
not specified on the pay roll, and in small establishments seYeral operations 
usually are performed by one person. Handwork for women includes put
ting on lids and labels, running in a cotton t ape, and turning in edges. The 
machine operations of the women include pasting, stripping, wrapping, inser t
ing lace paper, and corner staying. 

There was no great difference in the occupational status of women in the 
two States. Repeatedly, in each State, the assertion was made that this indus
try depends on women as a labor supply; that it is a woman's industry for 
the set-up box, because men are too clumsy at wrapping and folding operations 
and because women are cheaper. Over half of the employers agreed that most 
jobs in paper-box manufacturing are women's because of their lower wages 
and greater dexterity. 

Cutting and scoring machines seem to be almost universally men's exclusive 
sphere, but except for these two operations women are employed on all the 
machines. In fact, in several plants it was stated by the employer that there 
was not a machine in the shop that women did not operate. 

Only in Illinois have there been apparent substitutions of men on what 
usually are women's occupations. Men now are operating ender machines-in 
one factory because of accidents that had occurred ·while women were operat
ing the enders, and in another in order to find a job for men who had been 
in the employ of the company for years. Men were operating quad stayers in 
another plant, where the policy of the firm is to put in men whenever possible. 

On the other hand, one firm reported that women were operating the label
corner cutters and the box-corner cutters, jobs that had been men's until they 
discovered that women could do them. 

In one California factory men had been tried out on quad stayers at one 
time because they could set up and adjust the machines, as well as work over
time, but it "TT"as foun d to be just as cheap or cheaper to employ women. 

PAPER BOX1ES: STATEMENTS OF POLICY REGARDING THE 
OCCUPATIONAL OPPORTUNITIES FOR WOMEN 

Oalifornia.-1. The president of a firm with fewer than 100 employees, 75 
per cent of whom were women, said : " Paper box in set-up _ lines has been 
woman's industry for many year s, and it would never occur to a paper-box 
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manufacturer to employ men for most of the jobs. Men are too clumsy at 
wrapping and folding operations. But women are no good on planning and 
set-up work on machines." 

2. An owner of a plant employing fewer than 100 workers, 72.7 per cent of 
whom were women, said women work for less than men and most jobs in paper
box manufacturing are women's jobs because of their lower cost and greater 
dexterity. 

IZlinoi s.-1. The manager of a plant with fewer than 100 workers, 43.2 per 
cent of whom were women, said that he felt the plant's efficiency was hamperea 
by traditional methods and too much satisfaction with the status quo. Ther 
were using men operators in the four-corner staying machines (installed rn 
years ago) where girls would do just as well, but it was one of the traditiona; 
policies of the firm to have a nucleus of men. The president does not like to 
take men off jobs they have once had. Men do all cutting and scoring and 
run enders and do corner cutting. The proportion of men was excessive for an 
ordinary paper-box plant. 

2. A firm with fewer than 100 employees, 76.3 per cent of whom wert': 
women, reported that women used to operate ending machines ; now meI.J. 
operate them. There are men who have been with this plant for years. When 
the owner realized that men could operate ending machines he put them on, 
though " women are quicker." 

3. A firm with fewer than 100 employees, 88 per cent of whom were women 
formerly had men operating their label-corner cutter and box-corner cutter1 

considering them to be " men's machines." Later it was found that women 
could operate these machines, and they had since done so. 

4. A firm with fewer than 100 employees, 83.9 per cent of whom were women, 
reported that until several years ago girls had operated an ender, but ther~ 
were several bad accidents and now a man operates it. 

5. A firm employing fewer than 100 workers, 52.2 per cent of whom were 
women, made this statement: "After the war business dropped about one-third. 
Let more women go at that time than men, as the women are not on such 
skilled jobs and were easier to replace." 

T ABLE 16.-Paver boxes : Employment of women in supervisory positions, by 
Sta.te and s1ize of establishment 

Size of establishment and type of supervisory position 

All establishments __ __________________ ~ _______________________ _ 

Establishments of under 100 employees ______________________________ _ 

Foremansbip: · Foreladies ___________________________________________________ _ 

~~--:No ;i~~~~~~:re;f~:..S-~~}:._-::::: ==: ==::::::: = = = =:::: == == == = = == == 
Establishments of 100 and under 200 employees __ ______ ____ __________ _ 

Foremanship: For·eladies _____ ____________ · __________________________________ _ 
Assistant foreladies only ___ __ ______ __ __________________ ______ _ 

Establishments of 200 and under 500 employees-foremanship-fore-
ladies __________________________ -- ---_ ---------- ------- -------------

Number of establishments studied 
in-

2 States 
visited California Illinois 

46 16 30 
1======11==== 

39 14 25 
f-----n----

11 3 8 
3 3 

25 8 17 

5 2 3 
1----~:----

3 ---------~- 3 
2 

2 ------------ 2 

PAPER BOXES: STATEMENTS ·o F POLICY R'EGARDING THE 
EMPLOYMENT OF WOMEN IN SUPERVISORY POSITIONS 

A. From firms employing women in a supervisory capacity. 
California.-1. A firm with fewer than 100 workers, 76.7 per cent of whom 

were women, employed 1 woman supervisor-forelady over all the girls. She 
is the only person except the owners who does any supervisory work. She has 
been with the plant three or four years and is efficient in all ways. She does 
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not have to woi·k overtime unless all the women do. Firm prefers a woman 
as a supervisor, but it is harder to get a woman ,vith ability and necessary 
business knowledge than to get a man. 

2. A firm with between · 100 and 200 workers, 53.2 per cent of whom were 
women. employed one woman supervisor-an assistant forelady. The cashier 
said that the firm's past experience with women as supervisors in any capacity 
had not been such as to encourage· them to advocate women for such posit ions. 
He estimated that the turnover of women in their factory was five times 
as great as that of men. Other factors were-women prefer to work with a 
man as boss; absence rate is higher for women ; family troubles interfere more 
often with work in the case of a woman. 

3. A firm with between 100 and 200 employees, 27.2 per cent of whom were 
women, employed 1 woman supervisor-an assistant forev,,oman. The firm 
had no policy with reference to the selection of foremen or forewomen. 
Expediency and needs of the department were the only considerations. They 
had a forewoman in charge of the set-up-box department for about 10 years. 
She was very efficient and gave satisfactory service. She was considered an 
executive and the personnel department did not b0lieve that the 8-hour restric-
tion applied to her work, though she rarely spent more than 8 hours in the plant 
except to attend an occasional meeting of supervisors. 

4. A firm with fewer than 100 employees, 72.4 per cent of whoni were women, 
employed 1 woman supervisor-a forelady in charge of all the girls. The 
policy has been to have a woman in charge of girls ever since they have 
employed more than 10 girls. They have always been able to select a suitable 
woman for the· job and legislative restrictions have no bearing on her em-
ployment. · 

5. A firm with fewer than 100 employees, 57.3 per cent of whom were 
women, employed 1 woman supervisor-an assistant to the foreman. S-he 
helped to lay out work and acted as an instructor. The superintendent said 
that women prefer working for a man. "Women do not make good bosses." 

Illilnois.-A firm with fewer than 100 employees, 77.4 per cent of whom were 
women, had 1 woman supervisor-a forelady. The manager said, however, 
that men really get along better with women; there is less jealousy. 

TABLE 17.-Paper bomes·: Employment rnl1fh.oas, by State ana size of estab,
lis·hment 

Number of establishments studied' 
in-

tze of establishment and type of employment method.a 
2 States 
visited California Illinois 

All establishments __ --------------------------------------- - --

Establishments of under 100 employees: 
Employment in charge of-Foreman _____ __________________ __ ___________________________ _ 

Other official_ _________ ____ __________________________________ _ 

Establishments of 100 and under 200 employees: 
Employment in charge of-

Employment manager __________________ __ __________________ _ 
Foreman _________________ • __________________________________ _ 
OtJ:ler official_ ____________ ~- _______________ __ ________________ _ 

Establishments of 200 and under 400 employees-employment in 
. charge of other officiaL _______ ____________ _______ __ __ ______________ _ 

144 

13 
36 

2 

116 128 

28 3 5 
214 •2z 

------------ 'I iz 

------------ z 

1 Details aggregate more than total, because some establishments appear in more than 1 group. 
2 In 8 plants employing is done by foreman or forewoman (3 plants have forewomen) and other official 

or officials. , · · 
3 In 3 plants employing is done by foreman and other official or officials. 
4 In 1 plant employing is done by foreman and other official or officials. 
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TABLE 18.-Paper boxes : Method of training employees, by State 

Method of training 

Number of establishments studied 
in-

2 States 
visited California Illinois 

All establishments______ __________________________________ _____ 43 14 29 
1-----11-----1-----

-0n the job-by foreman or other employee____ ____ ________ ________ ___ 37 14 23 
Practically no training-experienced workers'------------------------ 6 ____________ 6 

1 Inexperienced workers are very occasionally hired and trained on the Job. 

PAPER BOXES: STATEMENTS OF POLICY REGARDING METHODS OF 
TRAINING 

A. From firms that hire only experienced workers. 
Illinois.-A firm with fewer than 100 employees, 83.7 per cent of whom were 

women, reported that they hired only experienced help except temporarily 
,during rush season. These extra workers do floor work, piling boxes, etc. No 
attempt is made to teach them the mach ine jobs. 

B. From firms that have workers trained by foreman or other employee. 
IlUm,ois.-1. A firm with fewer than 100 employees, 76.9 per cent of whom 

were women, put new girls with a good operator who trains them. They try 
to get girls 14 and 15 years old. By the t ime they are 16 they can operate a 
machine. Girls they train seldom leave them after they have learned the 
trade. 

2. A firm with fewer than 100 employees, 75 per cent of whom were women, 
r eported that learners were begun on the simplest work, then the foreman and 
an older worker show them how to do other things. 

PAPER BOXES: STATEMENTS OF POLICY-REGARDING PROMOTION 

OaUfornia.-1. A fl.rm with fewer than 100 employees, 66.7 per cent of whom 
were women, reported no promotion other than an effort to give old employees 
the best-paying jobs. 

2. A firm with fewer than 100 employees, 72.7 per cent of whom were 
women, reported no system of promotion, but inexperienced girls begin by 
t ying boxes and table work and are transferred to better-paying jobs at 
machines as opportunities for transfer occur. 

3. A firm with fewer than 100 employees, 78.6 per cent of whom were 
women, reported no system of promotion', but girls usually are broken in on 
simple folding jobs, and then if they show any apti tude for machine work 
they are put on the S. & S. wrapping machine. 

4. The secretary of a firm with fewer than 100 employees, 72.4 per cent of 
whom were women, said the work was simple and unskilled in nature, so 
there was nothing to be promoted to. Increased dexterity gives increased 
production at piece rates, the only incentive. 

Iili'fl;(}1's.-l. The manager of a firm with fewer than 100 employees, 87.1 per 
cent of whom were women, said that t here was no incentive to change jobs, 
as a. worker can make as much on a simple operation as. on ,the more complicated 
ones. 

2. A firm with fewer than 100 employees, 72.7 per cent of whom were women, 
reported that experienced helpers always remain on the same job. The owners 
believe in "specialists." Inexperienced workers get the opportunity to learn 
to operate machines by watching a near-by operator. If the operator is away 
from her job a few days, the learner gets the chance to operate the machine, 
and so, eventually, works: herself into a vacancy. 

