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The cover illustration is the symbol for International Women's,
Year. It portrays the Year's theme—Equality, Development,
Peace.
1975 was proclaimed International Women's Year by the United
Nations General Assembly in 1972, and was designated in the
United States by Presidential proclamation in early 1974. It was
proclaimed as a call to action—
• To promote equality between men and women;
• To ensure the full integration of women in the total development effort, especially by emphasizing women's responsibility
and important role in economic, social, and cultural development at the national, regional, and international levels;
• To recognize women's increasing contribution to strengthening
world peace.
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The vast potential of women has only been partially explored.
Opening up new doors to approximately half the world's population is vital to solving many of our international problems. When
we discuss women's problems, we are talking about people's problems. Women's liberation is truly the liberation of all people. . . .
International Women's Year is not just for women. It is for all
people dedicated to seeing that the highest potential of each human
being is achieved.
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Remarks by President Ford upon
establishing the National Commission on
the Observance of International Women's
Year, 1975

FOREWORD
We are at the crossroads of two historic events—International
Women's Year in 1975 and the U.S. Bicentennial in 1976. This
handbook on women workers serves as a contribution to both of
these highly significant occasions. 1975 also marks the 55th year
of the Women's Bureau's existence and thus of its work to promote
the welfare of women and advance their opportunities for profitable employment.
Significant advances have been noted since the Bureau issued
the last handbook over 5 years ago. In terms of their relative
position in the workplace, women have made progress. The results
of equal opportunity laws, several of which were enacted more
than a decade ago, became more visible as the affirmative action
process became more productive with increased compliance efforts.
Consider these facts: Just 5 years ago there were 31 million
women in the labor force; in 1975 there are more than 36 million.
Occupationally, the proportion of employed women in professional
and technical jobs increased from 14 percent in 1969 to 16 percent
in 1974, and in managerial and administrative jobs from 4 to 5
percent. In 1974 millions of women were brought under coverage
of the minimum wage and overtime pay provisions of the Fair
Labor Standards Act, and extensions of the Equal Pay Act in 1972
and 1974 applied to millions of women workers. Other laws enacted since 1970 provide for equal opportunity in training and
employment, in obtaining credit, and in gaining access to education programs and activities. All of these are signs of progress.
On the other hand, barriers to women's progress remain in some
areas of employment. As we go to press, the Equal Rights Amendment still lacks ratification by four States needed to make the
proposed amendment part of the U.S. Constitution. So it might be
well to consider these facts also: The earnings gap between women
and men continued to widen. While women improved their earnings, so did men—and at a greater rate. Thus, in 1973 the earnings
of women who worked full time throughout the year were only
57 percent of men's; they were 61 percent in 1969 and 64 percent
in 1955. Day care is still vitally needed. There were 26.8 million
children with working mothers in 1974; 6.1 million of these
children were under the age of 6. The estimated number of licensed
day care slots is only 1 million. In 1975 no women serve in the
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U.S. Senate; a decade ago there were two women senators. These
facts indicate a need for renewed action.
In this handbook you will find facts relating to the present
economic, civil, and political status of women. You will also find
bases for an encouraging outlook. Part I deals with women's
economic status and presents data on their participation (or
nonparticipation) in the work force, the occupations they hold,
their income and earnings, and their education and training. Part
II is concerned with Federal and State laws governing women's
employment and civil and political status. Part III describes State,
national, and international machinery at work to advance the
status of women.
As we focus on the special concerns of women throughout the
world during International Women's Year, the Women's Bureau
hopes this handbook will provide information which other countries may find relevant as they seek to fully integrate women into
all areas of their national development. In our own Nation, we
hope it will be a valuable sourcebook for organizations and individuals as they continue cooperative efforts and seek new ways
to address the concerns of women. And as our Nation embarks
on its 200th birthday observance, perhaps this handbook will serve
as a witness that the status of women should rightfully be included
among the Nation's top priorities. We hope the information
included here will help to chart the future course of national
efforts to make women and men equal partners in contributing
to national growth.
CARMEN R . MAYMI

Director, Women's Bureau
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HIGHLIGHTS
LABOR

FORCE

AND

EMPLOYMENT

Number (1974 annual averages)
Nearly 36 million women were in the labor force; this was 46
percent of all women 16 years of age and over.
Women accounted for 39 percent of the civilian labor force.
About 4.6 million women of minority races were in the labor
force, or 49 percent of all minority race women in the population.
Age (1974 annual averages)
More than half of the women 18 to 64 years of age were in the
labor force—53 percent.
The highest labor force participation rate was for women 20 to
24—63 percent.
Marital Status (March 1974)
Married women (husband present) accounted for nearly 58
percent of all women workers.
Of all married women (husband present), 43 percent were in
the labor force.
Women Heads of Families (March 1974)
More than half (54 percent) of the 6.8 million women family
heads were in the labor force. One out of 10 women workers was
head of a family.
Working Mothers and Their Children (March 1974)
About 13.6 million mothers with children under 18 years of age
were in the labor force, of whom 5.1 million had children under 6
years.
The labor force participation rate of mothers (with children
under 18) was slightly higher than that for all women. In 1940 the
rate for mothers was less than one-third as high as for all women.
More than half of the mothers of children 6 to 17 years of age
(none under 6) were in the labor force—54 percent—compared
with 49 percent in 1967. Nearly 37 percent of the mothers of
children under 6 were in the labor force, compared with 29 percent in 1967.
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Children of working mothers numbered 26.8 million. Of these
children, 20.7 million were 6 to 17 years of age and 6.1 million
were under the age of 6. Among the children of working mothers,
4.6 million had mothers who were heads of families; 913,000 of
these children were under the age of 6.
Unemployment (1974 annual averages)
Unemployed women numbered 2.4 million and accounted for
47 percent of all unemployed persons.
The unemployment rate for women was 6.7 percent, compared
with 4.8 percent for men.
The unemployment rate for young women 16 to 19 years of age
was 16.5 percent; for women 20 and over, it was 5.5 percent. For
all women of minority races, it was 10.7 percent, compared with
6.1 percent for all white women.
In March 1974 nearly one-fourth of a million unemployed
women were family heads. Their rate of unemployment was 6.4
percent, compared with 2.7 percent for men family heads in
husband-wife families.
Employment Patterns (1973)
More than 2 out of 5 women who worked at some time during
1973 had full-time year-round jobs.
Nearly 1 out of 3 women who worked in 1973 was employed
part time the year round or part of the year.
Occupations (1974 annual averages)
About 35 percent of all employed women were in clerical jobs.
They included more than 4 million secretaries, stenographers, and
typists.
More than 21 percent were service workers, of whom nearly
4 percent were private household workers and the remainder were
service workers outside the home.
About 15 percent were professional and technical workers. They
included more than 2 million teachers and 1.3 million health
workers.
About 13 percent were operatives, chiefly in factories.
E A R N I N G S IN

1973

The earnings gap between women and men continues to widen.
The median annual income for all women was $2,796, or about
one-third the $8,056 income for men in 1973. Women employed
full time year round had a median income of $6,488, or 57 percent of the $11,468 received by men. In 1956 fully employed
women's earnings were 63 percent of men's earnings; in 1970
they were 59 percent.
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In 1973 the median wage or salary income of minority race
women who worked year round full time was $5,772, or 88 percent of the $6,544 income of white women. In 1963 their median
income was less than 64 percent of that of white women.
Among all working-wife families, the contribution of wives'
earnings was about one-fourth of family income in 1973. When the
wife was a year-round full-time worker, her contribution was
nearly two-fifths—38 percent.
Among the 3.7 million families headed by women workers, 20
percent had 1973 incomes below the poverty level; for the 2 million women workers of minority races who headed families, the
corresponding figure was 33 percent.
E D U C A T I O N IN

1973

School and College Enrollment
Nearly 28 million girls and women 5 to 34 years of age were
attending school in the fall of 1973.
The 3.5 million women (under age 35) enrolled in college were
about 43 percent of all college students (under age 35).
The number of black women in college in October 1973
(326,000) was nearly 3 times the number in October 1964.
Educational Attainment
In March 1973 nearly three-fourths of all women workers were
high school graduates. More than 1 out of 4 of all women in the
labor force had completed 1 or more years of college and 1 out of
8 was a college graduate.
A much higher proportion of women workers 20 to 34 years of
age were high school graduates (85 percent) than were women
workers 35 years and over (66 percent).
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WOMEN AS WORKERS
One of the most spectacular changes in the American economy
in the past quarter century has been the dramatic increase in the
number and proportion of women who work for pay outside the
home. Over the last 25 years the number of women in the labor
force more than doubled, and in the last decade (1964-74) it increased by nearly two-fifths. In 1974 some 36 million women were
in the labor force, representing 46 percent of all women 16 years
of age and over, and nearly 2 out of every 5 persons in the entire
work force.
The upward trend in the labor force participation of women
(women workers as percent of women in the population) since
World War II has been due almost entirely to the changed labor
market behavior of married women. During the 1950,s the largest
increase in labor force participation was among married women
beyond the usual childbearing years (20 to 34). In recent years
there has been a sharp upturn in labor force participation of
young married women; a particularly large increase in participation rates has been registered by young married women with small
children.
A number of factors have contributed to the increased labor
force participation of women. These include the trend toward
smaller numbers of children in families and a change in the pattern of spacing of children; the large increase in the number of
families headed by women; and the increase in the life expectancy
of women. Other major factors are the rapid growth of whitecollar jobs in which women are primarily employed and the increase in part-time employment opportunities. These factors have
been accompanied by a changing attitude toward careers for
women outside the home.
Landmark legislation and government action prohibiting employment discrimination based on sex have also been factors in
the growth in the number of women workers. For a summary of
Federal legislation, see Chapter 6. Other government actions, such
as the work of the Women's Bureau, the President's Commission
on the Status of Women, the Citizens' Advisory Council on the
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Status of Women, and the State and local commissions on the
status of women, are discussed in Part III.
I. Employment

Status of Women and Men

Of the total (noninstitutional) population of 78.3 million women
16 years of age and over in April 1974, about 45 percent were in
the work force and an almost identical proportion (44.5 percent)
were keeping house and not in the labor force (see table 1 and
chart A.) The remaining women—nearly 11 percent—were not
in the labor force and were about equally divided between those
in school (5.4 percent) and those unable to work or not at work
for other reasons (5.2 percent). Only about 64,000 women, or
about one-tenth of 1 percent, were in the Armed Forces.
Men are traditionally much more likely than women to be in the
work force. In 1974, 76 percent were in the civilian labor force
and 3 percent in the Armed Forces. Included among the remaining men who were not in the labor force were nearly 6 percent in
school, less than half of 1 percent keeping house, and 15 percent
unable to work or not in the labor force for other reasons.
Fewer women (1.9 million) than men (2.4 million) were unemployed. However, the unemployment rate (unemployed as percent of civilian labor force) of 5.4 percent for women was, as
usual, higher than the rate of 4.4 percent for men.
T a b l e 1 . — E M P L O Y M E N T STATUS OF WOMEN AND M E N , APRIL 1 9 7 4
(Persons 16 years of age and over)
Woinen

MeiI

Percent

Number
(in
thousands)

Percent

78,290

100.0

71,993

100.0

In labor force

35,229

45.0

56,507

78.5

Civilian labor force _
Employed
Unemployed
Unemployed as percent of
civilian labor force
Armed forces
Not in labor force

35,165

44.9
42.5

54,327

75.5

33,265

72.1

1,900

2.4

51,927
2,401

Employment status

Population

Keeping house
In school
Other1
_
1

_

Number
(in
thousands)

3.3
4.4

5.4
64

.1

2,180

3.0

43,062

55.0

15,486

21.5

34,818

44.5

286

4,203

5.4

4,230

4,040

5.2

10,969

.4
5.9
15.2

Includes 1,173 (1.5 percent) women and 1,837 (2.6 percent) men unable to work.

Source: U.S. Department of Labor. Bureau of Labor Statistics: Employment and Earnings,
May 1974.
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2. Trends in the Number of Women Workers and in Labor
Force Participation
Prior to World War II there had been a gradual change in the
size and composition of the female work force. In fact, during
the first 40 years of this century, the labor force participation
rate of women 14 years of age and over rose only from 20 to 29
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percent. Before World War II most women in the labor force were
single and middle-class, white-collar workers who held their jobs
until they married, or they were poor, and either single or married
women working in factories or in domestic service. After the war,
the labor force entrants were increasingly married, middle-class
women.
A series of technological and business innovations early in the
century provided less costly substitutes for the manual work performed by women in the home. Perhaps even more significant was
the dramatic change in the child-related aspects of a woman's life.
For example, in 1910 married women in the age group of 45 to
59 years had borne an average of five children; by 1950 the number
of children borne had declined to about half that figure. Notable
among the factors contributing to this decrease in births was the
decline in infant and child mortality, which meant that fewer
births were needed to achieve a given desired family size. The
spread of birth control information also had an important impact.
The span of years during which women could work continuously
was lengthened by declines in their mortality combined with the
completion of the childbearing period at an earlier age. Increases
in their number of years of schooling and greater urbanization
were other factors adding to the pull from the home to the marketplace.
The full impact that these factors might have had on the labor
force activity of women was dampened in the 1930's by the depressed economic conditions. However, the coming of World War
II, with its greatly expanded need for labor, provided the impetus
for rapid growth in the labor force of women. Following the war,
continued prosperity and the swift growth in the service sector
of the economy meant substantial increases in women's employment. The year 1956 marked the switch over from a predominantly
blue-collar to a white-collar economy in which women had greater
opportunities. Along with the expansion in the white-collar and
service sectors of the economy was a marked increase in part-time
employment opportunities for women. Government legislation prohibiting sex discrimination in employment may also have increased
women's job opportunities, as probably did legislation against
other forms of discrimination like age, race, and religious preference.
The number of women in the labor force moved from less than
18 million in April 1950 to nearly 23 million in April 1960, 31
million in April 1970, and 35 million in April 1974. Women's
labor force participation rates increased from 33 percent in April
1950 to 37 percent in April 1960, 43 percent in April 1970, and
45 percent in April 1974 (see table 2).
This overall pattern of growth, however, hides the diverse
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Table

2 . — W O M E N IN T H E LABOR F<DRCE, SELECTEI> YEARS, 189C>-1974
(Women 16 years <)f age and over)
Number
(in thousands)

Date

HIGHLIGHTS

April 1974
April 1970
Midsixties (April 1965)
Start of the sixties (April 1960)
Midfifties (April 1955)
Korean War (April 1953)
Pre-Korean War (April 1950)
Post-World War II (April 1947)
World War II (April 1945)
Pre-World War II (March 1940)

35,165
31,293
25,831
22,985
19,987
19,116
17,882
16,150
19,290
13,783

1

39.3
38.1
35.0
33.3
31.2
30.6
29.1
27.6
36.1
25.4

45.0
43.2
38.8
37.4
34.8
34.0
33.0
30.9
38.1
28.9

21.9
20.4
18.1
17.0

23.6
22.7
20.0
18.2

2

10,396
8,229
4,999
3,704

(April)
(January)
(June)
(June)

As percent
of woman
population

1

LONG-TERM TRENDS

1930
1920
1900
1890

As percent
of all
workers

Civilian labor force*

Decennial census figures cover persons 14 years of age and <aver in the tota 1 labor force,
Source: U.S. Department of Labor, Bureau o1F Labor Statistics: Employment amd Earnings,
May 1960, 1965, 1970, and 1974. U.S. Department of Commerce, Biureau of the Ce:nsus: Annual
Report on the Labor Force, 1940-55. Social Sci ence Research Cc>uncil: "Labor Force in the
United States, 1890-1960."
2

movements which were occurring among women with regard to
labor force participation. For example, growth in labor force
participation varied considerably among women of different age
groups and of different family and marital status. The patterns
of labor force growth for minority race women were different
than those for white women.

3. Labor Force Participation by Age
The marked changes in the labor force behavior of women since
the forties have differed considerably from age group to age
group. The pattern in 1940 was that of a sharp rise in the participation rate between the age group 16 and 17 years and that
of 18 and 19, as many young women left high school to take their
first full-time job. The participation rate reached a peak for those
20 to 24 years of age. The coming of marriage and first children
then initiated a decline in the rates, which continued with increasing age even though the children were older and presumably
made it easier for mothers to take outside employment (see table
3).
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T a b l e 3 . — L A B O R FORCE PARTICIPATION RATES OF W O M E N ., BY AGE,
SELECTED YEARS, 1 9 4 0 --74 1
Age

Total
16
18
20
25
35
45
55
65

and 17 years
and 19 years
to 24 years
to 34 years
to 44 years
to 54 years
to 64 years
years and over
1

_

1974

I960

1950

1940

45.0

37.4

33.0

28.9

34.0
54.1
61.4
51.8
54.6
54.9
41.7
8.3

23.7
48.0
45.4
35.9
44.3
49.5
37.4
10.8

25.2
45.6
44.6
33.6
38.2
37.1
27.6
9.7

13.8
42.7
48.0
35.5
29.4
24.5
18.0
6.9

Data are for civilian noninstitutional population in March 1940 and in April of other

years.
Source: U.S. Department of Labor, Bureau of Labor Statistics: Employment and Earnings,
May 1974 and Special Labor Force Report No. 14; U.S. Department of Commerce, Bureau of
the Census: Current Population Reports, P-57, No. 94 and P-50, Nos. 22 and 32.