3. 'The shop superintendent of a fl.rm with fewer than 100 workers, 82.8 per 
,cent of whom were women, said she tried to start girls on closing operations, 
then sh ifted them to turning in, next, if they showed aptitude for machine 
work, put them on a staying or covering machine. The most skilled work in 
the shop was hand covering. 
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TABLEJ 1.-Stores : Number of establishments studied, number of men and ico me1 11 
they emp,loyed, and, per cent women formed of all employees, by State 

Item 3 States Cali
fornia 

Massa
chusetts Indiana 

-------------------------~----- ---- --------
Number of establishments reporting __________________________ _ 
Number of men employed ____________________________________ _ 
Number of women employed _________________________________ _ 
Number of establishments in which women formed of all em-

ployees-
Under 60 per cent_ ________________________________________ _ 
60 and under 70 per cent __________________________________ _ 
70 and under 80 per cent_ ____________________________ 1 _____ _ 

80 and under 90 per cent __________________________________ _ 

54 
5,193 

13, 374 

14 
3,406 
8,707 

9 
121 
434 

2 ---------- ----------
13 5 2 
29 8 3 
10 1 4 

31 
1,666 
4,233 

2 
6 

18 
5 

TABLE 2.-Stores: Size of establishment, by State 

Size of establishment 

All sizes _____________ _____ ______________________________ _ 

Employing-
Under 50 persons ________ __________ ___ __________________ __ _ 
50 and under 100 persons __________________________________ _ 
100 and under 200 persons ______ _____________ , _____________ _ 
200 and under 300 persons __________________________ ___ ___ _ _ 
300 and under 400 persons _________________________________ _ 
400 and under 500 persons _____ ____________________________ _ 
500 and under 600 persons ________________________________ _ _ 
600 and under 700 persons _____________________________ ____ _ 
1,000 persons and over _________ ___________________________ _ 

Number of establishments of specified 
class studied in-

3 States Cali
fornia 

Massa
chusetts Indiana 

54 

6 
19 
12 

14 

1 
2 

3 
5 
1 

2 - --------- ----- -----
1 
1 

31 

3 
13 
9 
2 
1 
1 

2 
2 
3 
1 
7 

3 -- --- - ---- ----------
1 
5 2 

TABLE 3.-Stores: Number of years establis'hment had been in operation, by State 

Number of years in operation 

All classes ________________________ ------ - - - -- - -- -- --- - -- -

Under 5 ______________________________________ ---- __ ------- -- - -
5 and under 10 ________________ _______ ____ _________ ____________ _ 
10 and under 20 __ __ __ ___ _________________ _________ _____ ____ ___ _ 
20 and under 30 _______________________________________________ _ 
30 and under 40-----------------------------------------------40 and under 50 __ ____ __ ____________ ______________ ____ _____ __ __ _ 
50 and under 60 __ __________________________ ___________________ _ 
60 and over ________________________ __ _________________________ _ 

Number of establishments of specified 
class studied in-

States 

51 

2 

Cali
fornia 

14 

Massa
chusetts 

8 

2 --------- - - -- --- ----
9 3 1 

10 2 2 
9 2 2 
6 2 2 
5 2 1 
8 2 

Indiana 

29 

1 
2 
5 
6 
5 
2 
2 
6 

• 
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STORES: STAT1EMENTS OF POLICY REGARDING CHANGES IN 
HOURS 

A. From stores that decreased hours for reasons other than the law. 
California.-1. A firm with over 1,000 employees, 77.7 per cent of whom were 

women, shortened their daily hours from 9 to 8 early in 1911 before the 
passage of the law. The four largest department stores agreed to change 
hour at this time so as to be ready for the law. The superintendent indorsed 
the 8-hour law and said it had never been a handicap to management or 
worker s in the store. He thought its social value inestimable for the welfare of 
the community as a whole. "If women are not employed in certain occupa
tions it is because of their physical strength, background, and initiative rathe•r 
than the law." 

2. A firm with between 300 and 400 employees, 74.7 per cent of whom were 
women, reported that hours were changed Yoluntarily from 8 to 7½ daily, 
abou t 1918, by changing the opening h our from 8.30 to 9. The superintendent 
!'laid thi was due to the fact that practically there are not enough sale t o 
cover overhead before 10 a. m. , and this later opening was an advantage. 

I ndiana.-1. A firm with between 100 and 200 employees, 79.4 per cent of 
whom were women, repor ted discontinuing Saturday evening opening ( 6 to 10 
p. m. ) in 1921. The manager said: "We tried it out in July, August, and 
September and found out customers and help liked it very much. We did 
this to keep up with more advanced stores in larger places. We thought if 
they can do it we can. We got stacks and stacks of letters from the public 
telling us they thought we were a bigger and better store for adopting such a 
policy. Many told us they would make it their business to trade her e. Out-of
town people thought it a wonder that one store in town could take such a 
stand alone." 

2. A firm with fewer than 100 employees, 73.7 per cent of whom were women, 
had changed their opening hour from 8 to 8.30 in war time, when daylight 
saving came in. Saturday evening opening was discontinued 8 or 10 years ago 
by the general action of the merchants' association. The manager said, "\Ve 
figured we gained business instead of losing. If we were open 24 hours a day 
there would always be someone in. The best service comes with regular short 
hours. Competition with other firms in keeping help is one reason for shorter 
hours." 

3. A firm with between 100 and 200 employees, 78.7 per cent of whom were 
women, reported that the last time this store had been open in the evening was 
at Christmas time in 1916. To close before evening wasi a move in advance of 
the shopping customs of the town. The manager had regretted the change, but 
could not r eturn to the former schedule.· Competitors were open evening be
fore Christmas, and most of them Saturday evenings. They get "mass" busi
ness and his policy of closing had an effect of closing the doors in buyers' faces. 
His business stood it at first when money was plentiful, but now times are hard 
and he needs .mass trade. The policy has given them a reputa tion of catering 
to select trade, which they do not want. 

1 
4. The proprietor of a store employing fewer than 100 workers, 80 per cent 

of whom were women, said that in 1921 they had changed their Saturday clos
ing hour from 9 to 6 p. m. " ].,rom an economical standpoint, for the good will 
of our ·customers and workers." 

5. A firm with fewer than 100 employees, 84.8 per cent of whom were women, 
reported that a few years ago the store had kept open Thursdays and Satur
days, but during a Billy Sunday revival the owner agitated for Thursday 
evening closing arid won all merchants to an agreement. Three years ago, afte;
all merchants had agreed to a reduction of Saturday evening work, two failed 
to keep the agreement. The office manager said the cost of operating Saturday 
nights is little more than covered by the trade, on an average. This is not a 
town catering to farm trade, but to factory workers who have Saturday after
noon off. It is difficult for the mercantile business to get the most efficient 
young girls now, as store hours are so much more inconvenient than office 
hours. Different stores have see-sawed back and forth making experiments in 
closing, but they do not act in unison. 
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B. From stores that shortened hours because of the law. 
Oalifornia.-1. A. firm with between 400 and 500 employees, 64.7 per cent of 

whom were women, bad their store open from 8 a. m. to 6 p. m. regularly, and 
to 9.30 p. m. on Saturdays, before the passage of the law. The schedule at the 
time of the survey was 9 to 5.30 for six days. The superintendent said the law 
was a much-needed impetus to shorter hours in the department stores, for most 
of the employers wanted a shorter day. They wanted it to be universal, so as 
to equalize competitive conditions, and the law practically made the shorter 
day a universal condition, as department stores are dependent on female labor. 
He felt that tbe 8-hour law had increased opportunity for women and served 
as an incentive to women to go to work, as the shorter day makes it possible 
for the woman with home duties to care for her home in spite of being employed. 

2. A. firm with between 500 and 600 employees, 74.6 per cent of whom were 
women, changed their opening hour from 8.30 to 9 because of the law. They 
s tated that the hour law was not a detriment nor handicap in any way to 
employees or management. A.t present the managers are trying to work out a 
plan to shorten store hours further, so as to cut overhead and concentrate sales 
between 10.30 a. m. and 4 or 4.30 p. m. Shortening of store hours has been 
economical for both employers and employees . 

. 3. A. firm with nearly 700 emplt>yees, 65.3 per cent of whom were women, 
changed from a 9- to an 8-hour day when the law went into effect. They found 
it was a good thing to have shorter hours, as overhead decreased and there was 
110 appreciable change in sales. The superintendent considered that legal restric
tions equalized somewhat conditions of competition within the industry, and 
.since the application is general they are not a hardship. Department stores, 
by their nature, are primarily a woman's industry and restrictions have not 
been sufficient to affect woman's position. 

4. A. firm with between 300 and 400 employees, 74.7 per cent of whom were 
women, shortened store hours one hour a day with the passage of the law. The 
superintendent said that when the law was passed the employer at first felt 
that it was a hardship and that it would decrease the proportion of women to 
men, but after a few months or a year it was found that it had no effect on 
sales and that in all ways management was better off for the shorter hours. He 
felt that any inconveniences which the 8-hour law may have caused have 
been more than compensated for by the advantages of shorter hours and 
s tandardized store hours for all firms. 

C. From stores that increased. hours. 
OaUfornia.-A firm with over 1,000 employees, 63.2 per cent of whom were 

women, began closing the store at noon Saturdays in 1920, but in 1924 a 
large number of requests from cusoomers to have the store open caused a 
r eturn to Saturday-afternoon hours. However, during July and August the 
store is closed all day Saturday. 

lnddwna.-1. A. firm with between 100 and 200 employees, 80 per cent of whom 
were women, closed Saturdays at 6 p. m. for one and a half years because of 
an agreement with other merchants. Their next-door competitor failed to keep 
the agreement, saying it would be suicidal to close. The manager of the store 
surveyed thought public sentiment would support them and that other stores 
would follow their example. But the next-door store advertised Saturday
evening sales, and the first store was compelled to revert to Saturday-evening 
openings.. "A. law is needed to force some people to a common regard for their 
employees." 

2. A. store with fewer than 100 employees, 75 per cent of whom were women, 
reported that during 1923 and 1924 the Saturday closing hour bad been 6 p. m. 
The store was in a mining community, and most of its customers did not get 
paid until late in the week, so it was felt that late Saturday shopping was 
necessary. Accordingly, in 19-25 they returned to their former Saturday hours 
and stayed open until 9 p. m. 
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TABLE 4.-Stores: Causes of overtime f<Yr men and, wom.en, by State 

Number of establishments in-

Causes of overtime 
Cali• 
fornia 

Massa• 
chusetts Indiana 

---------------------------,------------
All establishments reporting....................................... . 14 9 27 

i====t=====!==== 
Having no overtime...................................................... 2 4 

Having overtime.......................................... . .............. 12 5 20 
i------t----t----

I n vent or y or stock taking............................................ 5 9 

Men and women-

~~:e~~1;,1";~;:J:o·i ctepartnients· only:======= ================= ....... 
1

.~. == = = = === = = 
Sales .•........ .. . ... . ....................................................•....... 
All departments for inventory; buyers must occasionally stay 

2 
4 
2 

after hours to check up stock............................... 1 ......•....•....•... 
Department not reported..................................... . ......... 1 ... .... . . . 

Men-sales ..................... . .................•..............................•.... 

Inventory and sales ................................. . ............ ... . 2 

Men and women-
All departments.............................................. 3 ......... . 
Sales ........................ .......... •. • • • • • • • • • • • · • • • • · · · · · • • · · · · • · · • · · · · • • • • • • 
All departments for inventory and stockroom for sales......... 1 ..................•• 
Men and women for inventory and men (stockroom) for sales... 1 ...................• 

Inventory and stock arranging ....... C......... . ..................... 2 

Men and women-all departments ..... ... .......................................... . 
Sales-men and women for inventory and men for stock arranging ... ................... . 
Men and women-all departments fo:,: inventory and men (stock• 

room) for stock arranging.............................. .. ....... 1 .........•......••.• 

Sales-men and women ................ . ....................................... . 2 ········· -

Holiday seasons: 
Men and women-

Sales.. .. . .. ... . .. . . ... . . .. .. .. ...... .... .. . .... ... .. . ..... ... . ..•. ... .. ....... ... 2 
Alteration..................................... . .............. . . .. ...... . ....... .• 1 

Men-sales-all departments...................................... ........ .. 2 ...••....• 

Inventory, sales, and arrange stock-men and women-all depart• 
men ts ......... ................ ............... •·••••······•·••·•···• •···· •· · · · · · · ······· 

Inventory and holiday- men and women for inventory and women 
(alteration) for holidays .. . ·· · ····· ·········· ···· · ·- ···---------- · --··-·-·-··· ...... ! ._. 

Alteration and miscellaneous (new display, exhibits, etc.)-women for 
alteration and men for miscellaneous . .. _·-- ---·-----·-· ---·-- ···-·-- 1 --·-·--··· ·······-·· 

Inventory and miscellaneous (department moved)-men and worn• 
en-all departments._. ______ .- · ___ . ___ -·· .. .. _ .. _ .. __ . __ . __ _ .---··- . ·- ··-. ___ -· __ -·- -·-

Miscellaneous (department moved)-men and women-all depart• 
men ts .· .. -· ___ . -- _ . . __ --- -- . __ ·· - _. __ .. - ·- -· ·- -· ..... . -- -· --·-. --·- ..•.. --··- - -- __ · __ - - -

Overtime not reported_ •. ___ . __ -· ._ .. _._-·-.···-.··-._ .......... _______ -·. ··-·- _____ ···-. ___ .• 

1 Men in receiving room work some overtime, amount not reported, 20 or 30 times a year. 

STORES: STATEMENTS OF POLICY REGARDING OVERTIME 

A. From stores having no overtime. 

4 

Indiana.-1. A firm with between 300 and 400 employees, 68.3 per cent of 
whom were women, managed to take inventory in store hours by taking it in 
different months in the different departments whenever business was dull in a 
given department. For example, inventory was taken in wash goods after 
the winter white sale and after the summer season. 

• 2. A firm with between 200 and 300 employees, 73.9 per cent of whom were 
women, reported keeping a daily account of stock in most departments. 
Inventory was taken January 1. Business was dull at tha't time, so half the 
force could be put on inventory. 
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B. From stores having overtime. 
California.-1. A firm with over 500 employees, 74.6 per cent of whom were 

women, reported overtime necessary for two days twice a year to take 
inventory. Women were given time off the following day to make up for the 
overtime worked. 

2. A firm with over 500 employees, 73 per cent of whom were women, 
reported occasional overtime of one or two hours in some department which 
was preparing for a special sale. The superintendent said that occasionall-y; 
it might be a hardship to give women time off to make up for overtime, but 
usually there were few sales in the early morning hours and time off could be 
arranged for them. 

Indiana.-The superintendent of a store with between 100 an:d 200 employees, 
72.9 per cent of whom were women, said his policy was to have all employees 
leave the store at closing time, as he felt they did better work the next day. 
In the alteration room they occasionally had overtime at Easter. 

STORES: STATEMENTS OF POLICY REGARDING OCCUPATIONAL 
OPPORTUNITY FOR WOMEN 

California.-1. In a store with more than 500 employees, 74.6 per cent of 
whom were women, it was reported that in 1918 the war emergency led to the 
employment of relatively more women than ever before. ·women were used 
in the shoe department, silk and wool department, furniture department, and 
as elevator operators. However, at the time of the interview men again 
predominated in all these departments. 

2. The superintendent of a store with nearly 400 employees, 74.7 per cent 
of whom were women, said he believed they had used women in practically 
every department at some time since the war. Before that time women were 
never employed in silks or woolen goods, draperies, or men's furnishings. 
Also, women were put on as elevator operators during the war and have been 
so ,employed ever since. 

3. A firm with over 1,000 employees, 71.3 per cent of whom were women, 
had opened their store from 8 to 6 before the passage of the law. Their 
present hours were from 9 to 5.30. · The personnel superintendent thought 
shorter store hours would have come even had there been no law. However. 
he thought that while the law did not prevent the employment of women in 
any position naturally and normally open to them, he felt if it were not for 
thG law more women would be ·employed. If he had two applicants equally 
well suited for the job, one a man and the other a woman, he would choose the 
man, because there would be no possibility of getting into legal entanglements. 
with the law. This man reported the jobs open only to men as stock jobs., 
maintenance, and delivery, primarily because they are men's jobs. The hour 
law affects stock boys to some extent, but he would probably use mostly men: 
here in any case because of .heavy lifting. The list of occupations shows 47 
men and 31 women in the stock department. 

Massachusetts.-1. The superintendent of a firm with fewer than 100 em
ployees, 81.8 per cent of whom were women, said it was the policy of the firm 
to employ women more and more in places formerly filled by men, as women 
can be secured for a lower salary. He had also observed this tendency in other· 
stores with which he had been connected. 

2. The manager of e ilrm with fewer than 100 employees, 65 per cent of 
whom were women, said, in accounting for the increasing numbers. of women 
employed in stores, that women wanted more things and wanting to earn for· 
themselves applied for work more extensively. They were hired at first be
cause they could be employed for less. They continued to be employed in 
nine-tenths of the cases because they were efficient, especially in selling. The 
superintendent commented that women are better educated and so better fitted 
for this work than formerly and therefore were being employed more 
extensively. 

3. The president of a firm with fewer than 100 employees, 78.7 per cent of· 
whom were women, stated that there was a general tendency, operating over
a considerable period of time, to replace men by women because women 
can be employed for less and because women are ·· more honest and: 
painstaking." 
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4. The treasurer of a firm with fewer than 100 employees, 82.1 per cent of 
whom were women, thought there had been a general tendency for increased 
numbers of women to seek employment away from home. Women can be 
hired for less and have been able to sell as much or more than men. The 
policy has been to replace men with women gradually as men drop out. He 
said that when he came to the fi rm in 1902 there were 10 men on the first floor 
selling notion., novelties, hosiery, and the like, and to-day there are none. 
On the floor carrying yard goods there were 14 men and to-day there are 4. 

Indiana.-1. The manager of a store with between 300 and 400 employe s, 
68.3 per cent of whom were women, said that the firm, which had been in 
business since 1853, had maintained until about 1875 or 1880 that they would 
not have a woman in the house. Women were first employed in 1880 in the 
notions and pattern departments. Women have largely supplanted men in 
department stores, except in departments where heavy goods are sold, be
cause of heavy lifting. He said they found women outsell men every time 
as they are more familiar with the use of the merchandise. Ninety-five per 
cent of the shoppers are women, and they feel they get more help in making 
a selection from a woman. "As an example," he said, "in our stove depart
ment a woman is outselling the man. She really knows all about how stoves 
work and her line of conversation is more sincere. Men are apt to make a 
sale regardless ; their point of view is to sell. Also, men have other interests 
and attention to their jobs is divided." 

2. The superintendent of a firm with fewer than 100 employees, 68.7 per 
cent of whom were women, said that women had increased gradually in pro
portion, though there had not been much chano-e since 1917. He thought men 
did not take up clerking to any extent any more, perhaps because it is a 
cheaper trade than formerly, as stores can not afford to pay proportionally 
as they used to. Men can not support families on the average department
store wage no,v. It is possible to get competent girls cheaper than competent 
men. 

3. ·The i:nanager of a store with between 100 and 200 employees, 78.7 per 
cent of whom were women, said, "the reason why women are sifting in is 
not so much due to superior ability, although they are as competent, as to 
the fact that we can get women cheaper." 

4. In a store with slightly over 100 employees, 79.4 per cent of whom were 
women, the policy of the firm was to have men in departments where stock or 
work was heavy ; otherwi e to employ women. The cost of employment was less 
for a woman. "Take a young lady 18 and a boy 18, you have to keep continu
ally increasing the boy's pay-he will soon be a man and a ume r e ·ponsibilities, 
where 50 per cent of the women know that sooner or later they will not have 
any wage-earning responsibilities." 

5 A firm with between 100 and 200 employee , 72.9 per cent of whom were 
women, reported that during the war men left in droves and went into factory 
work because of better pay and more "ready cash." This bas continued since 
the war, and it is very hard to get bright young men to come into department 
stores, even with the idea of rnpid promotion. They would prefer men in the 
yard-good department, as women shoppers have more confidence in men in this 
department, but they are not able to get them. They reported the following 
shifts in personnel : 

1923 changed from two men to two women in silk department. 
1924 changed from two men to two women in wash goods. 
1924 changed from two men to two women in domestics. 
1925 changed from one man to one woman in bedding. 
1926 changed from one man to one woman in woolen ,goods. 

6. In a store with about 200 employees, 60.5 per cent of whom were women, it 
was stated that the average saleswoman 30 or perhap 20 years ago saw no, 
future in her job. Now she is being coached in the store for advancement. 