In the 1940's the rates for women 35 and over (excluding those
60 and over) began climbing sharply and steadily as ever-growing
proportions of mothers of school-age children took jobs. By 1950,
although the young, mostly single, women still had the highest
rates, the rates for women 35 and older had moved much closer.
Many of these women either continued to work after World War
II or returned later. By 1960 the rate for women 45 to 54 (50
percent) had risen to such an extent that it was noticeably higher
than the proportion for 20- to 24-year-old women (45 percent),
and the proportion among women 35 to 44 (44 percent) was only
slightly below that of the women in their early twenties.
The pattern of labor force participation changed course again
dramatically in the early 1960's, with the sharpest increases thereafter among women 20 to 24 and 25 to 34 years of age. Women
20 to 24 once more had the highest rates of participation in the
work force. By April 1974, more than three-fifths (61 percent)
of the 20- to 24-year-old women were in the work force, compared
with somewhat over half of women 35 to 54 (55 percent), 25 to
34 (52 percent), and 18 and 19 (54 percent) (see chart B). Lowest
rates of participation were among the very young (34 percent
for those 16 and 17 years of age) and older women (35 percent
for those 60 to 64 and 8 percent for those 65 and over). The rate
for women 25 to 34 years old, the most fertile childbearing ages,
rose from 36 percent in 1960 to 52 percent in April 1974 (see
chart C). Among women 45 to 54, whose rates of labor force
participation had jumped so sharply between 1940 and 1960,
only a modest rise occurred between 1960 (50 percent) and April
1974 (55 percent). In fact, their rate edged downward slightly
in the early 1970's.

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

12

The recent rise in the labor force participation rate of young
women in their twenties and early thirties has been most striking
among mothers. For example, while the labor force participation
rate of all women 20 to 24 rose from 45 percent in 1960 to 61
percent in 1974, the rate for wives in this age group with children
under 6 doubled from 18 to 37 percent.
The economic climate during most of this period was a major
contributor to the sharp increase in the labor force participation
of young mothers. The availability of jobs, particularly in the
expanding service sector, undoubtedly attracted many married
and other young women into the marketplace. It would also appear that generally good job opportunities for young married
women, particularly in clerical, sales, and service fields, may have
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played a part in the decisions of many young couples to postpone
the timing of their first child or to have fewer children. On the
other hand, the movement into the labor force may have followed
rather than contributed to declining fertility of these women. The
birth rate per thousand population during the latter 1960's fell
from 19.4 in 1965 to 17.5 in 1968. Although it showed some indication of picking up in 1969 (17.8) and 1970 (18.4), the rate fell
again, and in 1973 it was 15.0.1 Advances in birth control techniques facilitated the decline in the birth rate and consequent
increase in women's labor force participation.
The changes observed in the labor force participation by age,
1 U.S. Department of Health, Education, and Welfare, National Center for Health Statistics:
"Natality Statistics Analysis, 1965-1967," Series 21, No. 19, and Monthly Vital Statistics Report, Volume 22, No. 13, June 27, 1974.
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along with shifting population growth, are reflected in marked
changes in the median age (half older, half younger) of women
workers. In 1900 their median age was 26 years; in 1940, 32
years; in 1945, 34 years; in 1950, 37 years; and in 1960, 41 years.
The considerable increase in the population of middle-aged and
older women, with decreasing mortality, and the substantial increases in their rates of labor force participation during this period
resulted in the much higher median age of women workers. However, late in the 1960's, the median age began to decline, largely as
a result of the very heavy influx into the labor force of great
numbers of young women born during the baby boom following
the end of World War II. Furthermore, the sharp increases in
recent years in the labor force participation rates of young women,
including mothers 20 to 34, have had a marked effect in lowering
the average age. In 1974 the median age of women in the work
force was only 36 years—5 years less than it was in 1960.
A number of Federal laws have had considerable effect on the
age of working women. Child labor and school attendance laws
had an early influence in keeping young women in school and out
of the labor force. The Fair Labor Standards Act, for example,
established a minimum age of 16 years, generally, for employees
engaged in interstate commerce or in production of goods for interstate commerce, or those employed in enterprises so engaged.
Also, according to State compulsory school attendance laws, 16
years is typically the earliest age that young people are permitted
to leave school. The provisions for loans and other forms of government financial assistance to students also have the effect of
allowing them to continue schooling and often to postpone labor
force entry.
Although government manpower and training programs make
it possible for many young women to take vocational and other
training in school and thereby delay entry into the work force,
such programs undoubtedly have a stronger impact on increasing
job opportunities, as, for example, the summer work programs
for youth. Social security provisions encourage older women who
are eligible for payments to leave the work force earlier than they
otherwise might. But at the same time, a large number of middleaged and older women reenter the work force or continue working
to ensure their subsequent eligibility for payments.
4. Labor Force Participation by Marital Status
There has been a remarkable change in the distribution of
women workers by marital status (see chart D and table 4). For
example, married women (husband present) made up only 30
percent of all working women in March 1940 but increased to 54
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percent in March 1960, and to 58 percent by March 1974. The
number of married women (husband present) in the labor force
in March 1974 (20.4 million) was almost 5 times as large as in
1940 (4.2 million) ; whereas the total population of married women
(husband present) was only about 1% times as large.
In contrast, the number of single women in the labor force in
March 1974—8.2 million—was not much greater than it was
in March 1940—6.7 million (including 14- and 15-year-old girls in
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Table 4.—WOME:N IN THE POPULATK)N AND LAB<3R FORCE,
BY MARITA:L STATUS, MARCH 1 940 AND 19r7 4 1
Numbe:r (in
thousaiids)
1974

Marital status

Per*sent
distrilmtion

1940

1974

1940

78,131

50,549

100.0

100.0

Single
Married

14,389
50,299

13,936
30,090

18.4
64.4

27.6
59.5

Husband present
Husband absent
Widowed
Divorced

47,324
2,975
9,814)
3,629 \

28,517
1,574

606
3.8
12.6)
4.6 \

56A

POPULATION

Total

.

-

6,523

3.1
12.9

LABOR FORCE

35,320

13,840

100.0

100.0

Single
Married

8,230
22,009

6,710
5,040

23.3
62.3

48.5
36.4

Husband present
Husband absent
Widowed
Divorced

20,367
1,642
2,434)
2,647)

4,200
840

57.7
4.6
6.9)
7.5 \

30.3
6.1

Total

2,090

15.1

1 Marital and family data relate to the civilian populsition (includin g institutional') 14 years
and over until 1967 and 16 and c>ver beginning in 1967. Beginning in 1972, data relate to the
civilian noninstitutional populationL.

Source: U.S. Department of Labor, Bureau of Labc>r Statistics: iSpecial Labor Force Report No. 173; U.S. Department c>f Commerce, Bureau o:f the Census: Current Popu lation Reports, P-50, No. 22.

1940). The number of women in the labor force who were widowed, divorced, or separated rose from 2.9 million to 6.7 million
between 1940 and 1974. However, this rise was not quite as rapid
as the increase for all women workers and thus their proportion
of all women workers dropped from 21.2 to 19.0 percent.
The considerably greater increase in the number of married
women in the labor force than in the population in recent decades
reflects the unusually sharp increase in their rate of labor force
participation. Whereas less than 15 percent of married women
(husband present) were workers in 1940, this proportion jumped
to 24 percent in 1950, to over 30 percent in 1960, and reached 43
percent by 1974 (see table 5).
Compared with the participation rates of married women, the
rates of single and other women have been much more stable.
Among single women, the rate changed little between 1940 and
1950, then dropped until the midsixties, largely as a result of an
increasing proportion of very young women in the single population plus their growing school attendance. Since the midsixties,
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T a b l e 5.—LABOR FORCE PARTICIPATION RATES OF W O M E N , BY
MARITAL STATUS, SELECTED YEARS, 1940-- 7 4
Marital status

Total
Single
Married
Husband present
Husband absent
Widowed
_ _
Divorced
1

1974 2

1

I960 3

1950 3

45.2

34.8

31.4

27.4
48.1

1940 3

57.2

44.1

50.5

43.8

31.7

24.8

16.7

43.0

30.5

23.8

14.7

55.2

51.8

47.4

53.4

24.8

29.8)

72.9

71.6 \

QA N
oo.u

Q9 N
OZ.U

Data are for March of each year.

2

Data are for the civilian noninstitutional population 16 years and over.

3

Data relate to the civilian population (including institutional) 14 years and over.

Source: U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report
No. 173; U.S. Department of Commerce, Bureau of the Census: Current Population Reports,
P-50, Nos. 29 and 22.

the participation rate of single women has moved upward, although noticeable only in the 16- to 19-year-old-age group.2
Despite the sharp rise in the labor force participation rate of
married women (husband present) since 1940, their rate (43 percent in March 1974) is still the lowest of any marital group of
women, except for the widowed (25 percent) who, as a group,
are considerably older. The fact that married women continue to
have the lowest participation rate in the work force may be explained in part by the specialization of labor within a great many
married households. While the pattern is undergoing considerable change, it is still such that husbands assume the primary
responsibility of providing income and the wife that of caring for
children and home, although the wife may be a full-time or parttime worker.
Divorced women have by far the highest participation rate (73
percent) of any group of women classified by marital status. A
factor may be that they are less likely to have young children
with them at home than are married women, and are likely to have
a drop in income with the loss of the husband.
Single women, many of whom are still in school, have a rate
of participation (57 percent) about midway between that of
divorced and married (husband present) women. Slightly below
the rate for single women is the 55-percent rate for the relatively
small number of less than 3 million women who are separated or
whose husbands are absent in the Armed Forces. Among widowed,
divorced, and separated women, as among single women, the absence of a husband tends to lower the woman's income and thus
encourages her to work. Among the widowed, however, the fact
2 This increase in the labor force participation rate of single women holds even after allowance for the 1967 changes in definitions which dropped persons 14 and 15 years old from inchision in these data.
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that they are usually older tends to dampen labor force participation.
The rates of labor force participation for each martial status
group do not reveal the considerable age variations that exist
within each group. Among single women, the rate rises with increasing age to a peak of 83 percent for those 25 to 29 years and
remains close to this proportion until a sharp dropoff begins for
those in their early sixties (see table 6). For married women, the
highest rate is among those 20 to 24 years of age (54 percent),
followed by women 35 to 44 and 45 to 54 (both 50 percent). The
rate for young women 20 to 24, particularly mothers, has risen
sharply in recent years. The participation rate for married women
begins dropping off among those 55 to 59, somewhat earlier than
among single women. Only 10 percent of married women 65 to
69 were in the work force in March 1974.
There is a particularly large difference in labor force participation rates of single and married women in the 25- to 34-year-old
age group, when women are most likely to have very young children. In March 1974 the rate for single women was 82 percent, as
compared with 46 percent for married women.
5. Family Status of Women Workers
The labor force status of women varies considerably according
to their family status; that is, whether they are wives in families
in which husbands are present or whether they are heads of families. Families headed by women have been the focus of growing
Table

6.—LABOR FORC E PARTICIPATION RATES OF W O M E N , BY
AGE AND M I\RITAL STATUS, MARCH 1L974
(Womeri 16 years of age and over)
Marital status

Age

Total
16
20
25
30
35
45
55
65
70

to 19
to 24
to 29
to 34
to 44
to 54
to 64
to 69
years

years
years
years
years
years
years
years
years
and over

-

.

_

_
-

.

_

Single

Married
(husband
present)

57.2

43.0

40.9

45.6
71.5
82.8
79.6
72.5
77.7
64.3
24.5
9.4

44.3
54.0
47.3
44.9
50.1
49.6
34.9
10.0
3.6

46.9
66.1
68.2
68.2
69.0
69.6
54.5
17.9
5.1

Other *

Includes widowed, divorced, and nlarried women (husband abscint).
Source: U.S. Department of Labor*, Bureau of Labor Statistics:: Special Labor For ce Report
No. 173.
1
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public concern because of substantial increases in the number of
such families in recent years and because of their low incomes.
In March of 1974 there were 55.0 million families in the United
States. Of this total, 46.8 million were families in which both a
husband and wife were present; 6.8 million were headed by
widowed, divorced, or separated women. The proportion of all
families headed by married men has been declining, while the
proportion headed by women has been rising. One out of 8 families
was headed by a woman in 1974, compared with 1 out of 10 a
decade earlier.
The growth in female-head families has been due primarily to
increases in divorces and separations rather than to the death of
husbands. The divorce rate nearly doubled between 1963 and 1974.
In March 1974 about half of all women heads were divorced or
separated, compared with 44 percent in 1968.
The size and composition of the family varies considerably
according to type of family. Husband-wife families are typically
larger than families headed by a woman or by a man who has no
wife. In March 1973 the average (mean) number of persons per
family was 3.5 in husband-wife families, 3.2 in families headed
by a woman, and only 2.8 in families headed by a man without a
wife. The families headed by men had more adults, while those
headed by women had more children. Nearly 3 out of 5 women
family heads had at least one (own) child and more than 1 out of
3 had two or more children.
In addition to these family groups of related individuals, there
were in March 1974 about 10.9 million women and 7.7 million
men classified as "unrelated individuals," who were not living with
relatives. About 9.3 million of these women had their own homes
or apartments and were living independently as "primary individuals." As a group, these were older women (most of them over
65 years of age) and most were widows. The other 1.6 million
women in this classification, most of whom were in their thirties
and single, were mainly roomers, boarders, hotel guests, and resident employees.
Out of the total 46.8 million husband-wife families in March
1974, 84 percent of the husbands were in the labor force. Their
rate of unemployment was 2.7 percent, lower than the 5.3 percent
rate (not seasonally adjusted) for the labor force as a whole. In
53 percent of all husband-wife families, there was at least one
person other than the husband in the labor force, usually the wife
(43 percent). Interestingly, the wife was just as likely to be in
the labor force (48 percent) when the husband worked full time
in nonagricultural industries as when the husband was unemployed. She was least likely to be in the work force when the
husband was not in the labor force. In this last instance, there is,
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Table 7.—EMPLOYMENT S'TATUS o:F FEMALE FA1VIILY H i3ADS, BY
EMPLOYMENT STATUS OF O THER F.AMILY 1&EMBEIIS, MAISICH

1974

(Persons 16! years of age and over)
FemaleI family heads
Lsabor forc;e
Employment status of
other family members

Number (in thousands) .
Percent
Other member in labor force
employed 1

Other member
Other member unemployed;
none employed
No other member in labor force _

Population

Total

Em- Unemployed ployed

6,798
100.0

3,679
100.0

3,443
236
100.0 100.0

33.3

35.2

35.6

28.5

30.3

4.8
66.7

4.9
64.8

UnemPercent
ployment in labor
rate
force

6.4

54.1

29.5

5.4

57.2

31.1

18.1

3.9

57.5

4.5
64.4

11.4
70.5

14.9
7.0

55.5
52.6

1 Includes families with one or more rnembers <jmployed regardle;ss of the employme nt status
of other members.

Source: U.S. Department of Labor, B ureau of Labor Statistics: Special 1Labor Forc:e Report
No. 173.

of course, a heavy concentration of retired persons; although
these wives are often in low-income families in need of additional
income, their age tends to deter their working outside the home.
6. Women Heads of Families
The financial need in the absence of a husband in female-head
families is reflected in the relatively high rate of labor force
participation (54 percent) for these women (see table 7). This
rate was noticeably higher than that for all women (45 percent)
or for women with husbands present (43 percent).
In 35 percent of the 3.7 million families headed by women who
were in the labor force, another member of the family also was a
worker. However, in 35 percent (2.4 million) of all the families
headed by women, the female family head was the only person in
the family group who was employed. Moreover, nearly 240,000
of these female family heads were unemployed in March 1974.
Their unemployment rate of 6.4 percent was considerably higher
than that for husbands in husband-wife families (2.7 percent).
In only 18 percent of the families where the female head was
unemployed was there an employed member to help take up the
financial slack of the family. The highest rate of labor force
participation for the women family heads was among those 45 to
54 years of age, when most of their children would be old enough
to allow the mothers more freedom to work outside the home (see
table 8). Nearly 7 out of 10 of these women were in the labor
force.
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7. Working Wives
The growing tendency for married women to go into paid work
is reflected in the number and proportion of working couples in
the Nation. Of the 20.4 million wives (husband present) in the
labor force in March 1974, about 18.8 million had husbands who
were also in the labor force. These working couples represented
about two-fifths of all married couples in the population. In 1950
there were only 8 million working couples—22 percent of all
married couples. Before World War II their number and proportion were even smaller: in 1940, for example, working couples
numbered 3 million—only 11 percent of all couples.
In only about 42 percent of the 39.3 million husband-wife
families 3 in which the husband was in the labor force, was he
the only family member in the work force. In about 48 percent
of the families, the wife was also in the labor force, and in about
10 percent some other family member but not the wife was in the
labor force. In addition, there were 7.5 million husband-wife
families where the husband was not in the labor force mainly
because of retirement or disability. In 1.6 million of these cases
the wife was in the labor force, and in 600,000 families someone
other than the wife (but not the wife) was in the work force. In
5.3 million families, no one was in the labor force.
It is significant to note that despite the growth in population
and families, the number of families with only a husband in the
work force has been declining—dropping by more than 1 million
between March 1971 and March 1974. This has resulted from the
more than offsetting growth in the number of working wives.
3 The number of husband-wife
one family may include more than
and wife in the "primary" family,
sons and daughters living with their
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not including subfamilies such as the families of married
parents.
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The degree of labor force participation among wives is markedly
affected by the amount of education they have received, the husband's income, and the presence and, particularly, the age of
children. Table 9 illustrates the importance of these factors, although the figures in turn mask in varying degrees the effect of
other factors associated with married women's participation rates.
Table