7. In a store with fewer than 100 employees, 80 per cent of whom were womenr 
lt was reported that women in their increasing efficiency are taking the place 
of men, though therP, has not been much change in the last 10 or 15 years. It 
is very hard to get the right type of young man to come into a department 
store. Th~y seem to have taken up other lines of work. Women have gone 

. :i head of the men. 
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T.ABLE 5.-Stores: Employment of men and, women, as buyer s, assistant buyers, 
or aepartment heaas, by State and departrnent 

Number of establishments with buyers or department heads of sex specified 
in-

3 States California Massachusetts Indiana 
Department 

Men We~m• ~ed Men Wom- !8J1 Men Wom- ~ed Men Wom- !~eg 
only only weonm- only 0':iJ; worn- only o~ly worn- only o:y wom-

en en en 
-------------1--- ---- ------------------------
Yard goods________________ 35 
Underwear. ____________________ _ 2 6 10 ----3- 6 ----;;-30 5 6 
Women's and children's 

ready-toawear____________ 8 
Men's furnishings_________ 27 

17 20 -- --9- 4 6 6 2 
1 6 ------ 2 3 1 1 Shoes ________ _ . __ .. __ ______ 22 1 1 6 1 2 1 

Hosiery____________________ 5 
Household furnishings____ _ 31 

15 1 5 1 5 
2 12 1 6 6 I 

Small wares__ _____ ___ ___ __ 2 17 21 2 8 4 4 
Millinery__________________ 3 17 3 4 2 4 
Luggage, trunks, baby car-

riages_____ __________ ____ _ 4 
Bakery, groceries, meats___ 6 

3 ------ ------ ---- - - ----- - ------

Basement store___ ____ __ ___ 10 1 ----- - ------ - - ----
Not reported or too irreg-

ular to classify____ _______ 15 8 17 --- --- -- ---- 10 

19 2 
17 

8 7 12 
15 3 
14 ------ ------5 5 
20 6 
2 11 9 
3 g 1 

1 --- --- ---- - -
6 
g 

14 6 4 

Summary of employment of men and women buyers and department heads-3 States 

Cali
fornia 

--------------------------- ------------
Number of establishments reporting________ ___ ___ ________________________ 14 
Number of establishments-

Having no women buyers or heads of departments __ __ ____________ _____________ _ 
Having no m~n buyers or heads of departments ______ ___________ __ ____________ _ _ 
Having greater number of women than men buyers or heads of depart-

ments______ ___________ ______ _____ ___ ____ ____ __ __ ___ ____ _____ ________ 4 
Having same number of women and men buyers or heads of depart-ments ________________ ___________________________________ · __ _ __ _ __ _ _ 1 

Per cent men buyers or heads of departments form of total employees ___ .. 2. 6 
Per cent women buyers or heads of departments form of total employees__ 2. 0 

9 

2 
1 

4 

7. 7 
7. 7 

31 

6 
1 

8 

2 
4.0 
2.9 

~TORES: STATEMENTS OF POLICY REGARDING THE 'EMPLOYMENT 
OF WOMEN AS BUYERS OR HEADS OF DEPARTMENTS 

Oaliforni a.-1. Buyers and heads of departments-men 51, women 22: The 
employment manager and assistant superinte1_1dent (a woman) said the law 
does not affect women's advancement. She came to the store in 1911 as an 
jnstructor, and she could hardly remember half a dozen times when she had 
stayed at the store more than 8 hours. Whenever and wherever a woman has 
background and ability she has as good or a better chance than a man in 
getting the position when a vacancy occurs. The number of women in super
visory positions has about trebled in the past 15 years ; more men than women 
proportionally, bec~use of experience, length of service, and fitness. More 
men than women, relatively, strive for advancement. Women's lack of ambi
tion is often a factor in their failure to advance. 

2. Supervisory positions- men 46, women 13: Women have been slowly in
creasing in supervisory positions but are still making slow progress because of 
lack of all-round experience, because so many have such a short view of their 
jobs, and because the public seems to prefer men in any form of executive 
position. The store has no policy on the basis of sex. Women are not physi
cally so fit nor so frequently possessed of the necessary experience. Also, a 
woman's family ties and life outside of work seem to have more influence. A . 
woman can't be sent off on a buying trip on two hours' notice, because of 
other members of her family, her mother, husband, or child. Men do not seem 
to be so much affected by such ties. Therefore there is an unconscious ten
dency to prefer men. 
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3. Supervisory positions-men 38, women 63 : Lack of sufficient background 
and general commercial ability, not policy, the factor which keeps a larger 
number, proportionally, of women from becoming buyers. 

4. Buyers and heads of departments-men 7, women 7 : Two of these women 
make annual trips to Europe and all the others buy in New York and eastern 
markets in the same capacity as men. Choice for position depends on indi
vidual, not on sex. 

5. Buyers and heads of departments-men 61, women 26: There are more 
men than women buyers because, as far as this store is concerned, the manager 
feels that men are more efficient. Men are often better bargainers and more 
decisive than women when dealing with sellers outside of the store. 

6. Buyers and heads of departments-men 11, women 6 : Policy is to advance 
the person best able to hold the job, in the case of a vacancy in a buying 
position. One who becomes a buyer must know all the ins and outs of the 
department. There is no discrimination because of sex. 

7. Buyers and heads of departments-men 13. women 18: Women as buyers 
are on the same plane and must abide by same rules and policies as men. 
Women have increased in numbers in executive positions because women are 
gradually coming into business with the idea of making it a career. There are 
twice as many women buyers at present as there were 10 years ago. 

Massachusetts.-1. Buyers and heads of departments-men 2, women 5: 
Women are buyers for things bought exclusively for women, where the chief 
question is one of style, of what will sell. Men are buyers for things bought 
exclusively by men and boys ; also for goods where questions of quality enter 
in. Men have a better chance as stock clerks and in wholesale houses to acquire 
technical knowledge of goods. 

2. Buyers-men 4, women 3 : Men are in more responsible positions than 
women (buyers in upholstery, including drapery, house furnishings, yardage, 
ready to wear, and all fir st-floor stock) ; this is not due to policy, because women 
have not proved themselves sufficiently able bargainers or to have sufficient 
merchandising knowledge and background to hold these positions. Also, these 
men have been with the store 15 to 30 years and there have not been many 
occasions, since women have come to play an important part in the store force, 
to consider women for these positions. 

3. Buyers and heads of departments-men 9, women 7: All but one woman 
buyer (general tendency with women) want confirmation on purchases made. 
They are a little hesitant about spending large amounts on their own 
responsibility. 

4. Buyers and heads of departments-men 5, women 7 (assistants) : P olicy 
is to prefer men for supervisory positions wherever the goods to be purchased 
represent a relatively high value. Women are assistants. The store is too 
small to require an extensive buying staff. Men have a better sen e of value 
and are more apt to stay with the concern. 

5. Buyers-men 4, women 8 : Men are employed as buyers and beads of 
departments in domestics and house furnishings because of heavy lifting re
quired, and in the toy department because a woman could not buy for and have 
charge of the toy department on account of the overtime sometimes necessary 
before the h olidays. 

Indiana.-1. Buyers-men 15, women 9: The tendency is toward the hiring 
of men buyers. Women, in this store's experience, do not figure percentages 
closely enough nor buy closely enough ( though they make good selections) . 
Women are not so thoroughly informed as men in regard to market conditions. 

2. Buyers-men 3: Have tried women as buyers "to our sorrow." They are 
too easily iniluenced and overbuy. They are not educated nor trained to it. 
The men from the market are sharp and do the women * * *. It is easier 
to hold a man down ; easier to talk to a man employee and discharge him. 

3. Buyers-men 5, women 7: Women credited as buyers are supervised by 
a member of the firm in r egard to merchand~ ing. Women furnish ta te in 
selection and care of stock. They have opportunities to know needs of cus
tomers and so can assist in buying. It is difficult to find girls to advance, girls 
who realize there are opportunities ahead to strive for. In towns this size, 
girls have not selected this as a business'. They are just working and waiting 
for marriage. They could be trained for almost all positions in the store, and 
that development may come when they are, ready for it. Men are essential in 
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merchandising. Girls can not clean up stock so fast nor so often as men-have 
never tried girls for merchandising. 

4. Buyers-men 2. Assistants-men 2, women 1: Women haven't enough 
Perve for business, and they buy short. Women are overcautious, afraid to go
ahead in quantities. Their e~perience is all right in pretty things. 

5. Buyers-men 4, women 7 : The difficulty with women as buyers is that 
they want too great variety and buy too much stock. They overload. Men 
keep a stock down better than women. All buyers, men and women, only select 
and the manager or superintendent gives the final 0. K. Women are be-st in 
departments for most feminine articles and apparel. 

6. Buyers-men 12, women 2 : Find that men have a wider experience. They 
come in as stock boys and work up in various depar tments to buyers.' posi
tions. They have a broader view than women. Men are more apt to under
stand trade conditions and get a quicker turnover in their stock than women. 

7. Buyers-men 4, women 10: Women as buyers do ever y bit as well as. 
men. They are just as much onto th_eir stock and market. There have been 
many changes in the past 15 years. Can think of at least four men replaced by 
women. 

TABLE 6.-Sto1·es: Store occitpations aarried on outside of store hours·, held only 
by men, by State 

Occupations 

Number of establishments in 
which specified occupations 
were closed to women in-

Califor
nia 

Cleaning __ __ ._._._. ________ ___ ___ _________________ __________ ________ ______ 4 _________ _ 
Janitor __ --·______________________________________________________________ 2 _ -----· ___ 2 
Porter________ ____________________ _____ ___ _______ ______ __ ______ _______ ____ _ _ __ __ _ _ __ _ _ __ __ _ _ _ _ 5 
Watchman _____ ______ _________________ ______ ____ ___ ___________ _________ c_ 2 5 8 
Delivery ___ ______ __ _______ ___ ----------------- ___ ------------------------- _____ _____ __ ________ 5-
Engineer _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ __ _ __ _ _ _ _ __ _ _ _ _ _ _ __ _ __ __ _ _ _ _ _ __ __ _ __ _ _ _ __ _ _ _ _ 2 ___________________ _ 
Electrician ____________ ____________ _____ ____ _____________ _____ ____ ________ 1 ___________________ _ 
Repair, painting, interior decorating, and rearrangement________ ___ ____ __ _ 1 ___________________ _ 
Repairing and painting____ ___ ______________________________ _____ _________ 1 ___________________ _ 
Stock room _______________________________________ ._____________ __________ 1 3 1 _________ _ 
Shipping clerk_ __ ___ __ ________________________________ __ __ ______ ________ ___ ___ ____ ____________ t 
Paper hanger_ ___________ _____ _____ - ______ __ _______ _____ ___ ______ _____ ______ _______ . ____ . ___ _ _ · 1 

1 In 1 establishment there was 1 woman in the receiving room, but certain work in the department was 
closed to women. 

STORES: STATEMENTS OF POLICY REGARDING STORE OCCUPA
TIONS CARRIED ON OUTSIDE OF STORE HOURS T'H.AT ARE 
OPEN TO MEN ONLY 

Oaliforn4a.-1. The work of janitors, cleaning force, engineers, and elec
tricians is carried on outside of store hour s. These positiops are open only 
to men because they are physically men's jobs. Women would not be hired 
for them under any circumstances when men are available. 

2. Jobs in the stock room, where handling of heavy units of stock is neces
sary, are open only to men, not primarily because of the hour law but because 
most of the work is not suitable for women. 

3. Positions in stock room open only to men, parNy because of extra hour 
needed, but chiefly because most of the jobs are too heavy for women. 

Indiana.-1. The jobs of porter, delivery, decorating, and night watchman are 
open only to men, due to the. heavy work, irregular hours, and custom. 

2. The job of night watchman is open only to men because the firm does 
not believe in night work for women. The jobs of janitor, delivery and 
window decorating are open only to men because such work is too hea~y for 
women. 
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'JAuLE 7.- Stores: Employment of women as w indoio trimmer8 , ad,i;erlisers, 
managers, or superintendents, by State · 

Occupation 

Number of establishments in 
which women were em
ployed in specified occupa
t ion in-

Califor
nia 

Massa
chusetts Indiana 

---------------- ----------1--- - -----
Window trimmers _____ ___ _______ ___ ____ __ _______ ____ __ ___ __ ____ ________ _ _ 
.Advertisers ___ _______________ ____ ___ _____ ______ __ _______ ___ ___ _____ ___ . __ _ 
Mttnagers or superin tendents ___ ______ ____ ___ _____ ___ ___ ____ __ _____ ___ __ _ _ 

2 
3 
1 

:STORES: STATEMENTS OF POLICY REGARDING .:'TORE OCCUPA
TIONS CARRIED ON DURING REGULAR STORE :· URS THAT ARE 
CLOSED TO WOMEN 

:Sales positions. 
Fur-niture wnd rugs.-" Women can sell rugs and furniture as well as men, 

·but one has to have a boy to follow them around, lifting rugs and moving furni
.ture, which makes it impracticable." 