9 . — L A B O R FORCE P ARTICIPiM O N RATES

1

OF MARRIED WOMEN , BY

EDUCATIONAL ATTAIIsTMENT, iPRESENCE AND A<SE OF C H:ILDREN,
AND INCO ME OF H[USBAND, MARCH

1974

Years oil school coinpleted
College

High school
Income of husband and
presence and age of children

All
wives

Less than
4 years

43.0

4 years

1 year
or more

1-3
years

4 years
or more

32.2

46.0

52.9

48.1

58.8

43.0
51.2
34.4

27.5
43.9
30.5

49.5
53.1
33.5

59.7
56.8
39.6

53.2
52.7
37.0

67.3
62.0
43.0

35.5

25.3

44.6

61.1

56.2

68.0

No children under 18 years _
Children 6 to 17 years only _
Children under 6 years

32.0
54.6
36.8

22.5
44.3
25.7

40.8
63.4
40.6

58.3

53.9

64.8

$3,000 to $4,999

35.8

25.3

46.3

54.1

53.5

55.1

No children under 18 years _
Children 6 to 17 years only _
Children under 6 years

31.2
53.6
38.8

20.0
44.6
29.9

43.6
66.8
41.0

50.5

47.8

54.5

60.6

65.9

O
C)

$5,000 to $6,999

43.3

31.3

50.6

59.3

55.8

66.0

No children under 18 years _
Children 6 to 17 years only _
Children under 6 years

40.4
54.4
40.6

25.7
42.3
34.5

50.5
64.0
41.7

60.5
69.5
51.5

56.5
70.4
48.0

66.7
62.1

$7,000 to $9,999

49.3

40.1

51.2

61.8

59.3

65.2

No children under 18 years _
Children 6 to 17 years only _
Children under 6 years

51.7
56.9
39.8

39.0
46.8
33.7

55.7
60.7
39.2

66.8
74.0
48.9

62.7
73.7
48.0

71.7
74.3
50.2

43.4

34.8

43.5

49.2

42.7

56.3

48.1
48.9
30.1

31.7
42.6
27.5

49.7
49.4
28.3

59.1
53.0
34.0

50.3
47.7
29.1

68.0
59.5
39.4

All income classes
No children under 18 years _
Children 6 to 17 years only _
Children under 6 years
Under $3,000

$10,000 and over
No children under 18 years _
Children 6 to 17 years only _
Children under 6 years
1

C)
C)

C)

C)
C)

C)

C)

C;

C)

Rate not shown where base is Itiss than 715,000.

Source: U.S. Department of Lai>or, Burea,u of Labor Statistics : Special 1-.abor Forc:e Report
No. 173.

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

23

The participation rates of wives tend to (1) increase with more
years of education, (2) decrease if the woman is the mother of a
preschool-age child, and (3) decrease with the husband's income
rising above $10,000. At incomes below $10,000 this pattern is not
clear because associated factors cannot be eliminated in analyzing
the data.
While the labor force participation rate for all wives in March
1974 was 43 percent, it ranged from 32 percent for those with less
than 4 years of high school to 59 percent for those with 4 or more
years of college. In a more comparable situation, for example,
where the woman had a child under 6 (and possibly other children
under 18) and her husband's income was between $7,000 and
$9,999, the rate ranged from 34 percent for mothers with less than
4 years of high school to 50 percent for those with 4 or more years
of college.
Among women with no children under 18, there is an exceptionally large increase in participation rates with more education,
when women's age is not considered. This is because of the extreme
mixture of very young and older married women in this group
and the fact that women in the lower educational categories are
mostly older women who are deterred from working because of
their age and because of the lack of educational advantages. In
the group with higher education, most of the women are young.
The overall participation rate for wives as a group rises by
income of husband up through the $7,000 to $10,000 category,
and drops off sharply for the $10,000 plus group. But the pattern
is quite different when standardized for the wife's education and
the presence and age of children; more clearly evident is the deterrent effect of the husband's income, even at lower income levels,
on the wife's labor force participation. For example, among wives
with 4 years of high school and with children 6 to 17 years of age
only, their participation rate in March 1974 declined from 67
percent to 49 percent when the income level moved from the $3,000
to $5,000 category to the $10,000 and over group. Among wives
who were college graduates and who had children 6 to 17 only,
their participation rate dropped from 74 percent for those whose
husbands' incomes were between $7,000 and $9,999 to 60 percent
for those whose husbands' incomes were $10,000 or more. Among
women whose husbands earned $10,000 or more, those with children under 6 had a participation rate of 30 percent, compared
with 49 percent for women with children 6 to 17 only.
Among all wives, considering only the presence and age of
children, the lowest rate in March 1974 was for those with preschool age children—34 percent for women with children under 6
years of age, and 31 percent for those with children under 3.
Women with children 6 to 17 only had a 51-percent labor force
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participation rate, and those with no children had a rate of 43
percent. The latter rate is misleading to the extent that included
in this category were young married women who did not yet have
children, and middle-aged and older women who never had children
or whose children had become adults. When the age of these women
is considered, it becomes apparent that at comparable ages the
women without children have the highest rate of participation.
Among wives 16 to 34 years of age, for example, the rate was 74
percent for those without children and 57 percent for those with
children 6 to 17 only. In the age group of women 45 to 54, the
percentages were 54 and 46 percent, respectively.
The combined effect of having very young children, little education, and a husband with high income, all of which are factors
that tend to lower the wife's labor force participation rate, is
illustrated in the case of mothers with less than 4 years of school,
children under 6, and a husband with at least a $10,000 income.
These women had a labor force participation rate of only 28
percent.
8. Working Mothers
Working mothers with children under 18 years of age numbered
13.6 million in March 1974 (see table 10). They represented 46
percent of all such mothers in the population and 38 percent of
all women workers. This was a significant increase since 1967,
when there were only 10.6 million mothers with children under
18 in the labor force, accounting for 38 percent of all such mothers
in the population.
Of the total number of working mothers in March 1974, 11.0
million had husbands present in the home and 2.6 million did not.
The mothers who did not have husbands present—including
widowed, divorced, and separated women—were much more likely
to be in the work force than were those with husbands present.
Accordingly, the labor force participation rate for mothers without husbands present (62 percent) was more than two-fifths
greater than that of mothers with husbands present (43 percent).
The 8.5 million working mothers with children 6 to 17 years of
age only accounted for 63 percent of all working mothers, significantly higher than their proportion of the total population of
mothers (53 percent), and reflecting the higher rate of labor force
participation among mothers who had no preschool-age children.
About 32 percent of the 8 million mothers of children under 3 and
42 percent of the 5.9 million mothers with children 3 to 5 (and
none under 3) were in the labor force. In contrast, 54 percent of
the 15.8 million mothers of children 6 to 17 only were in the work
force. In all of these cases, women without husbands present
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Table 10.—MOTHERS IN TH E POPULA1TION AND LABOR F ORCE, BY
MARITAL STATUS AND B^R AGE OF (CHILDREN, , MARCH

1974

(Mothers 16 years of ag e and over)
Numb er (in
thoussmds)
Marital status and
age of children

Mothers with children
under 18 years
Married, husband present
Other women ever married 1 _
Mothers with children
6 to 17 only
Married, husband present
Other women ever married 1 _
Mothers with children 3 to
5 (none under 3) 2
Married, husband present
Other women ever married
Mothers with children under 3 2 _
Married, husband present
Other women ever married

Perc :ent
distrib ution

Population

Labor
force

Population

Labor
force

Percen
in labo:
force

29,659

13,567

100.0

100.0

45.7

25,520

11,002

2,565

86.0
14.0

81.1
18.9

43.1
62.0

15,800

8,495

53.3

62.6

53.8

13,268
2,532

6,792
1,703

84.0
16.0

80.0
20.0

51.2
67.3

5,882

2,490

19.8

18.4

42.3

5,027
855

1,967
523

85.5
14.5

79.0
21.0

39.1
61.2

7,977

2,582

26.9

19.0

32.4

7,225
752

2,243
339

90.6
9.4

86.9
13.1

31.0
45.1

4,139

1

Includes widowed, divorced, and married women ( husband abslent).

2

Also may have older children.

Source: U.S. Department of Labor, Bu reau of Labor Statistics»: Special ~Labor Forc;e Repor
No. 173.

were much more likely to be in the work force than were women
living with their husbands. For example, among the women with
children under 3 years of age (who may also have older children),
the rates were 45 percent for those without husbands present
and 31 percent for those living with their husbands.
Trends in Labor Force Participation
Between 1940 and 1974, the labor force participation rate of
mothers in the United States quintupled, reflecting probably the
most significant labor force change the country experienced during this period. In 1940 the labor force participation rate of
mothers was only a small fraction of that for all women (9 percent versus 28 percent), but in 1974 the rate for mothers was
slightly higher than that for all women—46 and 45 percent,
respectively (see table 11). The sharpest increase during the
forties and fifties was among mothers of school-age children.
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However, this pattern has reversed itself since the early 1960's,
with the sharpest increase among young mothers of preschool-age
children (see chart E).
Part-Time and Part-Year Work Patterns
The responsibilities of children and home cause mothers not
only to have lower labor force participation rates than women of
the same age who have no children, but also to have greater
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T a b l e 11.—LABOR FORCE PARTICIPATION RATES OP MOTHERS
AND OF ALL WOMEN, 1 SELECTED YEARS, 1 9 4 0 - 7 4
Mothers 2

Year
1974
1972
1970
1968
1966
1964
1962
1960
1958
1956
1954
1952
1950
1948
1946
1940

.
_
_
_
_
_

_

45.7
42.9
42.0
39.4
35.8
34.5
32.9
30.4
29.5
27.5
25.6
23.8
21.6
20.2
18.2
8.6

All
women 3
45.2
43.9
43.3
41.6
38.9
37.4
36.6
36.7
36.0
35.9
33.7
33.8
33.1
31.9
31.2
28.2

1
Includes women 16 years of age and over beginning in 1968, but 14 years and over in
earlier years.
2
Data are for March of each year except 1946, 1948, 1952, and 1954 when they are for
April. Data prior to 1972 include the institutional as well as the noninstitutional population.
3

Annual averages.

Source: U.S. Department of Labor, Bureau of Labor Statistics; U.S. Department of Commerce, Bureau of the Census.

limitations on the number of hours they can work. Furthermore,
some mothers of preschool-age children have greater restrictions
on the specific hours they can work than do other mothers. Mothers, accordingly, seek out jobs that are adaptable to their own
schedules. This may mean a part-time job in a store or office, or
it may be a full-time job for a short period when there is a big
demand for additional workers, as in the case of peak business
in retail stores during the Christmas and Easter seasons, or in
canneries or other food processing plants during the harvest
season. Mothers may also work less than a full year in teaching
or in the hotel and resort business.
Among married women (husband present) in March 1974, 46
percent of the mothers of children under 8 years of age worked
at some time in the previous calendar year, compared with 49
percent of those with children 3 to 5 years old but none under 3,
and 59 percent of those with children 6 to 17 only (see table 12).
Half of the married women with no children under 18 had worked.
Of the married mothers who worked at all in 1973, only 20 percent
of those with children under 3 years worked 50 to 52 weeks full
time (35 or more hours a week during a majority of the weeks
worked), compared with 33 percent of the mothers with children
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Percent distribution of wives' work experience
Presence and age of
children and
age of
husband

Percent of civilian
noninstitutional
population with
work experience

Part time2

Full time 1
Total

Total

50 to 52
weeks

27 to 49
weeks

1 to 26
weeks

Total

27 weeks
or more

1 to 26
weeks

52.0

100.0

69.0

42.6

13.0

13.4

31.0

18.5

12.5

No children under 18 years old —
Husband under 45 years
Husband 45 to 64 years
Husband 65 years and over

50.3
84.0
52.7
20.6

100.0
100.0
100.0
100.0

75.1
83.4
y73.1
57.9

52.4
54.7
54.1
38.4

12.7
16.3
10.9
9.2

10.0
12.4
8.1
10.3

24.9
16.6
26.9
42.1

16.4
9.3
19.3
26.2

8.5
7.2
7.6
15.9

Children 6 to 17 years old only
Children 3 to 5 years old,
none under 3 years - _ _ _ _
Children under 3 years old
-

58.9

100.0

62.6

41.5

11.1

10.0

37.4

23.5

13.9

49.0
46.3

100.0
100.0

62.7
68.1

32.6
19.6

13.0
18.1

17.0
30.4

37.3
31.9

20.4
12.0

16.9
19.9

Total
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Percent distribution
Marital status, presence
and age of children

Total
employed

Number

27,090

25,719

13,523
8,495
5,072
2,582

Agriculture

Percent
of
labor
force

Total

Full
time 1

Part
time 1

25,345

100.0

73.9

26.1

374

1,371

5.1

12,980
8,111
4,628
2,306

12,799
7,987
4,559
2,271

100.0
100.0
100.0
100.0

78.5
69.2
69.3
69.3

21.5
30.8
30.7
30.7

181
124
69
35

543
384
444
276

4.0
4.5
8.8
10.7

20,367

19,406

19,097

100.0

72.1

27.9

309

961

4.7

9,365
6,792
4,210
2,243

9,018
6,518
3,870
2,023

8,880
6,409
3,808
1,992

100.0
100.0
100.0
100.0

78.7
66.2
66.5
67.0

21.3
33.8
33.5
33.0

138
109
62
31

347
274
340
220

3.7
4.0
8.1
9.8

6,723

6,313

6,248

100.0

79.6

20.4

65

410

6.1

4,158

3,962

3,919

100.0

78.2

21.8

43

196

4.7

Total

Number

ALL EVER-MARRIED WOMEN

Total
No children under 18 years
Children 6 to 17 years only
Children under 6 years
Children under 3 years
MARRIED WOMEN, HUSBAND
PRESENT

Total
No children under 18 years
Children 6 to 17 years only
Children under 6 years
Children under 3 years
OTHER EVER-MARRIED WOMEN

2

Total
No children under 18 years __
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3 to 5 years old (but none under 3), and 42 percent of those whose
children were between 6 and 17 years old. About 37 percent of
the working mothers of children 6 to 17 and of children 3 to 5
(none under 3) worked part time. This compares with 32 percent
for mothers who had children under 3. The data showed that the
younger the children, the fewer weeks a year the mother worked.
A mother who is rearing children without the help of a husband
is much more likely to work full time than are other mothers. Of
the women with children 6 to 17 only and in nonagricultural employment in March 1974, 66 percent of the mothers with husbands
present were full-time4 workers compared with 81 percent of
other mothers; the proportions were 67 and 83 percent where
there were children under 6 (see table 13).
Children of Working Mothers
School and preschool children whose mothers are part of our
Nation's work force are subjects of considerable public concern,
especially as they are affected by such circumstances as the unemployment or low earnings of one or both parents, or the lack
of adequate child care facilities while the parents work. These
children are probably of even more concern to the growing numbers of mothers themselves who work or who want to work but
are prevented from doing so because of the unavailability of
adequate care or their inability to obtain care at costs they can
afford. To compound the problem further, the labor force numbers
of mothers with very young children have grown rapidly in recent
years and the labor force of women 20 to 34 years of age, when
many are young mothers, is expected to increase significantly in
the decade ahead. The Bureau of Labor Statistics projections of
the labor force between 1972 and 1985 indicate an increase of 25
percent for all women, compared with a 42-percent increase for
women 20 to 34 years of age.5 Such a marked increase should
more than offset the effects of even further declines in birth rates
and should result in a substantial increase in the number of young
children with working mothers in 1980.
Almost 27 million children in the United States—or 42 percent
of those under age 18—had mothers who were working or seeking work in March 1974. About 1 out of 4 of these children (6.1
million) was below regular school age and probably required some
kind of care in the working mother's absence.
Since 1970 the number of children whose mothers are in the
4 Full-time workers are persons who during the survey week worked 35 hours or more and
those who usually work full time but worked 1 to 34 hours. Fart-time workers are persons who
usually work 1 to 34 hours and worked 1 to 34 hours during the survey week. Persons with a
job but not at work during the survey week are classified according to whether they usually
work full or part time.
5 See "The U.S. Economy in 1985," Bulletin 1809, Bureau of Labor Statistics, U.S. Department of Labor.
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labor force has risen sharply by 1.2 million, while the total number
of children in families has dropped by 2.2 million. Contributing
to those opposing trends are the continuing rise in the labor force
participation of married women, both with and without children;
the declining birth rate; and an increase in the number of families
headed by women, largely due to the escalating divorce rate. While
participation rates of wives rose significantly between 1970 and
1974 (from 40 to 43 percent for those with children under 18; 26
to 31 percent for those with youngsters under 3), the increase in
the number of children with working mothers occurred almost
exclusively in female-head families. Whether families were headed
by men or women, and whether they were white or black, the
average number of children in families was smaller when the
mother was in the labor force than when she was not.
Most children are better off in terms of family income when
their mothers are in the labor force. In husband-wife families
with children, median family income in 1973 was over $15,000
when the mother worked, compared with over $13,000 when she
did not. In families headed by women, the same relationship held,
but median income was considerably lower whether the mother
was in the labor force ($6,195) or out ($3,760). (Note: income
is for the year 1973; labor force status is for March 1974.)
Over 12 million children were in families where the father was
either absent (8.6 million), unemployed (1.5 million), or not in
the labor force (2.0 million). Nearly half (47 percent) of all black
children were living under these circumstances, compared with
15 percent of the white children.
9. Child Care
Child Care Arrangements
Detailed current information is not available on the arrangements that working mothers make for the care of their children,
but there is sufficient information to provide an accurate description of the relative importance of the major types of care
provided. It is clear that for most of the young children, care
during the mothers' working hours is in a private home—their
own or someone else's—and is usually provided by relatives rather
than nonrelatives. Only a small proportion are cared for in group
facilities such as nursery schools, day care centers, and the like.
The most comprehensive study of child care arrangements was
one cosponsored in 1965 by the Department of Labor and the Department of Health, Education, and Welfare. This national survey
covered mothers who worked 27 weeks or more, either part time
or full time, in 1964 and who had at least one child under 14
years of age living at home. These 6.3 million mothers had a total
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of 12.3 million children under 14 years; 3.8 million of the children
were under 6 years.
Almost half of the preschool children were cared for in their
homes; not quite a third, in someone else's home; a little more
than 5 percent, in group care centers ; and the remainder, under
other arrangements. Some were cared for by their mother while
she worked; others—"latchkey children"—cared for themselves.
The proportion of children who looked after themselves was considerably larger among those of school age than among preschoolers, while the larger proportion of those cared for in group care
centers was made up of preschool youngsters. Almost all of the
children whose mothers worked only during school hours were of
school age.
Additional details are provided in table 14.
T a b l e 1 4 . — C H I L D CARE ARRANIGEMENTS C>F WORKUNFG MOTHERS 1 \VITH
CHILDREN UNDER 1 4 YEARS OF A GE, BY AGI3 OF CHILE•REN, FEBRUARYF 1 9 6 5
(Per<lent distribu tion)
Age of children
Type of arrangement