Men's and boy's furntishings.-" Men sell better to men and boys." "Tra
-ditional." 

Shoes.-" Women not considered success in shoe department." 
Woolens, heavy linens, and bedding.-" H as always been men's work because 

-of heaviness of work. However, women sometimes substitute in the depart
ment and do very well." 

Stock rooni.- " Heavy work, better adapted to me-n. However, women used 
to do such work." 
Paper hanging, shipping, window decorating, delivery. "All too heavy." 

Managers and other supervisory positions. 
Floor positions are or have been given to men, partly because of hour law, 

but chiefly b cause it has always been customary to employ men and has never 
·been considered a woman's job. 

The position of floor rYl,,(1J}W,ger, requiring work outside store hours , h as always 
been filled by a man. Never considered a woman for such a position. Custo
mers have more confidence in and respect for a man in a floor position. .Adver
tising director has always been a man, and owner would not consider a woman 
because he personally has very little confidence in women and their reliability. 
H e said women lacked the vision and foresight which a buyer and an adver
tising director must have, and women did not seem from his observation able 
to be trusted with buying any goods representing any considerable value. 

"Men are on fundamentally men's jobs as purchasing agent, merchandise 
mooa.ger, superiJitenaent, and per sonnel director-as men have contacts on 
policies with men from other stores . F or research a man is in charge, but a 
woman is a most capable assist ant." 

Department manager ( house furnishings andi main fioor), window decor at
ing, advertis,ing-" Women do not fit in these posit ions. Haven't knowledge of 
goods. Men get experience in all lines. Women are content to know one 
department." 

"Meroh,andise m,anagers ar e all men, but if a woman were capable there are 
no policies or restrictions which would close the job to her." 

W indow decorating.-Never had a woman apply and do not think a woman 
can do the work, because of heavy lifting, shifting scenery, forms, furniture, 
,etc. "Heavy work, lifting, and bar d in these unven tilated windows." 

Elevator operating. 
Tried girls during the war, but was glad to go back to colored boys, as they 

.give better service and stick to their jobs for longer periods. 
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All agreed that it was too hard for women, and the general manager said 
" the kind of girl who applies for a job as elevator operator is usually the 
sociable, talking type, which is just what you don't want." 

"Doors of elevator are too heavy for women." 
" Men can make repairs on cars." The firm thinks they have fewer mechani

cal troubles with men than they would have with women. 
Operators are required to stand at all times. The manager thinks this 

necessary for good service. He believes the heavy doors and continuous stand
ing make the job too heavy for women. 

I 
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APPENDIX D 

SCHEDULE FORMS AND INSTRUCTIONS 
OUTLINE OF INFORMATION SECURED FROM FIVE INDUSTRIES 

1. Firm name. 
Person interviewed-position. 

2. How long has firm been operating? 
3. Numbers employed in 1925-men and women separately-dull week and' 

peak week. 
4. Products in 1925, and date of first manufacture. 
5. Scheduled hours in 1925 : 

Begin--end-daily-Saturday-night shift. ( If hours vary in different 
departments, give number-men and women separately-working each 
set of hours.) 

Difference between men's and women's hours. Reason for difference► 
6. Former hours : 

Daily and weekly. ( Give all changes in hours, including dates, reasons, 
and effect on men and women. Even if no effect or not reported~ 
specify.) 

7. What changes were necessary to meet the requirement of the hour law for· 
~m~? . 

8. Overtime in 1925 ( for men and women separately) : 
(a) Extent-per day-and frequency. 
( b) Departments. 
(o) Cause. 

If no overtime, how is peak season cared for? 
In establishments where only men work overtime, how is women's end o:f 

production cared for? 
(NOTE.-Do, not confuse overtime with separate night shift.) 

9. Effect of need, for overtime on women's employment. 
10. Changes in plant equipment, working conditions, and occupations, which 

have affected the proportionate employment of men and women-giving 
reasons, date, effect: 

(a) Enlarging. 
( b ) Product. 
(o) Machinery. 
( d) Occupation. 
( 6 ) Method of operation. 
( f) Other changes. 

11. Women in supervisory positions: 
(a) Policy of employment. 
(b) Type of position and number of women so employed (forelady~ 

assistant forelady, etc.). 
(o) Departments in which employed. 

12. Method of employing: 
(a) By whom? 

13. Method of training : 
(a) By whom? 
( b) On job or in school? 

. 14. Method of promotion: ( distinguish between no promotion at all and n<> 
m ethod, of promotion) . 
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484 EFFECTS OF LABOR LEGISLATION 

FORM FOR RECORDING STATISTICAL DATA ON' EMPLOYMENT IN FIVE INDUSTRIES 

NUMBERS IN 1925 

Firm ______________ _______ _______ ________ _____________ ______ __________ _ 
Agent ______________ ___ _________ _______ __ _____________________ ________ _ 
Date ________________________________ __ _______________________________ _ 

Occupations Men Women Occupations Men Women 

LONG-HOUR-INDUSTRY SCHEDULE 

MASSACHUSETTS 

1. Industry_ __ _____ _______ City________________ State ________________ _ 
2. Name of firm_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ Address ___________ ___ ______ __ _ 
3. Persons interviewed_________ _________ __ ________ Positions _______ ____ _ 

4. Product ____ _______ ___________ _____________________________________ _ 
5. Numbers: Men____ ________ Women____ ________ TotaL ___________ _ 
6. Hours: 

' 
Men Women 

~~%in_==== =================== '==~===================================== Lunch ___ ____ __ ____________________________________ · ________________ _ 

:f:~t:~ !~i~kly~== ====== ===~==== ======== ======== ======== ========1======== 
, .. 

7. If there is a difference in men's hours and women's hours, give occupations and 
reasons for longer hours _________ _____ _______ ___ _____ _____________ _ . 

8. Would you employ women the same hours as men if it were not for the law? _____________________________________________ __ ____ _________ _ 

9. If you could employ women as long hours as men, would there be occupations 
open to them in which they are not employed now? ____ _______________ _ 

What occupations? ___________ _______ _______________________________ _ 

How many women could be employed on them? _________ _____________ __ _ 
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INSTRUCTIONS REGARDING INFORMATION TO BE SECURED ON THE LON G-HOU R,. 
INDUSTRY SCHEDULE 

Type of plant to be included. 
The purpose of this schedule is to secure information from plants which 

are employing men more than the legal hours ror women. Schedules should 
be made out, therefore, for any plants which have s heduled hours for men 
longer than 48 a week or 9 a day. This should include plants which employ 
both men and women but have the women working on shorter shifts than the 
men. 

Another group of plants to be included in the long-hour schedules will be 
those which have scheduled hours of 48 a week or 9 a day or less but which 
occasionally employ men longer than those hours. For these plants the problem 
is simply that of overtime employment for men beyond the legal maximum 
for women. · 

Item 6. 
Under item 6 :figures should be secured, if po sible, to show the number of 

men and women employed on different shifts. In many plants men are em
ployed on shifts which vary from 8 to 10 or more hour s. This information is 
more valuable if the number of men who are empleyed on these different shifts 
can be secured. If the numbers can not be secured, the names of the depart
ments should be recorded. 

Item 7. 
It is important to secure, if possible, the occupations on which men are 

employed longer hours than women are permitted by law to work. If it is 
not possible to get occupations, a record should be made of the departments 
which operate the longer hours. The object of this question is to show what 
opportunities might be open for women if they were permitted to work the 
longer hours which are required for the men. This question 7 should really 
tie up very closely with the details of question 9, but probably the list of occupa
tions or departments would be greater under 7 than nder 9. It is not the 
intention, in securing the information required here, that the agents should 
go to the books to get definite :figures as to occupations and departments. The 
information given through the interview will be adequate for the purposes of 
this schedule. 

SCHEDULE FOR PLANTS RUNNING AN EVENING SHIFT FOR WOMEN 

M.!1S S.ACHUSETTS 

1. Industry__________________ City________________ State ______ . _______ _ 
2. ame of firm_______ __ ________________ Add.re s _______________________ _ 
3. Persons interviewed ____________________ ..:. Positions ____________________ _ 

4. Product _____ ____________ ______________________________________________ _ 

5. Numbers: 
Day-Men_____________ Women_____________ TotaL ____________ _ 
Evening-Men_____ ____ Women_____________ TotaL ____________ _ 

6. Hours: ' 
Men Women Day-Begin _______________ __________________ _ ________________ _ 

End ___________________ ----------------- - _________________ _ 
Lunch ____________________________________________________ _ 
Total daily____________ __________________ _ ________________ _ 
Total weekly___________ ------------------ ------------------Evening-Begin _______________________________________________ _ 
End ___________________ ------~----------- ------------------Supper ___________________________________________________ _ 
Total nightly ______________________________________________ _ 
Total weekly__________ __________________ _ ________________ _ 

7. Does the evening shift include the entire plant or special departments? 

8. If special departments, pecify which __________ _________________________ _ 
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9. About how much overtime would ;rou have to work your regular day force 
to take care of the extra production which necessitates the evening shift? 

10. If the law permitted, would you like to employ women overtime r ather than 
running the evening shift? _______________________ ____________________ _ 

11. Did you run an evening shift before 1919, employing women? --------------
12. If so, what were your hours then? Day_____ Evening_____ Night_ ___ _ 

Total weekly for-Day_____ Evening_____ Night_ ___ _ 

PERSONAL INTERVIEWS 

GENERAL INSTRUCTION S FOR I NVESTIGATORS RIDGARDING INFORMATION TO BE 
SECURED FROM PERSONAL I NTERVIEWS 

1. The object of these interviews is to secure information about the effects of 
legislation on women's employment. General opinions on the subject of 
legislation are not required and need not be sought after, but should, of 
course, be recorded when they are given. 

2. Information is desired from the following groups : 
(a) Women who are working, or who have worked, in occupations which 

are prohibited for women in some States. The object of interview
ing those women is to secure data regarding the conditions of their 
employment. In States where occupations are not prohibited, women 
should be interviewed who are working or who have worked in these 
occupations. I n States where occupations are prohibited, women 
should be interviewed, if possible, who were employed in those occu
pations before they were prohibited. The object of those interviews 
will be to secure data regarding the differences between their former 
and present occupations, and regarding their experience when the 
occupation in which they were engaged was prohibited. It will be 
possible, probably, to locate only a very few of these women, but 
interviews with them will be very important and should be secured 
in great detail. 

(b) Women who are working or who have worked at night. In States 
where night work is not prohibited, women should be interviewed 
who are working, or who have worked, at night, in order to get 
data on the type and conditions of occupations. In States where 
night work is prohibited, women should be interviewed who were 
formerly employed at night, and their experiences before and after 
the law went into effect should be recorded. 