Number (in thousands)
Percent
Care in child's own home by—
Father
Other relative
Under 16 years
16 years and over
Nonrelative who only looked
after children
Nonrelative who usually did
additional household chores
Care in someone else's home by—
Relative
Nonrelative
Other arrangements
Care in group care center
Child looked after self
Mother looked after child
while working
Mother worked only during
child's school hours
Other
1

Total

Under 6
years

6 to 11
years

12 and 13
years

12,287

3,794

6,091

2,401

100.0

100.0

100.0

100.0

45.5

47.1

46.9

38.1

14.9

14.4

15.4

14.3

21.2

23.2

20.9

4.6

17.5
2.1

6.1

4,7

16.6

15.3

17.1

16.2

4.7

8.4

3.8

1.2

4.7

6.9

4.4

1.7

15.7

30.7

11.0

4.8

7.8

14.9

5.2

3.3

8.0

15.8

5.8

1.5

38.8

22.1

42.1

57.0

2.2

5.6

.6

.4

8.1

.5

8.0

20.7

13.0

15.0

12.5

11.1

15.0

.8

20.5

24.2

.5

.3

.6

.7

Refers to mothers who worked either• full or part; time for 27 weeks or more iii 1964.

Source: U.S. Department of Health, Education, and Welfar<a, Social and Rellabilitation
Service, Children's Bureau, and U.S. Depa rtment of LEibor, Wage aind Labor Standai•ds Administration, Women's Bureau: "Child Care Arrangemeiits of Work:ing Mothers in 1the United
States." Children's Bureau Pub. 461-1968.
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More recent information (1967-1968) on child care arrangements taken from the National Longitudinal Survey shows that
among employed women 14 to 24 years of age who were not enrolled in school, the children of 27 percent of the women were
cared for in their own homes, usually by a relative; the children
of 29 percent were cared for in a relative's home, and the children
of 37 percent were cared for in a nonrelative's home. Only 6 percent of the young women used a school or group care center for
child care. Among employed mothers 30 to 44 years who made
child care arrangements, such care was provided in their own
homes by almost half of the women; in a relative's home by 20
percent; and in a nonrelative's home by 23 percent. Only 8 percent
of this age group used a school or group care center. With respect
to employed mothers 14 to 24, those who reported that they did
not make special arrangements for child care gave various reasons : 41 percent reported that the father or another relative cared
for their children; 5 percent reported that their children were in
school; and 2 percent reported that their children shifted for
themselves. No specific type of care was reported for the children
of the remaining 51 percent of mothers in this age group. (It
should be noted that the Government survey referred to above
would have interpreted differently some of these findings.)
While the use of group care is very limited, a more recent study
of even more limited range than the National Longitudinal Survey has revealed greater use.6
Facilities
Some 12 to 15 years ago, there were less than 200,000 licensed
day care spaces nationwide. Detailed current information, while
incomplete, clearly indicates the development, within the past
decade, of a rapidly growing demand for and interest in group
child care provided in either licensed day care centers or licensed
day care homes. As reported in a recent study by the staff of the
Senate Committee on Finance, there were in 1972 (the latest
year for which reliable national data are available) 81,286 licensed
day care centers and family day care homes, with a capacity to
care for 1,021,202 children.7
Spaces in centers are about evenly divided between nonprofit
and proprietary. Some of the latter are part of a franchise or
chain operation. For the most part, the nonprofit centers are
operated by publicly or privately sponsored community action and
community development organizations, by religious groups or
churches, and by other voluntary organizations as well as local
8 U.S.
Department of Labor, Employment Standards Administration, Women's Bureau:
"Employer Personnel Practices and Child Care Arrangements of Working Mothers in New
York City," 1973.
7 "Child Care Data and Materials," October 1974.
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health and welfare agencies. Depending upon their financial capability, parents may pay at least part of the cost for their children's
care in a nonprofit center.
Licensed nonprofit employer-sponsored day care currently serves
a relatively small proportion of the youngsters in need of such
care. A number of universities and hospitals, several companies,
some unions, and a few Federal Government agencies are providing day care for children of their employees and, in the case of the
universities, also for children of students.
Funding
The level of Federal matching funds for all social services under
the Social Security Act, including child welfare, has probably
accounted, in large part, for the increased availability of child
care facilities in recent years. These funds constitute the major
Federal support for care of children of working parents today.
The Finance Committee staff estimated that the amount of
money spent in 1974 by the Federal Government directly for child
care, broadly defined, would be approximately $1.2 billion.8 This
estimate includes Federal child care expenditures for fiscal years
1974-75 for a multiplicity of programs and services including,
among others, care in centers and day care homes and social
services under Aid to Families with Dependent Children (AFDC),
all administered by the Department of Health, Education, and
Welfare; Small Business Administration loans for construction
and renovation of day care facilities; food service programs for
preschool children in Head Start and other year-round preschool
programs administered by the Department of Agriculture; welfare assistance for American Indian children administered by the
Department of Interior; community facilities under the Department of Housing and Urban Development model cities program
(now being phased out) ; the child development program administered by the Appalachian Regional Commission; and assistance
for migrants and seasonal farmworkers under programs administered by the Department of Labor (formerly by the Office of
Economic Opportunity).
A major advance toward expanding child care services was
made by the 1962 Public Welfare Amendments to the Social Security Act, which authorized Federal grants-in-aid to State public
welfare agencies specifically for child care services for working
mothers. Since the legislation required that such funds be used
for care in facilities licensed or approved by the State and that
priority be given to children from low-income homes, the States
were motivated to improve standards for day care facilities (including private homes) and to expand their child welfare services
8

Ibid.
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plans. In addition, Federal matching to the States was increased
from 50 to 75 percent for social services, including child care
provided to actual, former, and potential recipients of AFDC.
The Social Security Amendments of 1967 authorized the Work
Incentive Program, which provides for recipients of AFDC a
comprehensive program of manpower and social services including, among other things, necessary child care services for children
of those engaged in training or employment under the program.
Another provision of the 1967 amendments authorized grants
for special projects to train personnel for work in the field of child
welfare, including day care. The funds may be used for teaching
grants, traineeships, or short-term training activities.
In 1968 and 1971 there were additional amendments designed
to increase the amount of Federal funding for child care under
the Social Security Act and to promote the expansion of child
care services.
An amendment to the Social Security Act, included in the revenue sharing and social security and welfare legislation enacted
in 1972, placed an annual limit of $2.5 billion on the social services
programs available to the States including, among others, child
care. Prior to this, monies for social services had been an openended appropriation. Funds under the new ceiling are to be allocated on the basis of population.
Other Federal legislation which has related to child care services, training, and facilities includes the authorization of the
Head Start program under the Economic Opportunity Act of 1964
and training for child care and child care services under various
education laws, such as the Elementary and Secondary Education
Act of 1965 and the Vocational Education Act of 1963. Some programs under the Manpower Development and Training Act of
1962 (Public Law 87-415) authorized training in several occupational areas related to day care and/or provision of day care as
a supportive service for training. The Comprehensive Employment and Training Act (Public Law 93-203), which replaced the
MDTA in 1973, provides for the kinds of programs and services
authorized by the earlier legislation. The Model Cities, Indoor
Community Facilities, and Neighborhood Facilities Grant Programs, all administered by the Department of Housing and Urban
Development, have provided assistance for child care. The new
Housing and Community Development Act of 1974 (Public Law
93-383), which replaces these programs, provides for Federal
funding of public services, specifically including child care.
In addition, many State and local governments provide some
kinds of funding assistance for child care services, often through
human resources departments, health and welfare departments,
or health and social services departments. In addition to local
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public funds, there are private fund sources for day care services
such as the Community Chest, civic and fraternal organizations,
and private foundations.
Since 1968, recipients of Federal monies have been required
to meet the Federal Interagency Day Care Requirments^ established by the Departments of Labor and Health, Education, and
Welfare and the Office of Economic Opportunity. These standards
establish minimum requirements for facilities; educational, social,
health, and nutritional services; staff training; parent involvement; administration; coordination; and evaluation.
The Social Service Amendments of 1974 (Public Law 93-647)
while, on the one hand, modifying these requirements with respect
to staffing ratios and educational content, did give them legislative
stature.
Federal and State Tax Treatment Regarding Child Care Expenses
Since its adoption in 1913, the Federal income tax law has made
an allowance for the circumstances of the individual taxpayer
through personal exemptions. In the Revenue Act of 1954, for the
first time, a deduction was allowed for child care expenses incurred
by working women and widowers 9 if such child care enabled them
to be gainfully employed. Under that act an allowance of up to
$600 was permitted for care of a child under 12 years of age or a
dependent physically or mentally incapable of caring for himself
or herself. For working couples with a combined adjusted gross
income exceeding $4,500, the deduction was reduced $1 for each
$1 above that amount.
A 1963 amendment provided for allowing the deduction for
child care expenses to a deserted wife who could not locate her
husband.
The Revenue Act of 1964 raised by a year the age of children
covered and also raised the maximum deduction (to $600 for one
child or $900 for two or more children) and the income limitation
(to $6,000). The act allowed a married man to deduct the cost of
child care if his wife was in an institution for at least 90 consecutive days or for a shorter period if terminated by her death.
A married man whose wife was at home but unable to care for
herself was eligible for the deduction, subject to the $6,000 income
limitation applicable to married women.
The Revenue Act of 1971 greatly liberalized child care deductions, effective January 1, 1972. Under this law, expenses for child
care inside or outside the home may be deducted up to $200 a
month for one child under 15 years of age, $300 for two children,
and $400 for three or more children. If the adjusted gross income
9

The term "widower" includes divorced and legally separated men.
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of the couple or individual exceeds $18,000, the deduction is reduced by one-half of the amount over $18,000; in effect, those
with adjusted gross incomes of $27,600 and over do not benefit.10
Married couples may claim the deduction only if both are gainfully employed on a full-time basis or looking for a job (unless
a parent is physically or mentally incapable of self-care) and if
they file a joint return. The full amount paid to a nursery school
is deductible, up to the totals established by law. No deduction
may be made for payments to relatives or to dependents living
in the home of the taxpayer. Qualifying taxpayers may take the
deduction only if they itemize expenses. The deduction is a "personal" not a "business" expense.
A number of States permit employed taxpayers to take child
care deductions from State income taxes. Some of the State laws
are identical with the Federal law; others have variations as to
who can claim the deduction, the amount of the deduction, the age
limit of children for whose care the deduction can be claimed, and
the income limitation of taxpayers eligible to claim the deduction.
Child Care Expenses By Businesses and Unions
Legislation which assists employers and unions to establish or
otherwise contribute to child care facilities or expenses for children of their employees, and in some cases, nonemployees, includes
the following:
Section 162 (a) of the Internal Revenue Code of 1939 allows as
an "ordinary and necessary" business expense amounts paid or
incurred by a business for the establishment and operation of day
care programs for children of employees where it can be demonstrated that such expenses are incurred to increase employee
morale and productivity and to reduce employee turnover, and
are both ordinary and necessary in relation to the taxpayer's
business. (In some instances, this provision would be equally
applicable whether the child care facilities were available to employees only or to nonemployees on a limited basis.)
Section 170 of the Code provides for the deductibility of charitable contributions made by businesses to or for the use of qualifying foundations and public and private agencies to establish and
operate day care programs, which are within their charitable
purposes, in the manner and to the extent set forth in the section.
Section 501(c) (3) of the Code provides for the exemption of
nonprofit organizations organized and operated exclusively for
charitable or educational purposes. Where a nonprofit organization has been formed by an industrial company to operate a day
care center for children of needy working parents who have no
means to provide care for their children during the day, and the
10 These amounts were raised to $35,000 and $44,600, effective in 1976, by the Tax Reduction Act of 1975 (Public Law 94-12, approved March 29, 1975).
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organization opens enrollment to members of the community
rather than restricting it to employees of the company, the
organization may qualify for an exemption under this section,
subject to rules and regulations of the Internal Revenue Service.
Public Law 91-86 of October 14, 1969, amended section 302(c)
of the Labor-Management Relations Act of 1947 (Taft-Hartley
Act) to permit employer contributions to joint labor-management
trust funds for the establishment of child care centers for preschool and school-age dependents of employees. The amendment
provides that the establishment of such trust funds is entirely
voluntary—that no employer or labor organization is required to
bargain on the creation of such funds.
The Revenue Act of 1971, mentioned above, also contains tax
provisions relating to child care programs operated by employers.
Section 303 of the act amends the Internal Revenue Code to allow
businesses more rapid writeoff (amortization over a 5-year period)
of capital expenditures for acquiring, constructing, reconstructing
or rehabilitating tangible property specifically for use as child care
facilities. The deduction is permitted for expenditures made after
December 31, 1971, but before January 1, 1977. Congress plans
to evaluate the effectiveness of this provision during this time
period.
Outlook
There is still a great lag between the need and supply of good
child care facilities, whether in a center or in a family home.
Public, voluntary, and other agencies as well as individuals continue to work actively to reduce the gap.
In addition, various legislative proposals have been introduced
in the 94th Congress that would substantially liberalize tax deductions for child dependent care expenses. These proposals would
extend the benefits as follows: (1) Make the deduction available
to couples who work part time and to full-time students with
working spouses; (2) Allow the deduction as an ordinary and
necessary business expense rather than a personal expense, which
is now available only to those with income sufficient to warrant
use of itemized deductions (the deduction would be available on
the same basis as any other business expense deduction, subject
to such rules and regulations as the IRS may provide) ; (3) Make
the deduction available to a person whose spouse has been absent
for more than half of the taxable year; and (4) Make certain other
changes for purposes of simplification, that is, replace monthly
limitations on deductible expenses with an annual limitation,
eliminate the distinction in the present law between in-home and
out-of-home care, and eliminate the adjustment for disability
payments.
Another set of legislative proposals, introduced in both Houses
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with broad bipartisan support, would provide financial assistance
to help States and localities upgrade the quality of and expand
their services for children and families. The similar bills recognize
and specifically provide that child care programs must be totally
voluntary. In addition to such family services as prenatal care,
nutrition assistance, and early medical screening and treatment
to detect and remedy handicapping conditions, the Child and Family Services Act of 1975 would provide for part-day programs like
Head Start, after-school or full-day developmental day care for
children of working mothers, and in-the-home tutoring.

10. Minority Race Women in the Work Force11
The growth in the labor force and the change in the labor force
participation rates of minority race women have been considerably different from that of white women. The labor force participation rate for all women of minority races 12 (48 percent) in
April 1974 was only slightly higher than that for white women
(45 percent). The difference in their rates has narrowed markedly
Table 15.—CIVILIAN LABOR FORCE PARTI CIPATION ILATES OF
WOMEN, BY J\.GE AND COLOR, 194 8 AND 197<1
(Worn*:n 16 years of age and o>ver)
Mint>rity
rac es

Whiite
Age

1974 1

1948 2

Total

44.5

16 and 17 years _
18 and 19 years
20 to 24 years
25 to 34 years
35 to 44 years
45 to 54 years
55 to 64 years
65 years and older

36.7
57.1
62.2
50.4
53.7
54.7
41.3
8.1

-

- _

1

Data are for April 1974.

2

Annual averages.

_

1974

1948

31.3

47.9

45.6

31.7
53.5
45.1
31.3
35.1
33.3
23.3
8.6

19.1
36.3
56.0
60.8
60.8
56.3
45.2
10.5

29.1
41.2
47.1
50.6
53.3
51.1
37.6
17.5

Source: U.S. Department of Lab<>r, Bureau of Labor Staitistics: EmpLoyment and IEarnings,
May 1974. Manpower Report of the Pi-esident, April 1974.

n In this report, the term minority races denotes Negro, American Indian, Japanese,
Chinese, Filipino, Korean, and persons of all other races except white. Negroes constituted 89
percent of persons other than white in the United States in 1970. The term "black" is used
whenever data for Negroes alone are shown separately. In some reports, basic data from the
Bureau of the Census and the Bureau of Labor Statistics provide information for all minority
races combined ("Negroes and other races") and in some reports, for Negroes separately.
12 The 1970 decennial census showed that among minority race women the labor force
participation rate of Negro women was 47.5 percent; American Indian, 35.3 percent; Japanese,
49.4 percent; Chinese, 49.5 percent; and Filipino, 55.3 percent.
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since the end of World War II (see table 15) . In 1948 the participation rate for minority race women (46 percent) was about half
again as high as the rate for white women (31 percent). Participation rates among white women rose in all age groups (except
65 years and over) , but among minority race women, the rates
declined sharply for teenagers and for women 65 and over. Also,
in the primary working ages, the increases were much sharper
for the white women.
In April 1974 participation rates were still higher for minority
race women than for white women 25 years and over, but lower
for minority women at the younger ages. At the younger ages,
fewer minority race women are in school, which would tend to
increase their labor force participation, but this effect is more
than offset by more of the minority race women having children.
Furthermore, a smaller percentage of young minority race women
than of white women had completed high school, thus decreasing
their opportunities for employment.
The marital and family status of women has a decisive bearing
on their labor force behavior and their economic well-being. The
recent changes in their marital and family status, particularly
among black women, are therefore of special significance. The
proportion of black husband-wife families with a working wife
dropped between 1969 and 1973. Also, the percentage of black
families headed by women, who generally have lower incomes,
increased. Additionally, the proportion of black families with two
or more earners dropped and, consequently, in 1974 the trend
observed in the 1960's was reversed; black families in 1974 had
proportionately fewer multiple earners than white families.
In March 1974, about one-third of black families were headed
by women—a rise from one-fourth in 1965. Husband-wife families,
whose incomes usually are considerably higher than those of families headed by women, accounted for 62 percent of all black
families in 1974, compared with 73 percent in 1965 (see table 16).
By comparison, among white families the proportion with a female
head rose slightly during this period from 9 to 10 percent, while
the proportion of husband-wife families edged downward from
89 to 88 percent.
The 1.8 million black female family heads in 1973 accounted
for about 28 percent of all female heads in the country. About 49
percent of the black female heads and 45 percent of white female
heads had a disrupted marriage because of separation or divorce.
Separation was more prevalent among blacks, whereas divorce
was more common among whites. Higher percentages of black
women than of white women who were heads of families were
single, but lower proportions of the black than of the white women
were widowed.
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Table 16.— PERCENT

DISTRIBUTION OF F A M I LIES BY T Y P E AND RAC-E,
1965 AND 1970-74
Percent of all families

Year

All families
(thousands)

Total

Other male
head

Female
head 1

73.1
68.1
65.6
63.8
61.4
61.8

3.2
3.7
3.8
4.4
4.0
4.2

23.7
28.3
30.6
31.8
34.6
34.0

88.6
88.7
88.3
88.2
87.8
87.7

2.4
2.3
2.3
2.3
2.5
2.4

9.0
9.1
9.4
9.4
9.6
9.9

Husbandwife

BLACK

1965 2
1970
1971
1972 3
1973 3
1974 3

100.0
100.0
100.0
100.0
100.0
100.0

4,752
4,774
4,928
5,157
5,265
5,440

WHITE

1965
1970
1971
1972 3
1973 3
1974 3

43,081
46,022
46,535
47,641
48,477
48,919

100.0
100.0
100.0
100.0
100.0
100.0

1 Female heads c>f families include widowed and single women, worn en whose husl:jands are
in the armed servic<es or otherwise away from home involuntarily, as \veil as those iseparated
from their husbands through divorce or marital cliscord.
2 Includes personis of "other races."
3 Based on 1970 ccensus population controls.

Note.—Most of 1:he tables in this chapter stlow data on families for the year 1973 . Figures
on families from th e March 1974 Current Pop ulation Sur^vey, which beicarae availabl e as this
chapter was being p repared, have been included in this tab]ie. A family cinsists of twoi or more
persons living togeth<er and related by blood, man:iage, or adc>ption.
Source: U.S. De partment of Commerce, Bur eau of the (Census: Curresnt Population Reports,
Series P-23, No. 48.

Black female heads of families were more likely than white
female heads to have children to support—two-thirds of the black
female heads compared with half of such white women in 1975.
The proportions for both groups have increased since the 1960's.
Among female heads with children, a larger proportion of blacks
(67 percent) than of whites (57 percent) had two or more children to support.
Nearly half (49 percent) of the black children under 18, compared with about two-fifths (39 percent) of white children, had
mothers in the labor force in March 1973. In families headed by
women, however, 43 percent of the black children, compared
with 59 percent of the white children, had working mothers. This
difference reflects, in part, the fact that relatively more of the
black than white families had preschool-age children, which restricts the possibility of work outside the home. In addition, the
black women had less education and were less able to compete
for jobs. Only one-third of black women who headed families in
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Table

1 7 . — M A R I T A L STATUS OF W O M E N , BY RACE,

1960

AND

1960

1973

Marital status and race

1973

BLACK

8,616
100

6,375
100

30
70

22
78

6,024
100

4,989
100

54
2
15
20
8

61
5
11
18
5

71,226
100

58,087
100

21
79

19
81

Ever married (in thousands)
Percent

56,164
100

47,278
100

Married, husband present
Married, husband temporarily absent
Separated
Widowed
Divorced

77

78
2
2
15
3

Total, 14 years old and over (in thousands)
Percent
Single
Ever married

_
- -

Ever married (in thousands)
Percent

_ -

Married, husband present
Married, husband temporarily absent
Separated
Widowed
Divorced
WHITE

Total, 14 years old and over (in thousands)
Percent
Single
Ever married

_

-

1

_

-

2
15
5

Note.—Categories "separated" and "divorced" refer to marital status at time of enumeration.
Source: U.S. Department of Commerce, Bureau of the Census: Current Population Reports,
P-23, No. 48.

March 1971 had at least a high school education, compared with
slightly more than half of the white women who were family
heads.13 With the increasing need for credentials in the last few
decades, the lack of a high school diploma or other certified training was at least a partial barrier to employment for these women.
Most black and white women have been married at some time;
however, the proportion has been decreasing for black women.
Among ever-married women, about half of blacks were married
13 U.S. Department of Commerce, Bureau of the Census: Current Population Reports, P-20,
No. 233.

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

44

and living with their husbands in 1973. This proportion for black
women represents a substantial decline from the 1960 level.
Corresponding to this decline has been an increase in the percentages separated and divorced. Approximately three-fourths of
the ever-married white women had husbands present in 1973
(see table 17).
Among minority race women, the highest participation rate by
marital status, as shown below for March 1974, is for divorced
women. The same is true for white women. Single women of minority races have a lower participation rate than married women,
although the opposite situation is true for white women.

Total
Married, husband present
No children under 18 years
Children 6 to 17 years only
Children under 6
Married, husband absent
Single
Widowed
Divorced

Minority
races

White

48.2

43.5

52.1
45.6
61.0
52.4
54.2
44.1
28.5
71.8

42.2
42.7
50.3
32.2
55.8
59.7
24.2
73.1

Married minority race women have a much higher rate of labor
force participation than white women, and this is particularly
marked among mothers of very young children. For married
women (husband present) with children under 6 years of age,
the rates in March 1974 were 52 percent for minority race women
versus 32 percent for white women. In such situations, it appears
that more minority race women, because of their financial situations, have to work and contribute to the family income. The
relatively low participation rate among married women with no
children under 18 reflects the high proportion of older women in
this group.
American Indian, Aleut, and Eskimo Women
Population.—According to the 1970 census (latest data available), the American Indian population numbered 763,594, including 16,080 Alaskan Indians.14 By adding to this figure the 34,525
Aleuts and Eskimos of Alaska, the total American Indian popula14 The sources of data used for the information on black and Spanish-origin women in the
work force do not include similar information on American Indian women. The information
here is based on the 1970 census as reported in the following sources: U.S. Department of
Commerce, Bureau of the Census: Subject Report "American Indians," 1970 Census of Population, PC ( 2 ) - I F ; Supplementary Report, "Native Population of Alaska by Race: 1970," PC
(51)-64; and U.S. Department of Health, Education, and Welfare: " A Study of Selected
Socio-Economic Characteristics of Ethnic Minorities Based on the 1970 Census," Vol. I l l :
American Indians, H E W Pub. No. (OS) 75-122.
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tion was 798,119.15 Of this number, 405,107 were women, as
compared with 393,012 men. The median age for American Indian
women was 20.9 years*; for men it was 19.9 years. The median
ages for Aleut and Eskimo women were 18.9 and 16.9 years,
respectively.
Employment Status.—Of the 233,266 American Indian women
16 years of age and over, 82,394, or 35.3 percent, were in the labor
force. Those not in the labor force numbered 150,872.
Within the 40-year period between 1930 and 1970, urbanization
of American Indians increased from 10 to 45 percent. The socioeconomic characteristics of the rural and urban Indian populations vary markedly. For example, the labor force participation
rate of 29 percent for rural Indian women in 1970 (56 percent
for rural Indian men) was far lower than that of any other group
in this country. On the other hand, the labor force participation
rate of 42 percent for urban Indian women (72 percent for Indian
men) was about the same as the national level of 41 percent for
women (77 percent for men). Among Aleut and Eskimo women,
it has been estimated that only 29 percent were in the labor force
in 1970.
Occupations.—Among American Indian, Aleut, and Eskimo
women, there was a heavy concentration of employed women in
service work outside the home in 1970—26 percent for American
Indian women and 34 percent for Aleut and Eskimo women. The
second largest occupation group for these women was clerical work,
with 25 percent of American Indian and 26 percent of Aleut and
Eskimo women so employed. In contrast, among all employed
women in the United States, 35 percent were clerical workers and
17 percent were service workers outside the home. The third largest
group of employed American Indian, Aleut, and Eskimo women
worked as operatives, including transport—19 percent of American
Indian women and 11 percent of Aleut and Eskimo women. Among
all women in the United States, 14 percent were in this occupation
group. Smaller proportions of Indian women were in professional
and technical work—American Indian, 11 percent; Aleut and Eskimo, 9 percent. Only 2.4 percent of American Indian women were
managers and administrators but more than 5 percent of Aleut
and Eskimo women were so employed. This exceeded the percentage
of all U.S. women in this group—3.6 percent.
The following table shows the major occupation groups of
15 U.S. Department of the Interior: "Federal Indian Law," 1966. "The term 'Natives of
Alaska' has been defined to include members of the aboriginal races inhabiting Alaska at the
time of its annexation to the United States, and their descendants of the whole or mixed blood.
Important native groups are comprised of the Eskimos, which are distinct from but related to
the American Indian, the kindred Aleuts, and the Indians." The three groups receive Federal
services the same as all other American Indians. Because of the differentiation in the census
between American Indians and Aleuts and Eskimos, the same terms are used in this section.
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employed American Indian, Aleut, and Eskimo women 16 years of
age and over in 1970.
Occupation

Total employed
Percent
Professional, technical workers
Managers and administrators (except farm)
Sales workers
Clerical workers
Craft and kindred workers
Operatives (including transport)
Laborers (except farm)
Farm workers
Service workers (except private household)
Private household workers

American
Indian

Aleut and
Eskimo

73,766
100.0

2,088
100.0

11.1
2.4
4,0
25.1
2.1
18.7
1.3
2.3
26.3
6.7

8.8
5.2
3.1
26.0
1.0
10.7
1.4
1.7
34.3
8.0

Education.—In 1970, among all American Indian women 16
years of age and over, 35 percent had graduated from high school.
The median school years completed was 10.5. However, in the age
group 25 to 34 years, 45 percent had completed high school; the
median years of school completed was 11.5.
Between 1960 and 1970 the proportion of high school graduates
increased from 13 to 23 percent among all rural American Indian
women 14 years of age and over. Among urban Indians, the
increase went from 28 to 42 percent.
Among Eskimo and Aleut women 25 to 34 years of age, the
median school years completed were 8.0 and 9.4 years, respectively.
Of this age group, 19.7 percent of the Eskimo and 28.1 percent
of the Aleut women were high school graduates. The proportions
in this age group with 8 years of schooling or less were 68.1
percent of Eskimo and 46.3 percent of Aleut women.
Among all American Indians 14 to 17 years of age, 86 percent
of the women and 88 percent of the men were enrolled in school.
But in the age group 18 to 24, 21 and 26 percent, respectively,
were in school. Only 4.4 percent of all American Indians (women
and men) 25 to 34 years were enrolled in school.
Income.—The median income for all American Indian families
was $5,832 in 1969. Twenty-two percent had incomes of $10,000
or more. Fifteen percent of the rural and 31 percent of the urban
families were in this category. At the other end of the spectrum,
1 out of 6 urban families (11.5 percent) and 1 out of 3 rural
families had incomes below $3,000.
Among all Indian women heads of families, 6 percent received incomes of $10,000 or more—4 percent of the rural and 8 percent of
the urban groups. The median income for women family heads was
$3,198.
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The family income of the Aleuts and Eskimos was 1.3 times
that of rural Indians nationally in 1969. The median income for
Eskimo families was $4,808 and for Aleut families, $8,116. The
average poverty threshold for an Alaskan nonfarm family of four
was $3,743 in 1969. Thirty-six percent of the Aleut and Eskimo
families had incomes under $4,000.
Of the 4,087 individual Indians earning $15,000 or more, only
517 were women. With a median income of $1,697, American
Indian women had the lowest income of any group in this country.
Rural women had a 1969 median income of $1,356; urban women,
$2,023.
I I . Women of Spanish Origin in the Work Force 16
A total of 1.3 million women of Spanish origin were in the
civilian labor force in 1973. As a proportion of population, the
labor force percentage was lower for women of Spanish origin
(41 percent) than for all black women (49 percent), or all white
women (44 percent).
Among adult women 20 years of age and over, the labor force
participation rates were 41 percent for the women of Spanish
origin, 52 percent for all black women, and 44 percent for all
white women (see table 18). The high degree of nonparticipation
of Spanish-origin women undoubtedly reflects the traditional role
in the home.17 Of the adult women not in the labor force, 92 percent of the women of Spanish origin reported home responsibilities
as their major activity; this compared with 90 percent for all
white women and 83 percent for all black women.
Teenagers of Spanish origin had a participation rate of 39
percent, much lower than the 50-percent participation rate for
all white teenagers. As it was among adult women, home responsibilities was a more important reason for nonparticipation among
the young women of Spanish origin than among other young
women.
Among women of Spanish origin, Puerto Rican women had the
lowest labor force participation rate—32 percent in March 1973;
Mexican women had a rate of 39 percent, and the highest rate was
46 percent for "other Spanish-origin" women. Included in this
last group are Cubans, a relatively large proportion of whom are
in the primary working ages.
l a Data on persons of Spanish origin are tabulated separately, without regard to race or
color, which means that they are also included in the data for white and black workers. According to the 1970 census, approximately 98 percent of their population is white.
17 See "Employment and Unemployment Among Americans of Spanish Origin," Monthly
Labor Review, April 1974, Bureau of Labor Statistics, U.S. Department of Labor. For a discussion of the labor force participation rates of American women of Spanish origin in terms
of number of children, see "The Economic Situation of Spanish Americans," Monthly Labor
Review, April 1973.
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T a b l e 1 8 . — E M P L O Y M E N T STATUS <3F SPANISH -ORIGIN, ]BLACK, A *
W H I T E W O M E N , A N N UAL AVER^KGE, 1 9 7 3
Employment status

Total

Spanish
origin

Black

White

Women 16 years and over
Civilian noninstitutional population —
Civilian labor force _ _
Percent of population
Employed —
Agriculture
Nonagricultural
- - - _
Unemployed Unemployment rate
_ _
Not in the labor force
- _ —

77,191

3,160

8,129

68,090

34,510

1,291

4,005

30,041

44.7

40.9

49.3

44.1

32,446

1,175

3,562

28,448

619

35

44

566

31,827

1,140

3,518

27,882

2,064

116

443

1,593

6.0

9.0

11.1

5.3

42,681

1,869

4,124

38,049

Women 20 years and over
Civilian noninstitutional population
Civilian labor force
Percent of population
Employed
Agriculture
Nonagricultural
Unemployed
Unemployment rate
_
Not in the labor force

,

_

69,249

2,718

7,050

61,319

30,713

1,118

3,635

26,647

44.4

41.1

51.6

43.5

29,228

1,038

3,325

25,494

550

28

37

506

28,678

1,010

3,288

24,988

1,485

81

310

1,153

4.8

7.2

8.5

4.3

38,536

1,599

3,415

34,672

Women 16 to 19 years
Civilian noninstitutional population
Civilian labor force
Percent of population
Employed
Agriculture
Nonagricultural
Unemployed
_ _
Unemployment rate
Not in the labor force

7,942

442

1,079

6,771

3,797

172

369

3,394

47.8

38.9

34.2

50.1

3,219

137

237

2,954

70

7

8

60

3,149

130

229

2,894

579

36

133

440

15.2

20.7

35.9

13.0

4,145

269

709

3,377

Note.—Since persons of Spanish origin are a lso counted as3 white or black, the th:ree groups
shown will sum to more than the total.
Source: U.S. Department of Labor, Bureau of Labor Sta.tistics. (Un published d ata.)