(c) Women who have been employed during a period when some law 
regulating their employment became effective. Interviews from this 
group of women are. particularly important. It is very likely that 
the women themselves will not know whether any law has gone into 
effect during their period of employment. This fact will, however, 
be known to the investigator as soon as she has recorded the length 
of time a woman has been at work. Record should be made whether 
or not the woman interviewed remembers any change at the time 
the law was put into effect. If she was not aware of any change at 
that time, record should be made to that effect. It is obvious that 
in States like Illinois and Indiana the experience of women as to the 
effect of laws will not be extensive, and great effort need not be 
made to secure data in this respect. In other States-New York, 
Massachusetts, California, Ohio, and Wisconsin-laws have been 
enacted at more recent dates and the material secured from the 
women who have been employed when the law went into effect is 
more important and should be secured more extensively. 

DETAILS OF INFORMATION SECURED FROM PERSONAL INTERVIEWS WITH WOMEN 
WORK•ERS IN MASSACHUSETTS 

FROM ALL WORKERS: 
1. Name and address. 
2. Name of employer. 
3. Prodnct manufactured. 
4. Age. 
5. Age beginning work. 
6. Number of years working. 
7. Present occupation. 
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8. Hours. 
9. Information as to any women who have been hampered by any law. 

U' WORKING OR H.AVING WORKED IN OCCUPATION PROHIBITED FOR, :WOMEN IN OTHER 
STATES-

10. Length and dates of employment in that occupation. 
11. Conditions of employment. 
12. Opinion of job. 
13. Comparison with other jobs held. 

IF EMPLOYED DURING 1910, 1911, OR 1919-
14. Date of employment. 
15. Occupation. 

WhH t changes occurred-
16. In hours? 
17. In wages? 
18. In working conditions? 
19. In opportunity for employment? . 
20. Information as to experiences of other women who were affected by 

this law. 
IF EMPLOYED IN CORE ROOMS IN 1917-

21. Occupation. 
What changes were made as result of 1917 regulation in-

22. Occupation? 
23. Workroom? 
24. Jumbers of women employed? 
25. Earnings? 

IF EMPLOYED ON DAY SHIFT IN PLANTS RUN - I NG AN EVE ING SHIFT IN ADDITION 
TO REGULAR DAY SHIFT-

26. Would you like to be able to work overtime inste d of having additional 
women employed for the evening shift? 

27. How much overtime would you like to be able to work? 
( In answering these two questions be sure to distinguish between 

overtime within the limits of the present hour law for women and 
overtime for longer than legal hours. If the answer to the first ques
tion is negative, try to get an expression of reason for not wanting to 
work longer hours.) 

IF EMPLOYED ON THE EVENING SHIFT-
28. Length of employment on the evening shift. 
29. Other occupation during the day. 
30. Opinion of desirability of evening-shift hours. ( roTE.-From this 

group of women we want especially to find out what is thought of 
the evening shift. Do they like the hours or do they find them a 
hardship?) 

INSTRUCTIONS REGARDING TYPE OF INFORMATION TO BE SECURED F ROM 
P ERSONAL INTERVIEWS IN MASSACHU SETTS 

From all workers, items 1 to 9. 
This information is desired from all workers with a view to securing a 

picture of the person from whom the information is secured and her present 
status. 

If she is not working at the time the interview is made, this information 
should be recorded, items 2, 3, and 8 should be omitted, and item 7, "present 
occupation," should be given as "keeping house," or whatever designation is 
appropriate. 

Item 9, "information as to any women who have been hampered by any 
law," is suggested as a leading question to open up the subject of possible 
discriminations and also to get new names for personal interviews. Inter
pretation of " hampered " should be : Prevented from getting a desirable job, 
prevented from promotion to a better job, having experienced a reduction in 
wages, or an undesirable change in occupation. Item 9 is frankly a " feeler " 
and should be developed on any lines which the interview indicates will be 
worth while. 
If working or having worked in occupation prohibited for women in other 

States. · 
Where the occupation is not specified under item 7 a special heading should 

be made to show what the occupation is. 
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Item 11 should cover a complete description of the work done, g1vmg 
details as to the possible hazards of the• occupation ( dust, fumes, dangerous 
machinery, physical strain). Hours and wages also should be included under 
this item. Detailed wage :figures are not necessary, but a general idea of the 
standard wage is important. . 

Item 13 : In securing this information , h will be necessary to give some
thing of the work history of the interviewed person. It is important to know 
not only that the job under consideration is preferred or not preferred to 
other jobs held but also what the other jobs were, so that more definite 
deductions can be drawn. When comparison is made with other jobs, data 
on hours, wages, and working conditions of the other jobs should be secured, if 
possible. 

If employed during 1910, 1911, or 1919. 
Record should be taken from any women employed during these years in 

trades covered by the law, whether or not their actual hours were changed 
by the law. · 

Item 14 should show for which of the three specified years the information 
is being recorded. If the interviewed person was employed during more than 
one of the years specified, a separate record should be made for each year. 

Item 15 should cover the occupation in which the interviewed person was 
engaged at the time the law went into effect during the specified year. If 
there was a change in occupation immediately before or after the passage of 
the law, note should be made to this effect, giving both occupations and the 
le'Ilgth of employment in each. 

Item 19 should cover any possible handicaps which resulted from the en
forcement of the law. This includes loss of job, failure of promotion, or change 
from one oc upation to another. 

NIGHT-WORK SCHEDULE 

MASSACHUSETTS 
1 

1. Industry _________________ City _________________ State ________ ________ _ 
2. Name of firm___________________ ___ ___ Address _____ ___________________ _ 
3. Persons interviewed_____________________ P ositions _______ __________ ___ _ 

4. Product _________________________________ ___________________________ ___ _ 

5. Numbers: 
Day-Men______________ . Women______________ TotaL _________ ___ _ 
Night-Men____________ Women______________ TotaL ____________ _ 

6. Hours: 
Day- Men Women 

Begin __________________ __________________ ------------------· 
Encl_____________________ ------------------ ---- --------------
Lunch ___________ ~-----~ __________________________ ___ ______ _ 
Total daily ___ ______ ____ __________________ ------- --- --- -----
Total weelrly_ __________ ________ __________ ------- --- --------

Night-Begin _____________________________________________________ _ 
End _______________________________________________________ _ 
Supper ____________________ _______________ --~---------------
Total nightly___________ __________________ ------------------
Total weekly ___________ , __________________ _ __ ______________ _ 

7. Does the night shift include the same occupations that are manned by women 
during the clay? - --------- --- ------------------------ ----- ----------

8. What are these occupat ions? ------------------------- -----------------
9. How many men are employed on the. e occupations at night? - ---- ----- ---

10. Are there any reasons other than the night-work law for not employing 
women at night? -----------------------------------------------------

11. Would you like to employ women at night? ---------------- - - --- -------

1 In States without night-work prohibition the same schedule was used with certain 
changes. Item 8 reau.s, "Ar e men or women employed on these occupations at night?•· 
Item 9 was omitted. Item 10 read, " If women, a re not employed on these occupations at·. 
night, why not?" 
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RESTAURANT SCHEDULE 

CALIFORNI A 

1. Name of restaurant __________________ _ City __________ State ________ _ 
2. Type of restaurant ______________ __ __ _ Address ___ _____ ________ ____ __ _ 
3. Person interviewed _______ ___________ _ Po~tion _____________ __ _______ _ 

4. Restaurant hours ___________________________________ __ _______________ _ 
5. Numbers of waiters and waitresses: 

Men Women 

Total _____ _________________________________________________ _ _________ _ 
Before 10 p. m ________________________________________________________ _ 
After 10 p. m ______________________________ _____ ______________________ _ 
Daily hours-

More than 8 __ __________________ __________________________________ _ 
More than 10 ____ ___ ___________ _________________ ~ ______ __ _________ _ 
More than 13 overall __________________ ____________________________ _ 

Weekly hours-
- More than 48 _____ ________________________ _____ ___________________ _ 

More than 54 ___________ ____ _____ _________________________________ _ 
7 days a week _______ ___ ______________________________________________ _ 

6. Has the p roportion of men and women changed during the past year? _____ _ 

7. Date and cause of any change in proportion of men and women __ ______ ___ _ 

8. If either sex is not employed, what is the reason?_ ____________________ ____ _ 

9. Comments ______ ___ _________________________________________________ ~ 

Agent __________________ _____ __ _____ _ 
Date _______________________________ _ 

OUTLINE OF INFORMATION SECURED FROM STORES 
City. 

1. Name of store. 
(a,) Type of store. 

2. Person interviewed. 
(a,) Position. 

3. How long has firm been operating? 
4. Changes in policies, equipment, working conditions, and occupations which 

have affected the proportionate employment of men and women, giving 
type of change, date, and effect. 

5. Scheduled hours : 
Begin, --. End, --. Lunch, Total day, --. Satur-

day,--. 
Total week,--. Summer,--. Christmas, --. Shifts, --. 

6. Have changes been necessary to meet requirement.., of the hour law for 
women? 

7. Occupations in which work is necessary for longer than stor e hours. 
8 . .Are uch occupation open to both men and women? 
9. Hours when work in these occupations is done. 

10. Overtime : 
(a,) When. 
(b) Cause. 
( o) Departments. 
( d) F or men or women. 
(e) Extent. · 
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11. Do legal restrictions prevent employment of women in any positions? 
12. Positions open to men only, and reason. 
13. Positions open to women only, and reason. 
14. De·partments in which men predominate. 
15. Departments in which women predominate. 
16. Women in supervisory positions: 

( q,) Policy of employment. 
( b) Type of position. 
(c) Number of women. 