The importance given by Spanish-origin women to home responsibilities as a reason for nonparticipation in the labor force
is consistent with the large size of Spanish-origin families and
the high proportion of young children in the Spanish-origin population. In March 1974 about 34 percent of Spanish-origin families
contained five or more persons. The corresponding figure for all
U.S. families was 22 percent. Among all Spanish-origin families,
the percentage of families with five or more persons varied by
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country of origin : Mexican, about 40 percent ; Puerto Rican, 29
percent; and other Spanish origin, 24 percent.
About 13 percent of the Spanish-origin population was under
5 years of age, compared with about 8 percent for the country as
a whole. The percentage of the Spanish-origin population under
5 years of age varied by country of origin: Mexican, 14.1 percent;
Puerto Rican, 14.5 percent; Cuban, 5.1 percent; Central or South
American, 10.3 percent; and other Spanish origin, 13.7 percent.
12.

Work Patterns of Women*

Work Experience
In March of each year, the Bureau of the Census, through supplementary questions in its Current Population Survey, obtains
information on work experience for the previous calendar year.
Many persons, particularly women, work only part of the year
and may not be working in the survey week of some or all of the
monthly surveys. In the annual work experience survey, information on these women is reported. The work experience count is thus
considerably larger than a monthly or annual average count beTable 19.—WOMEN WR ITH WORK E X PERIENCE IN 1950, 1960, AlND 1973 1
Numb er (in thou sands)
Work experience

Percent distribution

1973

1960

1950

1973

1960

1950

Total

41,833

30,585

23,350

100.0

100.0

100.0

Year round:
50 to 52 weeks:
Full time 2
Part time 3

17,517
4,461

11,299
3,060

8,592
1,916

41.9
10.7

36.9
10.0

36.8
8.2

5,101
3,169

4,479
2,023

4,171
1,210

12.2
7.6

14.6
6.6

17.9
5.1

5,855
5,731

4,899
4,825

4,377
3,088

14.0
13.7

16.0
15.8

18.7
13.2

Part year:
27 to 49 weeks:
Full time 3
Part time 3
1 to 26 weeks:
Full time 2
Part time3

-

_

1 Work experience is for p
revious year. Inclucles women 14 years c>f age an d over ini March
1951 and 1961 but 16 years and over in March 1974,
2 Usually worked 35 hours or more a week in thie weeks w<
orked.
3 Usually worked less than iJ5 hours a week in t he weeks \vorked.
Source: U.S. Department of Labor, Bureau <of Labor iStatistics: Special ]Labor Fo rce Report No. 171; "Manpower Rei>ort of the Preside]it Includirig a Repoi"t on Ma:npower 1lequirements, Resources, Utilization, a nd Training," Apr!I 1968.

* For information on flexible working hours and 4-day workweeks, see the following articles
in Monthly Labor Review, Bureau of Labor Statistics, U.S. Department of Labor: "How Many
Days Make a Workweek?", April 1975; "New Patterns for Working Time," February 1973;
and " A Look at the 4-Day Workweek," October 1971.
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cause of the inclusion of more part-year intermittent workers,
as well as disproportionately more new labor force entrants,
retirees, and other labor force leavers who have been in the work
force only part of the year.
The work experience count of women who worked some time in
1973 was 41.8 million, 29 percent larger than the annual average
count for that year (32.4 million). The difference between the
two measures for men, most of whom work year round, was considerably smaller, with the work experience figure exceeding the
annual average by only 12 percent.
Approximately two-fifths (42 percent) of the women who
worked at some time in 1973, worked full time (usually 35 hours
or more) for the full year (50 to 52 weeks), compared with over
two-thirds (68 percent) of the men. Eleven percent of the women
worked part time the year round (see table 19). The remaining
47 percent of the women who worked did so for only part of the
year. By comparison, only 28 percent of the men worked part year.
There is a considerable correspondence between the amount of
weeks and of hours worked by women. Half of the women who
worked 26 weeks or less during the year were part-time workers,
compared with about two-fifths of the women who worked 27 to
49 weeks and only one-fifth of the women who worked 50 to 52
weeks.
The number of women with work experience in 1973 was 37
percent greater than in 1960 and 79 percent greater than in 1950.
The number of women working year round full time grew even
more rapidly—by 55 percent since 1960 and more than doubled,
Table 20.—PERCENT

OF W O M E N A N D M E N W I T H W O R K EXPERI[ENCE
I N 1 9 7 3 , BY A G E 1
(Persons 16 years of age and over)

Age

Total
16
18
20
25
35
45
55
65

and 17 years
and 19 years
to 24 years
to 34 years
to 44 years
to 54 years
to 64 years
years and over
18 to 64 years
1

_
_

-

_

_

-

Women

Men

53.6

83.7

47.7
74.1
74.3
61.6
60.9
60.0
50.0
12.5
61.9

61.3
85.3
92.1
97.0
97.0
93.6
85.1
33.2
92.9

Age is as of March 1974.

Source: U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report No. 171.

51
211-953 0 - 76 -5

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

Tab le 21—WORK EXP:ERIENCE

OF W O M E N Nr

1973, BY

iGE1

J

(Women
16 years of a,ge and over)
Work experience

Number (in thousands)
Percent
_

_

Worked at full-time jobs 2
50 to 52 weeks
27 to 49 weeks
1 to 26 weeks

cn
to

_

_

_

—

_

__ _

-

_ _

Worked at part-time jobs 3 _
50 to 52 weeks
27 to 49 weeks
1 to 26 weeks

_ _
-

-

Total

16-19
years

20-24
years

25-34
years

35-44
years

45-54
years

55-64
years

65 years
and over

41,833
100.0

4,907
100.0

6,828
100.0

9,087
100.0

7,074
100.0

7,344
100.0

5,084
100.0

1,509
100.0

68.1

38.2

76.2

75.2

69.1

73.0

72.9

40.3

41.9
12.2
14.0

8.4
7.3
22.4

36.3
17.0
22.8

44.7
14.7
15.7

48.3
11.4
9.4

55.0
10.4
7.6

54.0
10.8
8.2

23.8
7.4
9.0

31.9

61.8

23.8

24.8

30.9

27.0

27.1

59.7

10.7
7.6
13.7

13.2
12.8
35.8

6.5
6.8
10.5

7.0
5.2
12.6

11.6
7.8
11.5

12.8
6.8
7.4

12.2
6.5
8.4

23.2
15.5
21.0

1

Age is as of March 1974.

2

Usually worked 35 hours or more a week in t he weeks worked,

3

Usually worked less than 35 hours a week in the weeks worked,

Note.—Individual items may not add to giveii totals because of rou nding.
Source: U.S. Department of Labor, Bureau c>f Labor Statistics: Si>ecial Labor ]?orce Report No. 171.
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increasing* by 104 percent, since 1950. Since the middle of the
1960's, however, the number of women in year-round full-time
work has grown at about the same pace as the number of other
women workers.
Reasons for part-year work differ considerably between women
and men. Nearly half (47 percent) of all women who worked
less than 50 weeks in 1973 stated that taking care of home responsibilities was the principal reason for not working a full
year. Next in importance were "going to school" (21 percent)
and unemployment (16 percent). Among men, unemployment and
school were of first and equal importance in explaining why they
worked part year. Nearly two-thirds of the men who worked less
than 50 weeks in 1973 gave either unemployment or school as the
primary reason.
The percentage of women who work at some time during the
year varies by age, and women's work pattern by age is quite
different from that of men. The percentage of men who work
some time during the year rises with increasing age and peaks in
the age group 25 to 44 (97 percent in 1973), after which it drops
off with increasing age (see table 20). Among women, the highest
work experience rate occurs earlier—74 percent for those 18 to
24. About 60 percent of the women 25 to 54, 50 percent of those
55 to 64, and 12.5 percent of those 65 years and over worked some
time in 1973. Women workers 45 to 64 are the most likely to work
full time the year round—about 55 percent of those who worked
at some time in 1973 (see table 21). In contrast, very few teenagers work such schedules—only 8 percent for young women 16
to 19 years of age. More than 3 out of 5 of the young women
workers in this age group held part-time jobs, and most of them
worked less than half a year.
In the next age group 20 to 24, the proportion that worked full
time the year round in 1973 jumped to 36 percent, and the proportion continued to rise to a peak of 55 percent for women 45 to
54.
The proportion of the female population that worked during
the year was the highest among single women (67 percent) and
lowest among the widowed, divorced, and separated women (46
percent). More than half (52 percent) of the married women
worked during the year (see table 22).
Although the widowed, divorced, and separated women were
the least likely to have worked during the year, when they did
work they were the most likely to have done so year round full
time—52 percent. This compares with 42 percent for married
women and 33 percent for single women. The high incidence of
year-round full-time work among widowed, divorced, and separated women is consistent with the above information by age.
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T a b l e 2 2 . — W O R K EXPERIENCE OF W O M E N IN 1 9 7 3 , BY MARITAL STATUS
(Women 16 years of age and over)

Work experience

Percent with work
experience

_

Total

Single

53.6

67.4

Married
(husband
present)

Widowed.
divorced, or
separated

51.9

46.1

Percent Distribution
Total
Worked at full-time jobs 1
50 to 52 weeks
27 to 49 weeks
1 to 26 weeks
Worked at part-time jobs 2

100.0

100.0

100.0

100.0

41.9
12.2
14.0
31.9

33.1
9.1
17.0
40.8

42.2
13.1
13.7
31.1

52.1
13.4
11.1
23.4

1

Usually worked 35 hours or more a week in the weeks worked.

2

Usually worked less than 35 hours a week in the weeks worked.

Source: U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report No. 171.

Specifically, when older women did work, they were the most
likely to work year round full time. Single women, many of whom
attend school and adjust their work accordingly, have the highest
proportions in part-year and/or part-time work.
Part-Year and Part-Time Jobs
The nature of some jobs is such that they require a continuity
of performance, with relatively little seasonal fluctuation. Consequently, women in these occupations are usually year-round fulltime workers. Thus, 64 percent of the women who worked as
managers or administrators in 1973 worked year round full time,
as did 56 percent of the professional and technical workers, 51 percent of the craft workers, and 4&_percent of the clerical workers.
Other jobs provide opportunities for part-time work, with peak
periods at certain seasons of the year, certain days of the week,
or even certain hours of the day. This pattern is typical for private
household workers, retail sales workers, operatives of transport
equipment (such as bus and taxicab drivers), and farm workers.
In 1973 roughly three-fifths of the women workers in sales, transport operation, and farm labor were in part-time jobs, as were
two-thirds of the private household workers.
Information on hours and weeks worked for detailed and major
occupation groups is available from the 1970 census. Three-fourths
of the women workers were employed less than 50 weeks a year.
They included elementary and secondary school teachers; opera-
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tives in the canning and preserving of fruits, vegetables, and
seafood; and food counter and fountain workers. Among waitresses, 4 out of 5 worked less than a full year. Most schools
operate on a 9-month schedule, and canneries have peak employment periods during harvesting season. Work in eating and drinking places, as well as in hotels and motels, may be seasonal.
Part-time work (less than 35 hours a week) is particularly
common in occupations in the fields of education and service.
These include attendants and assistants in libraries, building
interior cleaners, and babysitters. Library work is often at a peak
after school hours or in the evening, and part-time workers are
needed also to replace full-time librarians. Much of the work done
by building interior cleaners does not require a full 8-hour day.
Further, there is an overlapping of part-time and part-year
work. More specifically, women who work part time are typically
those most likely to work only part of the year. The list below
illustrates this relationship for a number of occupations, showing
the average (mean) hours for women employed at the time of
the 1970 census and the average (median) weeks worked in 1969,
the year of reference for persons interviewed in 1970. For example, adult education teachers and recreation workers averaged
30 hours a week and worked 44 weeks out of the year. Waitresses
were employed an average of 30 hours a week and worked 42
weeks. Other workers with both few hours and weeks worked include librarians and library attendants and assistants, canning
goods operatives, bus drivers (mostly women who drive school
buses), food and counter workers, crossing guards, babysitters
and private household cleaners and servants.

All women
Librarians
Recreation workers
Teachers, adult education
Demonstrators
Library attendants and assistants
Operatives (canning- and preserving fruits,
vegetables, and seafoods)
Bus drivers
Food counter and fountain workers
Waitresses
Attendants, recreational
Grossing guards and bridge tenders
Child care workers (private household)
Private household cleaners and servants
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Mean hours
employed
per week in
April 1970

Median
weeks
worked
in 1969

34.8

50 plus

32.8
29.6
30.4
19.0
25.2

47.5
44.5
44.1
33.6
45.6

33.5
22.0
25.4
29.9
24.1
18.1
27.4
27.7

34.4
35.8
36.4
41.9
29.3
36.8
26.8
47.6

The preceding table points to the special attraction of the educational, recreational, and service-related industries for women
seeking part-year and/or part-time jobs.
Full-Time and Part-Time Work Status of Women in Nonagricultural Industries
In addition to measuring work activity over a year, the Bureau
of Labor Statistics also publishes data which are collected each
month and refer to activity in a specific week of that month. These
cover persons at work 1 or more hours in the reference week in
nonagricultural industries, separating those on voluntary part
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Table 23.—WOMEN AT WORK IN N<ON AGRICULTURAL INDUSTRIES, BY
FULL- AND ]PART-TIME 1 1 STATUS AND SELECTED
3, APRIL 1 9 7 4
CHa
lRACTERISTICJ
>f age and over)
(Wo
•men 16 years c

Percent distribution of women at work

Full-time

Voluntary
part time

Part time
for
economic
reasons2

71.7

24.5

3.8

100.0

12.9

84.0

3.1

100.0

56.4

37.2

6.5

4,873

100.0

77.7

17.7

4.6

12,004

75.8

9,583
860

100.0
100.0
100.0

44.6

21.0
20.6
53.6

3.2
3.8
1.9

.

17,554

100.0

72.2

24.4

3.5

Single (never married) __.
Other 3

6,938

100.0
100.0

64.8

31.4

3.8

78.6

16.7

4.6

Number of
women (in
thousands)

Total

30,213

100.0

.

1,102

.

1,790

Total
Age:
16
18
20
25
45
65

and 17 years
and 19 years
to 24 years
to 44 years
to 64 years
years and over

Marital status:
Married
(husband present)

5,721

75.6

1 Working 35 hours or more a week and/Or v/orking 1 t(> 34 hours f(>r noneconoinic reasons
and usually working full time.
2 Includes slack work, materijil shortages, r<spairs to e<quipment, s-1tart or ternaination of
work during the week, and inability to find full-tim e work.
3

Widowed, divorced, or separated.