17. Men in supervisory positions: 
(a,) Policy of employment. 
( b) Type of position. 
( o) Number of women. 

18. Method of employing. 
19. Method of training. 
20. Method of promotion. 

HEADING OF FORM FOR RECORDING STATISTICAL DATA ON EMPLOYMENT IN 
STORES 

Department 

Floor managers : 

Buyers or 
super
visors 

Assistant 
buyers Sales Stock 

Cash or 
bundle 

wrappers 
Other Part-time 

workers 

Menlwom•Men Worn-Men Worn-Men Wom•Men Worn-Men Wom-Menlwom-
en en en en en en en 

Number of men ------· Number of women ------· 

CORE-ROOM SCHEDULE 

MASSACHUSETTS 

1. Industry______ ______________ City ____________ State ______________ _ 
2. Name of firm ____________ _____ __ ___________ Address _______ _________ _ 
3. Persons interviewed_ _______ ____ _________ _________ Positions _________ _ 

4. Product ___ __ __________________ ____________________________________ _ 
5. Numbers: Core room. Men___ _____ __ Women__________ TotaL ____ _ 

Other. Men____________ Women____________ T otaL ______ _ 
6. ·what changes were necessary in plant equipment or construction because • 

of the 1917 regulations of the State board of labor and industries?_ _____ _ 

7. Would you employ more ·women in your core room if it were not for these regulations? __________ _______________________________________ _____ _ 
8. Did the enforcement of these regulations result in a reduction of the number 

of women employed in the core roomf - ---------------------------- --
---------------------------- --- ---------- ----- ------------ --- -- --

9. What has been the effect on women's employment of the regulation of the 
weight to be lifted by women in core rooms? _________________________ _ 

10. Would you employ women on heavier cores if the regulation permitted 
it?_ __ ___ How many women? _________ ______ ___ On what kind of 
cores? ___ _________ _______________________________________________ _ 

11. Were business conditions in your plant normal at the time these regulations 
were put into effect? ________ __ _______ ______ ___________ ____________ _ 
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ELEVATOR-OPERATOR'S SCHEDULE 

Name of building __ __ _____ ________ __ _ K ind of building ____ ___ _____ ______ _ 
Address __ _______ __________ __ ___ ___ _ City __ ______ __ _____ __ ______ _____ _ _ 
Person in charge _____ _____ ___ _____ _ _ Po~tion ______ _______________ _____ _ 
Person interviewed ____ ___ ___ __ _____ _ Po~tion _____ ___ __ _______ ________ _ _ 
Operators : Total No __ __ __ ___ __ ____ _ Women ________ __ Men ____ __ _____ _ 

H ours : 

Women Men 

-------- ---- --1-- -- - --- -------- ---- - ---

Scheduled hour shifts : 
Begin ____ ____ __ ____ ____ ______ _ ___ _____ _____ _ ____ ___ __ _____ ______ _ 
End ______ ___ _____ _____ __ _____ _______ ___ ___ _ _____ ___________ ____ _ 
Lunch _______________ __ __ ___ ____ ____ ___ _______ ___ __ __ ____ _ ______ _ 
Rest period __ _____ _____ ____ _______ ____ ___ _____ ____________ __ _____ _ 
Total daily hours ___ _______ _____ ______ __ _______ ____ ____ ___ ____ ___ _ _ 
T ot al weekly hours ______ __ __ _____ ____ _ _____ ___ ___ ___ __ ___ ________ _ 
Number daysweekly _____ ___ ___ ___ __ ___ __ ___ __ __ ___ __ _______ ______ _ 
Irregularities ___ ______ __ __ __ ______ ___ __ _______ ____ __ __ __ _____ ____ _ 

If women have never been employed, why not? _______ ______ ___________ ____ _ 
Date of first employing women: -------- - ---- - ------ - ------------ -- - - - - - - -
Reason : -- ---------------- - --- -- ---- ----- -- -- --- --- - - - --- -- -- - - - - - -----
Dat e of substit uting men for women: ------ -- - - ------ - ---------- - -- - - - ----
Reason :-- --- - --------- - - -- - - - - - - --- - - - -- - -- - - ------ - --- ------ ------- - -
What changes were m ade necessary by the employment of women? ________ __ _ _ 
Comment s __________ ___ ________ ____ _____ ____ ___ _____ _____ ____ ______ __ _ _ 

Agent ____ __________ __ ___ _____ ____ _ _ 
Date _______ __________ _________ ___ . _ 

WOMEN PHARMACISTS 

L ETTER AND Q UE STIO ~ NAIRES TO VVOMEN P H ARMACISTS 

UKI TED STATE S DEPARTMENT OF L ABOR, 
WOMEN'S B UREAU , 

Washington, October 23, 1926. 
MY DEAR MADAM: The W om en ·s B ureau of the United States D epart ment of 

Labor is making an investigation of the effects of special legislation on the 
employment of women. 

I n connection with this investigation we ar e studying the employment of 
,Yomen in pharmacies. Our interest in this occupation is not limited to the 
experiences of those who a re at pr esent employed in pharmacies. We are 
equally desirous of securing information pertaining to the t raining and ex
perience of women who have sought positions in pha rmacy withou t success and 
of securing from them statements regarding the obstacles which have con
fronted them in securing such positions. We shall appreciate it, therefore, if 
you will supply the information ca lled fo r on whichever of the inclosed schedules 
is appropriate. 

No. 1 (white ) is fo r use if you a re now employed as a pha rmacist. 
- · o. 2 (buff) is for use if you ar e not at the present time employed as a 

pharmacist. 
P lease return the schedule, as soon a s you have filled it out, in the inclosed 

envelope, which r equires no postage. 
Appr eciating your cooperat ion, I am, 

Very sincerely yours, 
MARY ANDERSON, Dir ector. 

,. 
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NO. I. SCHEDULE FOR WOMEN NOW EMPLOYED AS PHARMACISTS 

Name - ------ ----------------------- Present address ________________ __ _ 
Licentiate-Assistant (draw line through the one not applicable.) 

1. Where did you get your training? Give college (a) or firm (b) address, and 
the number of years in each. 

(a) College------------------------------ Years ______________ _ 
(b) Practical experience with----------:-------------- ------- -------

2. Where are you now employed? ---------------------------------------
3. What work do you do? ____________________ How long in this position? 

4. Did you find it difficult to secure employment as pharmacist? What was 
the reason? ------------------------------------------------------

5. What hours are you on duty? Begin______ ____ End__________ Length 
of lunch or supper period __________________________________________ _ 

Total hours per day-----------------•-- per week __________________ _ 
NoTE.-If you work different hours on different days give full information, 

using back of schedule if more space is necessary. 
6. How many days a week do you work? ___________ _______ ______ __ :_ ____ _ 
7. How often do you have a whole day off? ------------------------------

How often do you have a part day off? ________________________________ _ 
8. I s some one person assigned to the prescription counter in this drug 

store? ------------------------------ If not, why? ___ __________ _ 
9. Do you compound medicine? ___________ If not, why? _____________ _ 

10. If you fill prescriptions, about h ow many do you fill a day? _____________ _ 
11. Have you worked as a pharmacist before? Give years and place ________ _ _ 

12. Did you compound medicine? _.:, ____________________________________ _ 
13. Comments: 

Has any State hour law or night-work law for women been applied to 
your hours of work as a pharmacist? --------------------- -- ---------

. If so, has it limited your opportunities for employment as a pharmacist? 

NO. II. SCHEDULE FOR REGISTERED' WOMEN PHARMACISTS NOT NOW EMPLOYED 
AS PHARMACISTS 

Name ______ ________ ___ _________ :... ___ Present address ___________ :_ ______ _ 
Licentiate-Assistant (dra.w line through the one not applicable) 

1. Where did you get your training? Give college (a) or firm (b) address, and 
the number of years in each. · 

(a) College _________________________ : ____ Years __________ _____ _ 
(b) Practical experience with ______________________________________ _ 

2. Are you now employed? _________________ __ _ vVhere? ______________ _ 
3. Position held __ ___ _________________________ _ How long in this position? 

4. Have you at any time been employed as a pharmacist? Where? 

5. Did any State hour law or night-work law for women apply to your hours of 
work as a pharmacist? _ _ _ _ _ _ If so, did it limit your opportunities for 
employment as a pharmacist? _____________________________________ _ 

6. Do you or any member of your family own a drug store? _______________ _ 
7. Have you sought employment as a pharmacist? ___ _______________ _____ _ 
8. To what · do you attribute your difficulties in securing employment in phar

macy? 
(a) Was it because there was no vacancy? ------------------------
(b) Was it because of the firm's policy to employ men only? If so, what 

reasons were given? ________________________________________________ _ 
Please give statement covering your effort to secure such employment. 

LETTER AND QUESTIONNAIRE TO CALIFORNIA HOSPITALS 

UNITED ST.ATES DEPARTMENT OF LABOR, 

To the Superintenden.t: 

W OMffiN'S BUREAU, 
Washingt on, October 23, 1926. 

In connection with a study of the effects of special legislation on the employ
ment of women which the Women 's Bureau is now conducting, there are certain 
facts regarding women's employment as pharmacists which we a r e trying to 
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assemble. We are especially interested in knowing the extent of their employ
ment in hospitals and the conditions and factors which affect their opportuni
ties for work in this field. 

We are writing to you, therefore, to ask if you will help us in this aspect of 
our study by giving us the information outlined on the inclosed schedule. 

You will notice that even if you do not employ women as pharmacists there
are certain parts of the schedule which should be filled out. We hope that much 
ot the data we secure wm enable us to draw comparisons between the employ
ment of men and women in this occupation. Data regarding either sex will , 
therefore, be pertinent. If no pharmacists are employed, will you please 
return the schedule with a notation to that effect. 

An addressed envelope which requires no postage is inclosed for your reply. 
Thanking you for any information you can send us, I am, 

Very sincerely yours, MARY ANDERSON, Director. 
HOSPITAL SCHEDULE 

HospitaL _ _ __ _ __ _ _ _ _ _ _ _ __ _ _ _ _ _ _ _ _ __ _ Address _____ ___ __ _______________ _ 
Superintendent ____ ______________________ ________ ____________ ___ . _____ . __ · 
1. Type of hospital_ __________ ________________ ________________________ _ _ 
2. Are registered pharmacists employed in your hospital?_ __________________ _ 
3. When was the position established?-------------------- - -------- - ______ _ 
4. Give the number of pharmacists employed under each of the following sub

divisions: 

1926 1924 

Ueentiates. ____ . ---------------------- --~=-- __ w::~-~M: w= Assistants _________________________________ ___________________________ _ 
. . 

5. When was your first woman pharmacist employed?__ _______________ Wa.s 
she a licentiate or an assistant? __________________________________ ___ _ 

6. What are the hours of employment for pharmacists in your hospital? 

Beginning and ending hours 
Length of 

lunch or sup
per period 

Total hours 
daily 

. ,(If night shift is employed, add full details as above .. ) 
7. Comments: · 

Number of 
days weekly 

Total hours 
weekly 

On May 23, 1925, an act was approved amending the law regulating the 
hours that registered pharmacists may be employed. The result · of 
this act was to except women pharmacists from the women's 8-

· ·,~•··,! • hour labor law, and ~o bring_ thelJl.. under the hour provisions of t he 
pharmacy law, which applied alike to men and women. 

(a) Ho,w did this change affE~ct the hours for women pharmacists in your hospital? ____ __ _____ ____ _ ~ _____ _____________ ___ ___ _ 
(b) How has this. change affected opportunities of employment for 

women pharmacists- · 
1. In your h9spital?_ ______ ___ __ ___ · _______ ,.: ___ ~---- -- -
2. In other hospitals? __ .:_ __ '.:. __ ___ _____ .,,,a __________ ____ _ 
3. In drug stores?_ ~- ~- - - -- .:.·_· ___ :. !,. _____ !,. ________ _ ____ _ _ 

L~ 1 1 - (c) Do.your pharmacjste~live.in the hpspital? __ __ ______ If so, how 
does this affect the opportunities for women in pharmacy ih 
yourbospital? ____________________________ ~-------------

(d) Is there a field for women pharmacists in hospital .work? _______ _ 
Please give reasons for your conclusions -; -.- __ -: ; __________ _ _ 

~ . ' J---~~- ~, -- ~, ---- . --- ----- --~----- --- --------- -- -- -- --
1
10179-28-·-· 38 .. . . ~· - •.... . . .. , . , . ·., . . . . 

,.,• ~·.l ... , .., : •• ,t ' t 
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; . EFFECTS 0!4' \~OR ,.LE.QI&~An,ON 

O,UTLIN,E OF' INFORMATION SECURED FROM FIRMS EMPLOTING WOMEN IN OCCU-
. . . PATIONS PROHIBITED ELSEWHERE . 