Source: U.S. Department of L abor, Bureau o:f Labor Statistics: Erap>loyment anci Earnings,
May 1974.

time from those on part time for economic reasons. The latter
group includes slack work, material shortages, repairs to plant
or equipment, start or termination of a job during the week,
and inability to find full-time work.
Among the 30.2 million women at work in nonagricultural
industries in April 1974, 21.7 million were on full-time schedules,
7.4 million worked part time (less than 35 hours a week) for
voluntary reasons, and 1.1 million worked part time for economic
reasons. Of all employed women, 3.8 percent were on part-time
schedules for economic reasons, as compared with 2.1 percent
of men (see chart F ) . The proportion of women on voluntary parttime work (24.5 percent) was more than 3 times as great as the
proportion of men (7.8 percent). The work done by young women
in their teens, particularly those under 18, which usually must fit
around their school schedules, is much more likely to be voluntary
part time (84 percent for those 16 and 17 years and 37 percent
for those 18 and 19) than is the work of other women (21 percent
for women 20 years of age and over) (see table 23). Only among
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Table

24.—UNEMPLOYED PERSONS LOOKING FOR FULL- OR PART-TIME WORK,
BY AGE, APRIL 1 9 7 4
(Persons 16 years of age and over)
Looking for fulltime work

Age

Total
Men
Women

Number (in
thousands)

Percent

58.6
41.4

891

100.0

20.7

404
487

45.3
54.7

16.8
25.6

Number (in
thousands)

UNEMPLOYED PERSONS
3,410
100.0

1,997
1,413

Percent

Looking for
part-time
work as a
percent of
unemployed
in each
group

Looking for parttime work

UNEMPLOYED WOMEN BY AGE

Total
16
20
25
55

to 19 years
to 24 years
to 54 years
years and over

1,413

100.0

487

100.0

25.6

243
371
689
110

17.2
26.3
48.8
7.8

205
55
179
48

42.1
11.3
36.8
9.9

45.8
12.9
20.6
30.4

Source. U.S. Department of Labor, Bureau of Labor Statistics: Employment and Earnings,
May 1974.

the relatively few women 65 years of age and over did the proportion of those on voluntary part-time work (54 percent) even
approximate the high part-time rate for teenagers. Consistent with
the age data, single women workers were much more likely to be
on voluntary part time (31 percent) than were the married
women with husbands present (24 percent) or the group of
women including the widowed, divorced, and separated (17
percent).
Part-time and part-year patterns in employment explain a great
deal of the differences in weekly earnings and annual income (see
discussion in chapter 3).
Interest in Obtaining Full-Time or Part-Time Employment
Although most part-time women workers do not want full-time
jobs, a significant number do (1.1 million in April 1974), and
they are on part time for economic reasons, typically beyond their
control. As a proportion of those at work, the highest percentages
on part time for economic reasons were among 18- and 19-yearold women (7 percent) and among minority race women (7 percent). These figures are consistent with the relatively large
proportions of such women who are unemployed and looking for
full-time jobs. The principal conceptual difference here is that the
unemployed had not worked at all during the week: 1 8 both groups
wanted full-time work.
18
There is an exception in the case of a relatively few unpaid family workers in an enterprise operated by a member of the family who had to work a minimum of 15 hours to be
counted as employed.
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A total of 1.4 million women, or three-fourths of all unemployed
women, were looking for full-time employment in April 1974, compared with 2.0 million men, or 88 percent of all jobless men (see
table 24). From another point of view, women jobseekers accounted for 41 percent of the unemployed looking for full-time jobs
but 55 percent of those looking for part-time employment. Among
unemployed teenagers, however, the young men were as likely to
be looking for part-time jobs as were the jobless young women.
Compared with 26 percent of jobless women (16 years and
over) who were looking for part-time work, 46 percent of young
women 16 to 19 wanted part-time jobs. The next highest proportion
of unemployed women wanting part-time jobs was among those
who were mature and older—30 percent for women 55 years of
age and over. At the other extreme, only 13 percent of the jobless
women 20 to 24 years of age were looking for part-time work,
indicating a dramatic switch following high school, as young
women, particularly those who have not yet had children, turn
from seeking part-time to seeking full-time employment.
A Longitudinal Look at Women
In addition to examining women's labor force activity by hours
worked during the week and weeks worked during the year, it is
possible to measure their work activity over a long period, even
a lifetime. One of the ways of doing this is to ask individuals
to think back into their past and report their recollections. Another way is to interview persons at different periods, asking about
their recent activity. When the resulting information on a particular subject is compared, as between one period and another,
whether or not the information is collected at one or several points
in time, the result is a longitudinal analysis.
The National Longitudinal Survey (NLS), a landmark study
supported by the Department of Labor and carried out by Ohio
State University and the Bureau of the Census, is based on annual
interviews and questionnaires. This survey has made it possible
to obtain much more detailed data on the worklife histories of
individual women (and men) than had ever been before. Results
currently available from interviews of young women (14 to 24
when first interviewed in 1968) and of mature women (30 to 44
in 1967) show many of the patterns of women's worklife discussed
above, having to do with the importance, for example, of school,
marriage, and preschool-age and older children.19
The life cycle pattern of work of married women, as revealed
in the NLS data, displays several distinct stages. Between school
and first marriage, there is an initial period of fairly continuous
19 See "Years for Decision," Manpower Research Monograph No. 24, Volumes 1, 2, and 3,
for young women, and "Dual Careers," Manpower Research Monograph No. 21, Volumes 1 and
2, for mature women, Manpower Administration, U.S. Department of Labor.
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work lasting 3 to 4 years. Following the birth of the first child,
there is often a period of nonparticipation which may last between
5 and 10 years. A period of intermittent participation begins as
the youngest child reaches school age, after which there is a
permanent return to the labor force for some women, though for
others participation remains intermittent. However, the NLS data
show that the period of time out of the labor force following the
birth of the first child has been reduced when women 30 to 34
years are compared with women 40 to 44 years. Thus, it seems
likely that the younger cohort of women (whose participation
rates have been increasing so rapidly) will indeed have accumulated more years of work when they reach the age of the older
cohort.
Labor Turnover and Absenteeism
The worklife pattern of women—with many working for a few
years after school, leaving the labor force for marriage, and
particularly childbearing, and returning to the labor force after
their children are grown or reach school age—would tend to increase their labor force turnover. Some studies have indicated
that turnover rates for women are higher than those for men.
However, it can be argued that comparison of the overall difference in women's and men's rates of labor force turnover fails to
take account of the influence of skill level of the job, the age of
the worker, the worker's record of job stability and length of
service with an employer, and the level of pay for the job or occupation. Comparisons of the absenteeism and labor turnover rates
of women and men need to be related to those of women and men
in comparable jobs and circumstances if they are to be meaningful.
One of the principal measures referred to in the usual comparison of work stability between women and men is their quit rate
in manufacturing. In 1968, the last year that such information
was collected by sex by the Bureau of Labor Statistics, the rate
for women was only 2.6 percent, compared with 2.2 percent for
men. Comparison with the quit rates in an earlier study 20 indicates that the gap between the rates for women and men had
narrowed. According to a more recent study of the Bureau of
Labor Statistics,
female employment as a factor explaining interindustry variations (in quit rates), has undergone a drastic shift. In the early
years of the last decade, women tended to affect directly industry
quit rates but in the latter years, their influence became more
stable and tended to reduce voluntary mobility.21
20 U.S. Department of Labor, Bureau of Labor Statistics, "Labor Turnover of Women
Factory Workers, 1950-55," Monthly Labor Review, August 1955.
21 U.S. Department of Labor, Bureau of Labor Statistics: "The Manufacturing Quit Rate:
Trends, Cycles and Interindustry Variations," BLS Staff Paper No. 7, 1973.
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This study also states that:
. . in the manufacturing sector, women tended to have higher
quit rates than men, partially because industries with a high
proportion of women employed are also among the lower-paying
ones. Hence, part of the reason for differences in quit propensities between sexes is the concentration of women in lower-paying
jobs.

One of the principal measures of worker turnover is job tenure;
that is, the length of time an employed person has been with his
or her current employer. According to information available for
persons employed in January 1973, 33 percent of the men had
been on their jobs less than 2 years, and 43 percent of the women
had such tenure. At the other extreme, 30 percent of the men,
but only 18 percent of the women, had 10 or more years of service. Overall, employed women averaged 2.8 years of continuous
service with the same employer, compared with 4.6 years for men.
The length of job tenure is closely related to the age as well as
the sex of workers. The length of time on the job varies directly
with the age of the worker, but is less for women than for men
at all ages over 24 (see table 25). Also, excluding the very oldest
workers, the difference in tenure between women and men tends
to widen as workers age. Women workers under age 25 had the
same tenure as men, since in these ages the pattern of activity that
affects job attachment does not seem to differ much by sex. Many
of the young women and men are still in school and hold temporary and/or part-time jobs, while others may be working on
their first regular job. Among workers 25 to 34 years old, women
T a b l e 2 5 . — M E D I A N Y E A R S ON CURRENT JOB, BY S E X , A G E , A N D R A C E ,
JANUARY

1973

A g e and race

Women

Total, 16 years and over

Men

2.8

4.6

0.6
1.2
2.2
3.6
5.9
8.8
10.9

0.6
1.2
3.2
6.7
11.5
14.5
13.9

White

2.8

4.7

Minority races

3.3

4.0

16
20
25
35
45
55
65

to 19
to 24
to 34
to 44
to 54
to 64
years

years
years
years
years
years
years
and over

Source: U.S. Department of Labor, Bureau of Labor Statistics:
port No. 172.
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Special Labor Force Re-

averaged 1 year less than men—2.2 and 3.2 years, respectively.
In the age group 55 to 64, women averaged 5.7 years less than
men—8.8 and 14.5 years.
The number of years on the job varied considerably for women
according to marital status—a direct reflection of differences in
age distribution. Single women, 68 percent of whom were under
age 25, had an average (median) tenure of 1.3 years. Married
women (15 percent under age 25) averaged 3.3 years on the job,
while formerly married women (7 percent under 25) averaged
4.2 years. However, single women who were 25 years of age and
over had been on their current job about the same length of time
as men in the same age group, reflecting the single woman's selfsupporting status and freedom from responsibilities to husband
and children. Minority race women who were employed in January
1973 averaged 3.3 years in their current job, compared with 2.8
percent for white women.22 The longer tenure of minority race
women than of white women can be explained in large part by
the fact that they are likely to be in the work force more steadily
than white women because of economic necessity.
Women who were sales and service workers had the least average tenure of all occupation groups (2.0 years) . Clerical workers
averaged 2.7 years. The longest tenure among women was for
farmers and farm managers (12.6 years) and farm laborers and
supervisors (7.5 years)—many of whom are self-employed or
unpaid family workers. It is noteworthy that occupations with the
shortest tenure tend to be those where large proportions of women
are employed. Furthermore, men in these occupations also tend
to have less tenure than men in other occupations. Thus, some
of the difference in job tenure between women and men may be
due to their different occupational distribution.
Among women wage and salary workers, tenure was relatively
short in the industries of wholesale and retail trade (1.8 years)
and service and finance (2.7 years), and longer in manufacturing
(3.8 years) and transportation and public utilities (3.7) years.
Still another measure of stability and change among workers is
the measure of occupational mobility. In the January 1973 survey
on this subject, occupations of identical persons employed in both
January 1973 and a year earlier, were compared with each other.
In this study, limited to persons 18 years old and over and not in
school, it was found that about 8 percent of the women and 9
percent of the men employed at both dates were in a different
22 For wage and salary workers, a job is defined as continuous employment with a single
employer, even though the person may have worked at several different occupations for that
employer. For persons who regularly work for a number of employers, such as private household workers, of whom a disproportionately large number are of minority races, a job is defined as continuous employment at the particular type of work, rather than work done for a
particular employer.
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JANUARY 1 9 7 3 OF EMPLOYED I'ERSONS , BY AGE,, SEX, AN[D RACE, JANUARY »r

1973

Table 26.—OCCUPATIONAL MC)BILITY RATES 1 BETWEE N

Total, 18 years old and
over, not in school __
18
20
25
35
45
55
65

and 19 years
to 24 years
to 34 years
to 44 years
to 54 years
to 64 years
years and over

Men

Women

Min ority
ra ces

White

To tal
Age

J A N U ARY

Women

Men

Women

Men

8.2

9.0

8.5

8.9

6.2

9.5

36.2
18.7
9.9
6.3
3.3
2.4
2.5

37.3
24.9
12.4
6.2
3.5
2.6
1.7

36.2
19.4
10.3
6.6
3.4
2.2
2.8

38.3
24.9
12.4
6.2
3.6
2.6
1.7

12.4
8.0
4.1
2.8
4.0

(2)

27.9
25.6
12.3
6.4
3.2
2.8
1.5

1 Percent of persons employed in both Jan uary 1972 and Janusa.ry 1973 wrho had a <
different
occupation in January 1973.
2

Rate not shown where base is less than 75,,000.

Source: U.S. Department of Lai>or, Burejiu of Lab<)r Statistsis: Occup*itional Mo
bility of
Employed Workers, January 1973, Suinmary Sp>ecial Labo r Force R<sport.

occupation in 1973 than in 1972 (see table 26). Statistically, the
rates for white women (8.5 percent) and men (8.9 percent) were
not considered significantly different. Minority race women had a
rate noticeably lower (6.2 percent) than that of minority race
men, whose rate (9.5 percent) was similar to that of white women
and men.
Among both women and men, occupational mobility rates declined with age. Only among persons 20 to 34 years of age were
the rates for men noticeably above those for women. The rates for
young people are understandably higher as a result of the considerable amount of experimentation desired prior to finalizing
career decisions. Furthermore, lack of experience and seniority
makes them vulnerable to involuntary separations.
In occupations in which there were large numbers of both
women and men employed, the mobility rates were higher for
men than for women. The rates were higher among nontransport
operatives (13.4 percent and 9.7 percent) and sales workers (11.4
and 9.1 percent), but were about the same for professional and
technical workers (5.4 percent for men and 5.6 percent for women)
and for clerical workers (9.3 percent for both sexes).
The relatively low rate of mobility among professional women,
as among such men, reflects the considerable amount of specialization that goes into career preparation in the professional fields.
Furthermore, the low occupational mobility for professionals is
consistent with the findings by educational level—with the least
change at the very top and very bottom of the educational ladder.
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Women who are highly educated tend to remain in occupations
for which they are trained. At the other extreme, a large proportion of those with little formal education are older women, who
presumably would be reluctant to change to a new kind of work.
Multiple Jobholders
About 870,000 women were employed at two or more jobs in
May 1973, according to the national survey on multiple jobholders.23 These "dual" jobholders represented 2.7 percent of all employed women, compared with a rate of 6.6 percent for men. Both
of these proportions have remained relatively stable since such
information was first collected 15 years earlier.
The rate of dual jobholding for women varied little by age
but was lower for married women (2.3 percent) than for single
women (2.9 percent) or for the group of women who were
widowed, divorced, or separated (3.6 percent). Married women
(husband present), whose family responsibilities generally preclude their taking more than one job, accounted for 52 percent of
the women "moonlighters," compared with 83 percent for married
men (wife present) among male "moonlighters."
There is a sharp difference in the proportion of men and women
multiple jobholders who combine a full-time with a part-time
job. Most male multiple jobholders held a full-time job while
working at a second job, but about as many women moonlighters
had two part-time jobs as had a full-time and a part-time job.
Three-fourths of the male multiple jobholders worked full time
on their primary jobs and part time on their secondary jobs, 18
percent had two part-time jobs, and 7 percent had two full-time
jobs. About half of the female moonlighters had two part-time
jobs, 45 percent combined a full-time with a part-time job, and 4
percent worked at two full-time jobs. Men worked an average
of 14 hours at their extra jobs during the survey week, while
women worked 11 hours. About 40 percent of the women were employed in service industries (excluding finance) on their secondary
job, and 27 percent in trade—almost twice the proportions of men.
13. Unemployed Women
Concern about unemployment among women has heightened in
recent years. This concern is a reflection of the marked increase
in the size of the female labor force coupled with a worsening in
the unemployment rate of women as compared with that of men
(see table 27 and chart G). In 1947 women accounted for 28

23 U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report No.
166. (Also note in the report the definition of multiple jobholders, particularly the reference
to the exclusion of private household workers because of the inherent nature of such work.)
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Table

2 7 . — U N E M P L O Y M E N T KATES OF 1WOMEN AND M ISN,

1947-74

(Persons 16 years of age and over)
Annual a verages
Year

1974 (April, seasonally adjusted)
1973 1
1972 1
1971
1970
1969
1968
1967
1966
1965
1964
1963
1962 1
1961
1960 1
1959
1958
1957
1956
1955
1954
1953 1
1952
1951
1950
1949
1948
1947

Women

Men

5.9
6.0
6.6
6.9
5.9
4.7
4.8
5.2
4.8
5.5
6.2
6.5
6.2
7.2
5.9
5.9
6.8
4.7
4.8
4.9
6.0
3.3
3.6
4.4
5.7
6.0
4.1
3.7

4.5
4.1
4.9
5.3
4.4
2.8
2.9
3.1
3.2
4.0
4.6
5.2
5.2
6.4
5.4
5.3
6.8
4.1
3.8
4.2
5.3
2.8
2.8
2.8
5.1
5.9
3.6
4.0

1
Not strictly comparable with prior years due to the introduction of population adjustments in these years.

Source: U.S. Department of Labor, Bureau of Labor Statistics: Eniployment and Earnings, May 1974; and Manpower Report of the President, April 1974.

percent of the civilian labor force and 27 percent of the unemployed ; in 1973 they accounted for 39 percent of the civilian labor
force and 48 percent of the unemployed.

Women in civilian labor force (in thousands)
Percent of total labor force
Women unemployed (in thousands)
Percent of total unemployed
Unemployment rate of women
Unemployment rate of men
Source: Manpower Report of the President, April 1974.
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Annual
average
1947

Annual
average
1973

16,664
28
619
27
3.7
4.0

34,510
39
2,064
48
6.0
4.1

In 1947 the unemployment rate for women (3.7) was less than
that for men (4.0), but in 1973 the rate for women was much
higher than that for men—6.0 compared with 4.1 percent. In 1974
the comparative unemployment rates for women and men were
6.7 percent and 4.8 percent, respectively. In 1974 women accounted for 39 percent of the civilian labor force and 47 percent
of all the unemployed.
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T a b l e 28.—PERCENT DISTRIBUTION OF THE UNEMPLOYED AND UNEMPLOYMENT
RATES, BY SEX AND REASON FOR UNEMPLOYMENT, APRIL 1 9 7 4
(Persons 20 years of age and over)
Reasons for unemployment

Women

Men

1,452

1,820

100.0

100.0

43.1

66.9

18.9

14.3

33.7

16.7

4.3

2.1

4.6

3.6

2.0

2.4

.9

.5

1.5

.6

.2

.1

PERCENT DISTRIBUTION

Total unemployed:
Number (in thousands)
Percent
Lost last job
Left last job
Reentered labor force
Never worked before
UNEMPLOYMENT RATE

Total unemployment rate
Job loser rate
Job leaver rate
Reentrant rate
New entrant rate

Source: U.S. Department of Labor, Bureau of Labor Statistics: Employment and Earnings, May 1974.