L Industry___ __ _______ City__ ____ _____ _______ State __________ __ _ ~ __ ~ 
·2. Name _of firm _____ __ ___ ___ _______ Address ___________________ __ ____ _ 
3. Persons interviewed_:_ __________ .________ Positions ___________________ _ 

';i; 
1 

J~~~fbci\ed -occupations ________ .: __________________________________ : _ = = 
6: Number of men employed on prohibited occupations __________________ .; _ 
17 t , Number of women ____________________________ ______________________ _ 

· '8l· -Hours:. 

Men Women 

9.! Lengt_h' of. tjuie wom~n ~ave been .employed.- -:::- ______ ._ 
7 

______ ~ ____ -~ ____ .,..· 

10. Why introduced on Job. ______________ _______________________________ _ 
11. Satisfactory or unsatisfactory? ______ ______________________ ~ ____ ~~ ____ _ 
12. Any men on identical work?_ _____ _______ _____ _____ ______________ __ __ _ 
13. Same rate for men and women?_ .:. ___ __ __ _______ ______________________ _ 
14. Comparative production ____ ____ ____ ________________________________ _ 
15,:,,An.y adaptation for women? ________ _________________________________ _ 
18. Relative turnover for men and women on job __________________________ _ 

PUBLIC-EMPLOYMENT-OFFICE QUESTIONNAIRE 
• I 

The information called for by this questionnaire should be based on records 
for the 12 months of 1925. If for any reason records are not available for 
&Qme or all of this period, please indicate the exact period for which infor
ination is given. . . . . . 

If recorqs are · not kept so as to enable you to answer the questionnaire 
completely; please · answer whatever sections of it you can, qualifying your· 
answers so that it is clear on what records they are based. It is particularly
important that what information is given-be based, wherever possible, on actual 
records, but. general information or opinions which you feel may be enlightening 
will also be of value. · · · 

Questions as to the number of women placed at night work and in certain 
occ:upations ' apply only to those States where the law does not prohibit women's 
employment at night or hi the occupations enumerated. The same questions for 
men, ·howev·er, apply to all States. · · · · · ' '-' 

Please answer all questions as fully as possible O°: a separate sheet, destgnat
ing the question answered by the n;111I!-qer and l_etter under wh\ch it f.lPi;>ears 
in the questionnaire. The information· should be sent to the Women's Bureau 
T,J.~ited States i;>epartment of Labor, Washington1 D. C. · 
\l :Nf'tme . of .. office. . . · . . , , 

1 
• • 

~- Address~----------, ____ _ 
.. , · . ( City) (State) · . · • 

!if' E'or how many years have you been placing women in industrial occupa
.. ,, tiorn~? . · . 

· 4. · Nt1mber · ot men and of women registered for work, during 1925 in-
,: .. . po~~stic service. Mer~antile. 

· Agriculture. Clerical. 
Manufacturing. 

(NOTE.-If your records do ,not-pe:rmit .classUication under these headings, 
give as detailed classification as possible~) • 

·t5_ ' Number of employer's orders for help during.1925 and ~umber ,ot men and of 
,; , women wanted in__; 

Domestic service. 
Agriculture.
Manufacturing. 

'Mercantile. 
, Clerical. , 

' · · (NOTE._::n your records do not permit classification under these headings. 
give as detailed classification as possible.) - ':·- -•:; ,- : , •. 1 
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6. Has any law regulating conditions of employment for women only gone into 
effect during the years you have been placing women? 

(a) What was the law? 
( b) When did it go into effect? 
( c) How did itJ affect the number of employers' orders for female help 

wanted? 
( d) How did it affect the occupations for which women were desired? 
( e) Do your records show that men or boys were substituted for women 

after this law went into effect? 
7. What, according to your experience, is the governing factor in determining 

the kind of occupations open to women? 
8. Number of employers' orders during 1925 for men or for women to work at 

night: 
(a) Number and kind of establishments wanting night workers. 
( b) Number of men wanted. 
(c) Number of women wanted. 
(d) Occupations for which men were wanted. 
( e) Occupations for which women were wanted. 

9. Placements of night workers : 
(a) Number and kind of establishments in which placements were made. 
( b) Number of men placed. 
( c) Number of women placed. 
( d) Occupations in which men were placed. 
(e) Occupations in which women were placed. 

10. Number of men who applied during 1925 for employment at night. 
11. Number of women who applied during 1925 for employment at night. 
12. Type of employment desired by those applying for night work. 
18. How many employers' orders for help wanted have been made during 1925 

for men or for women in the following occupations? 
Reading or testing gas and electric meters . 
.Acetylene and electric welding or burning. 
Grinding and buffing, wet or dry. 
Taxi driving. 
Molding. 
Working in blast furnaces and smelters. 

14. How many men and how many women have registered for any one of those 
occupations? 

15. Do your records show that women have been employed in other years in any 
of the occupations-enumerated in question 18? · 

(a) If so, when? 
( b) How many were employed? 
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PUBLICATIONS OF THE WOMEN'S BUREAU 
[Any ot these bulletins still available will be sent tree of charge upon request] 

No. 1. Proposed .Employment of , Women During the War in the · Industries of 
Niagara Falls, N. Y. 16 pp. 1918. 

No. 2. Labor Laws for Women in Industry in Indiana. 29 pp. 1919. 
No. 3. Standards for the Employment of Women in Industry. 8 pp. Third 

ed., 1921. 
No. 4. Wages of Candy Makers in Philadelphia in 1919. 46 pp. 1919. 

•No. 5. The Eight-Hour Day in Federal and State Legislation. 19 pp. 1919. 
No. 6. The Employment of Women in Hazardous Industries in the United 

States. 8 pp. 1921. 
No. 7. Night Work Laws in the United States. (1919). 4 pp. 1920. 

•No. 8. Women in the Government Service. 37 pp. 1920. .. 
•No. 9. Home Work in Bridgeport, Conn. 35 pp. 1920. 
•No.10. Hours and Conditions of Work for Women in Industry in Virginia. 32 

pp. 1920. 
No. 11. Women Street Car Conductors and Ticket Agents. 90 pp. 1921. 
No.12. The New Position of Women in American Industry. 158 pp. 1920. 
No.13. Industrial Opportunities and Training for Women and Girls. 48 pp. 

1921. 
•No. 14. A Physiological Basis for . the Shorter Working Day for Women. 20 

pp. 1921. 
No.15. Some Effects of Legislation L imiting Hours of Work for Women. 26 

pp. 1921. 
No. 16. See Bulletin 63. 
No.17. Women's Wages in Kansas. 104 pp. 1921. 
No.18. Health Problems of Women in Industry. 11 pp. 1921. 
No.19. Iowa Women in Industry. 73 pp. 1922. 

•No. 20. Negro Women in Industry. 65 pp. 1922. 
No. 21. Women in Rhode Island Industries. 73 pp. 1922: 

•No. 22. Women in Georgia Industries. 89 pp. 1922. 
No. 23. The Family Status of Breadwinning Women. 43 pp. 1922. 
No. 24. Women in Maryland Industries. 96 pp . . 1922. 
No. 25. Women in the Candy Industry in Chicago and St. Louis. 72 pp. 1923. 
No. 26. Women i'n Arka nsas Industries. 86 pp. 1923. 
No. 27. The Occupationa l Progress of Women. 37 pp. 1922. 
No. 28. Women's Contributions in the Field of Invention. 51 pp. 1923. 
No. 29. Women in Kentucky Industries. 114 pp. 1923. 
No. 30. The Share of Wage-Earning Women in Family Support. 170 pp. 1923. 
No. 31. What Industry Means to Women Workers. 10 pp. 1923. 
No. 32. W omen in South Carolina Industries. 128 pp. 1923. 
No. 33. Proceedings of the Women's Industrial Conference. 190 pp. 1923. 
No. 34. Women in Alabama Industries. 86 pp. 19,24. 
No. 35. Women in Missouri Industries. 127 pp. 1924. 
No. 36. Radio Talks on Women in Industry. 34 pp. 1924. 
No. 37. Women in New Jersey Industries. 99 pp. 1924. 
No. 38. Married Women in Industry. 8 pp. 1924. 
No. 39. Domestic Workers and their Employment Relations. 87 pp. 1924. 
No. 40. See Bulletin 63. 
No. 41. Family Status of Breadiwinning Women in Four Selected Cities. 1-ffi 

pp. 1925. 
No. 42. List of References on Minimum Wage for Women in the United States 

and Canada. 42 pp. 1925. 
No. 43. Standard and Scheduled Hours of Work for Women in Industry. 68 

pp. 1925. 
No. 44. Women in Ohio Industries. 137 pp. 1925. 

• Supply exhausted. 
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No. 45. Home Environment and Employment Opportunities of Women in Coal 
Mine Workers' Families. 61 pp. 1925. 

No. 46. Facts About Working Women-A graphic presentation based on census 
statistics. 64 pp. 1925. 

No. 47. Women in the Fruit-Growing and Cannipg Industries in the State <Jt. 
Washington. 223 pp. 1926. 

*No. 48. Women in Oklahoma ·Induslries. ·us pp; · 1926. 
No. 49. Women Workers and Fam,ily Support. 10 pp. 1925. 
No.j50, Effects of Applied Research •upon .the Employment Opportunities ot 

American Women. 54 pp. 1926. 
*No . .51. Women in Illinois Industries. 108 p'p. 1926. , 
No. 52. Lost Time and Labor Turnover i:q. iOotton Mills. 203 pp. 1926. 
No. 53. The Status of Wonien in ·.the Government Service in 1925. 103 pp. 

1926. 
No. 54. Changing Jobs. 12 pp. 1926. 
No. 55. women in· Mississippi Industries. 89 pp. 1926. 
No. 56. Women in Tennessee Industries. 120 pp. 1927. 
No. 57. Women Worker and Industrial Poisons. 5 pp. 1926. 
No. 58. Women in Delaware Industries. 156 pp. 1927. 
No. 59. Short Tal){s 'About Working Women. 24 pp. 1927. 
No. 60. Industrial Accidents_ to Women in New Jersey, Ohio, and Wisconsin. 

316 pp. 1927. 
No. 61. The Development of Minimum-Wage Laws in the United States, 1912 to 

1927. 616 pp. (and index). 1928. 
No. 62. women's Employment in Vegetable Canneries in Delaware. 47 Pi>, 

1927. 
No. 63. State Laws Affecting Working Women. 51 pp. 1927. (Revision ot 

Bulletins 16 and 40.) 
No. 64. Women Employed at .Night. 86 pp. 1928. 
No. 65. The Effects of Labor Legi'slation oil the Employment Opportunities or 

Women. 498 · pp. 1928. 
No. 66. History of Labor Legislation for Women in Three States; Chronological 

Development of Labor Legislation for Women in the United States. 
( In press. ) · 

No. 67. Women Workers in Flint, Mich. (In press.) 
Annual Reports of the Director, 1919*, 1920*, 1921*, 1922, 1923, 1924*, 

1925, 1926, 1927*, 1928. 
No. 68. Summary: The Effects: of Labor Legislation on the Employment Oppor

tunities of Women. (Reprint of Chapter II of Bulletin 65.) 24 pp. 
1928. 

• Supply exhausted. 
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