Among women, as among men, there is a pronounced association between education and skill on the one hand and unemployment on the other, with unemployment decreasing with higher
education and skills. Yet, even among persons at the same age
and educational level, the unemployment rate for women tends
to be higher than the rate for men.
One major factor contributing to the higher unemployment rate
of women than men is the greater inter-labor force mobility of
women, that is, movement into and out of the labor force. This
type of mobility is much more likely to be accompanied by unemployment than is intra-labor force mobility (movement within the
labor force), which is more common among men than women. In
the latter case, a considerable amount of shopping for a new job
can be done while one is still employed. Furthermore, an employed
person looking for another job is not classified as unemployed.
However, if a person is not already employed while looking for a
job, a situation much more common to women than men, that
person will automatically be counted as unemployed.
The effect of movement into the labor force on the rates of
unemployment of adult women and men (20 and over) is shown
in table 28, wherein the unemployment rates are subdivided by
the reasons for unemployment. Entry and reentry into the labor
67
211-953 0 - 76 - 6
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force accounted for 1.7 percentage points of the 4.6 percent unemployment rate for adult women, but for only 0.7 of the 8.6
percent rate for adult men. Were it not for the inclusion of unemployment caused by entry and reentry, the rates for these women
and men would have been the same—2.9 percent.
Another difference between adult women and men with respect
to their unemployment is a higher proportion of unemployment
among women as a result of leaving their jobs but a lower proportion as a result of losing their jobs (the latter comparison has held
since 1970). Still another difference in the unemployment of
women compared with men is found in the higher proportion of
women than men seeking part-time work. Yet, 3 out of 4 jobless
women do want full-time work.
Unemployment among teenagers of both sexes is considerably
higher than among adults. In April of 1974, when unemployment
for all women averaged 5.4 percent, the rate was 14.0 percent
for young women 16 and 17 and 11.7 percent for those 18 and 19
years of age (see table 29). Rates then declined quite regularly
with age through the 55- to 64-year-old group (2.9 percent),
finally edging upward for older women 65 and over.
The duration of unemployment by age runs quite the opposite
to the rate of unemployment, with duration generally increasing
with age:
Average

(mean)

duration

(April

197U)
Weeks

All women
16 to 19 years
20 to 24 years
25 to 34 years
35 to 44 years
45 to 54 years
55 to 64 years
_
65 years and over

_

9.8
7.3
11.0
8.6
9.4
12.9
13.5
13.7

The high rate of unemployment among young women is closely
tied to the considerable amount of change in their situations in
their early years. The changes may include school attendance or
leaving school, marital and family status, starting work careers,
switching from part-time to full-time jobs, and moving to new
geographic areas (often because of a change in school residence
or change in residence associated with marriage or a husband's
job change).
Initially, much of the employment difficulty teenage women have
is associated with finding part-time work. Close to half (46 percent) of all unemployed females 16 to 19 years of age in April
1974 were looking for part-time jobs. At a later age they en-
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T a b l e 2 9 . — U N E M P L O Y M E N T RATES OF WOMEN AND M E N , BY AGE, APRIL 1 9 7 4
April 1974
Women

Age

Men

Total

5.4

4.4

16 to 19 years
16 and 17 years
18 and 19 years
20 to 24 years
25 to 34 years
35 to 44 years
45 to 54 years
55 to 64 years
65 years and over

12.6
14.0
11.7
7.5
5.1
4.2
3.1
2.9
3.3

13.2
16.2
10.9
7.8
4.1
2.4
2.5
2.4
2.9

Source: U.S. Department of Labor, Bureau of Labor Statistics: Employment and Earnings, May 1974.

Table 30.—PERCENT DISTRIBUTIC •N OF UNEJMPLOYEI ) WOME>R, BY AGE: AND
REASON FOR UNEMPLOYM [ENT, 197SI ( A N N U AL AVER AGES)

Age

Number
(in thousands)

Percent

Job
losers

Job
leavers

Reentrants

New
entrants

Total

2,205

100.0

32.4

14.4

36.6

16.7

595

100.0

13.2

8.3

29.0

48.5

16 to 17 years
18 to 19 years
20 years and over

274
321
1,610

100.0

7.0
18.4
39.4

4.9
13.1
16.2

23.9
33.4
39.4

64.2

100.0
100.0

20 to 24 years
25 to 34 years
35 to 44 years
45 to 54 years
55 to 64 years
65 years and over

497
405
293
237
140
38

100.0

27.8

20.4

35.2
43.7
51.8
59.4
52.0

17.2
14.6
12.0
10.4
11.9

42.2
44.2
39.2

9.6

100.0
100.0
100.0
100.0
100.0

16 to 19 years

33.5
27.5
34.6

35.1
4.9

3.4
2.5
2.7
2.8
1.5

Note.—The sum of items may not add t<3 the totals 1because of rounding,
Source: U.S. Departmerit of Labor, B ureau of Liibor Statis.tics: Spec ial Labor Force Report No. 157.

counter the difficulties inherent in getting a regular full-time
job. Starting jobs are often unpleasant and/or low paying. Furthermore, most young workers have to experiment with various
jobs before deciding on a suitable kind of work. A Department
of Labor report on reasons for unemployment shows the considerable impact of entrance and reentrance on the unemployment
rate of young women, particularly teenagers24 (see table 30) k
24

157.

U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report No.
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Table 31.—UNEM]PLOYMENT

RA TES OF VYOMEN, I5Y AGE A ND RACE
SELECTED YE^IRS, 1960 TO 1973
(Women 16 yea rs of age £ind over)
19'70

1973
Age

White

Minority
races

IS>60

White

Minority
races

White

Minority
races

Total

5.3

10.5

5.4

9.3

5.3

9.4

16 and 17 years
18 and 19 years
20 to 24 years
25 to 34 years
35 to 44 years
45 to 54 years
55 to 64 years
65 years and over

15.7
10.9
7.0
5.1
3.7
3.1
2.8
2.8

36.5
33.3
17.6
9.7
5.3
3.7
3.2
3.9

15.3
11.9
6.9
5.3
4.3
3.4
2.6
3.3

36.9
32.9
15.0
7.9
4.8
4.0
3.2
1.9

14.5
11.5
7.2
5.7
4.2
4.0
3.3
2.8

25.7
24.5
15.3
9.1
8.6
5.7
4.3
4.1

Source: Manpower Report of the President April 19*!u.

Nearly half (48.5 percent) of all jobless young women 16 to 19
years old in 1972 (annual average) were new entrants to the
labor force—three times the proportion of all jobless women. The
next largest proportion of unemployed teenage women were reentrants to the labor force—29 percent compared with 37 percent for all women. A relatively small proportion of the jobless
teenagers were job losers—13 percent compared with 32 percent
for all women. Eight percent of teenage women and 14 percent
of all jobless women were job leavers. Among unemployed women
20 to 24 years of age, 42 percent were reentrants.
Married women (husband present) have a lower unemployment rate (4.2 percent in April 1974) than either women in the
group including widowed, divorced, and separated (5.8 percent)
or the single women (8.2 percent). The high rate of unemployment for single women mirrors the high rate for very young
women. Yet, even among women 20 to 64 years of age, the highest
rate for single women persisted—6.0 percent compared with 5.6
percent for the widowed, divorced, and separated and 4.0 percent for married women (husband present).
Nearly a quarter of a million unemployed women in March
1974 were family heads. Their rate of unemployment was 6.4
percent compared with 2.7 percent for men family heads in
husband-wife families and 4.5 percent for men heads in other
families. The absence of a husband in families headed by a
woman often means that her unemployment causes severe hardship in the family. In only 18 percent of the families headed by
unemployed women were there any employed family members
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(see table 7) ; the comparable proportion in husband-wife families was 48.5 percent, usually representing a working wife.
In addition to women who are unemployed, there are other
women who (a) are not looking for work because they think
they cannot find a job, or (b) are working only part time though
they would prefer full-time employment. An inspection of the
reasons why women are not in the labor force shows that only
1.1 percent of the women outside the labor force in 1973 re-
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ported that they did not participate because they thought they
could not get a job. However, 4.4 percent of the women who
identified themselves as having left the labor market during
that year (others had been out for years) reported that they left
because of slack work. This proportion seems to vary with economic conditions. In 1969, a year of very low unemployment, the
proportion reporting "slack work" was 3.4 percent, while in
1971, a year of economic slowdown, the proportion was 5.4 percent.
During periods of economic slowdown, women are vulnerable
to layoff because at any given age they have fewer years of experience than men and have less seniority. At the same time,
women tend to be employed in industries which are less prone
to cyclical fluctuation.
The average unemployment rate of minority race women in
1973 was twice as high as the rate for white women—10.5 percent compared with 5.3 percent (see table 31). For the past
quarter century, the rate for minority race women has been between 75 and 100 percent higher than the rate for white women.
Rates of unemployment among minority race women, as among
white women, decline with increasing age. At all ages, however,
minority race women have much higher rates than white women,
but the difference is greatest among young women under 25
years of age, and particularly among teenagers (see chart H).
Between 1960 and 1973 the unemployment rate rose from 24.5
percent to 33.3 percent for women of minority races who were
18 and 19 years of age, and from 25.7 to 36.5 percent for those
who were 16 and 17 years of age. The increasing unemployment
among these teenagers has represented one of the most difficult
situations arising in recent years and, accordingly, these young
women have been the focus of considerable manpower program
effort.
While, overall, the rate of unemployment for minority race
women was about twice that of white women in 1973, the difference was even greater in certain occupation groups. Among
sales workers, the rate was 13.4 percent for minority race
women, compared with 4.8 percent for white women. Among
private household workers, the rates were 6.8 and 2.9 percent;
and among clerical workers, 9.0 and 4.1 percent.
14. How Women Find Jobs
In January 1973, in the first national survey of its kind, information was obtained on jobfinding methods. The survey covered
wage and salary workers who were not in school and who had
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started their current job in 1972.25 Questions were asked both
about the various methods that were used to look for the current
job and the method that actually got the workers their job. By
dividing the number of persons reporting the method used that
got them their job by the total number of persons that used the
method in trying to find a job, an effectiveness rate was established.
For women, the method of looking for work that was used
more than any other method was asking friends. This was followed, in order, by: applying directly to an employer, answering
newspaper ads, asking relatives, applying to the State employment service, and applying at private employment agencies—to
mention the methods at the top of the list (see table 32). The
method that got the most women their jobs was applying directly
to the employer (35 percent). Asking friends and answering
newspaper ads were tied for second place (16 percent), and
private employment agencies was the next in order (8 percent).
Of the various methods used, the one with the highest effectiveness rate was applying directly to the employer (48.5). Of the
other popularly used methods, the next highest rates of effectiveness were for private employment agencies (32), answering (not
placing) local newspaper ads (28), asking friends about jobs
where they work (20.5).
Generally, there was considerable similarity between women
and men in the degree to which they used the various jobseeking
methods and in the distribution of methods that got them their
jobs. However, much smaller proportions of women than men
reported asking friends and relatives, and using the State employment service and hiring rolls. There was little difference
between men and women in the effectiveness rates, except for
private employment agencies and the Civil Service, in which
cases the rates for women were nearly double those for men.
In looking for jobs, women were more likely than men to have
looked fewer hours per week and fewer weeks and to have looked
nearer to home. Close to one-third of women and of men turned
down job offers before taking their current jobs. Also, nearly
half of the women and men who were employed just prior to
their job search started to look for work while they were still
working.
25 The survey was conducted by the Bureau of the Census for the Bureau of Labor Statistics
and supported by the Manpower Administration of the U.S. Department of Labor. About 5.5
million of the 16 million covered wage and salary workers (not in school) got their jobs without having to look for work, either because they returned to former jobs, were offered jobs, had
entered a family business, or for other reasons. Of the 10.4 million who looked for jobs, half
began their search either as new entrants or reentrants to the labor force. The remainder had
lost or quit their former jobs or wanted to change jobs.
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Table 32.—METHODS

USED To Looi[ FOR WORIz, BY SEX, J a LNUARY 1973
Percent; who used
each method

Job search method

Total:
Number (in thousands)
Percent
_

_

-

_ -

-

—

_

—

Applied directly to employer without suggestions or referrals
by anyone
..—
Asked friends:
About jobs where they work _ _ _
_
_ About jobs elsewhere
Asked relatives:
About jobs where they work About jobs elsewhere _
,
_
_ - Answered newspaper ads:
Local
_ _
_ _
_ _ _ _
_
Nonlocal _
_
— _
_
_ _
Checked with private employment agency —
Checked with State employment service _
_ _
—
Contacted school placement office
_
Took Civil Service test
__
_ __
_
_ —
Asked teacher or professor for job leads
_
Checked with union hiring hall _
Contacted local organization _
_ _
_ _
Answered ads in professional or trade journals or periodicals —
Placed ads in newspapers:
Local
_
—
Nonlocal _ _
_
- — -
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Effectiveness
rat;e 1

Methodd used
to get job

Men

Women

Men

Women

5,749

4,688

5,749
100.0

4,688
100.0

—

—

Men

—

Women

—

67.3

64.4

35.1

34.6

47.0

48.5

53.8
45.9

47.2
36.6

13.8
6.2

10.7
4.8

23.2
12.1

20.5
11.7

31.0
30.1

25.1
23.9

6.9
2.7

5.1
1.7

20.1
8.0

18.2
6.4

44.6
14.2
19.9
37.1
12.0
15.4
9.2
9.9
5.5
6.7

47.5
8.6
22.4
29.2
13.0
1,5.2
11.8
1.1
5.7
2.6

10.3
1.4
3.8
5.0
3.1
1.6
1.2
2.6
.7
.5

14.5
1.1
7.9
5.2
2.8
2.8
1.6
.1
.9
.3

20.9
9.1
17.1
12.1
23.0
9.2
11.9
23.7
11.0
6.5

27.5
11.9
31.9
16.2
19.6
16.6
12.5

1.7
.7

1.4
.2

(3)

.1

.4
—

5.1

(2)

(3)

14.7
9.9

(a)
—

Went to place where employers come to pick up people
—
Placed ads in professional or trade journals or periodicals Other
_
.
1

2.0
.8
11.9

.7
.4
11.5

.1
5.1

.2
(3)
5.3

Number of persons reporting method used to get job divided by total number of persons who used the method to find a job.

a

Base less than 75,000.

3

Less than 0.05 percent.

Source: U.S. Department of Labor, Bureau of Labor Statistics: Advanced Summary to be published in Monthly Labor Review.
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4.3
38.5

o

<2)
41.5

15. Women as Members of Unions26
Between 1962 and 1972, the proportion of all union members
that were women rose from 18.6 percent to 21.7 percent. In absolute terms, the number of women union members increased
from 3.3 million to 4.5 million, a gain of 37 percent. Including
the 1.2 million women professional and State employee association members, a total of 5.7 million was reached in 1972. Women
accounted for 55 percent of all association members in 1972.
The growing proportion of total union membership accounted
for by women reflects the considerable increase of women in the
labor force. In the last decade data on women union members
collected by the Bureau of Labor Statistics indicate that the proportion of total membership accounted for by women has steadily
risen, but the proportion of women who are organized has remained stable at about 1 out of 8. In 1972, with the addition of
women association members to the count, the ratio reached 1 out
of 6. Among men, about 3 out of 10 workers were union members.
The relatively low proportion of women who are union members reflects to some extent the nature of women's employment
and the industries in which they work. Women who expect to
remain in the labor force only a few years or who are part-time
or part-year workers may feel less inclined to join a union than
do men who expect to work during most of their lives. Moreover,
the largest number of women in the labor force are clerical and
service workers and thus are in industries in which union organization is less extensive than among the blue-collar workers
in manufacturing industries. However, to the extent that women
are assuming a more active role in achieving their economic
goals, unionization may become increasingly attractive.
Women accounted for at least half of the membership in 25
unions. The unions in which a majority of the members were
women accounted for 37 percent of all women members. More
than 1 out of 5 unions—39 in all—reported there was not a single
woman member. The unions with the largest numbers of women
members were the International Ladies' Garment Workers, where
80 percent of all members were women, and the Retail Clerks
with about 50 percent. Together, these two unions had a membership of 659,000 women. Other unions reporting large numbers of women workers were, in ranking order, the Electrical
Workers (IBEW); Amalgamated Clothing Workers; Communications Workers; State, County and Municipal Employees; and
Automobile Workers (see table 33). More than 60 percent of all
20 For further information see "Women's Participation in Labor Organizations," Monthly
Labor Review, October 1974, Bureau of Labor Statistics, U.S. Department of Labor.
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Table 33.—WOMEN MEMBERS OF LABOR UNIONS, 1 1 9 7 2
Approximate
number of
women

Union

AMERICAN FEDERATION OF LABOR AND CONGRESS OF INDUSTRIAL
ORGANIZATIONS

International Ladies' Garment Workers Union
Retail Clerks International Association
International Brotherhood of Electrical Workers
Amalgamated Clothing Workers of America
Communications Workers of America
American Federation of State, County and Municipal EmployeesUnited Steelworkers of America
Building Service Employees' International Union
American Federation of Teachers
International Union of Electrical, Radio and Machine Workers
United Federation of Postal Clerks
International Association of "Machinists and Aerospace Workers—
Amalgamated Meat Cutters and Butcher Workmen of North
America
Retail, Wholesale and Department Store Union
Textile Workers of America
Office and Professional Employees International Union
Bakery and Confectionery Workers' International Union of
America
American Federation of Government Employees
Brotherhood of Railway, Airline and Steamship Clerks, Freight
Handlers, Express and Station Employees
Hotel and Restaurant Employees and Bartenders International
Union
International Brotherhood of Bookbinders
United Rubber, Cork, Linoleum and Plastic Workers of America-

342,054
316,611
286,974
273,750
230,505
195,743
175,000
145,200
129,231
116,000
107,443
106,059
92,510
79,136
69,600
52,800
51,043

(2)
(2)
(2)
(2)
(a)

UNAFFILIATED

International Union, United Automobile, Aerospace and Agricultural Implement Workers of America
Alliance of Independent Telephone Unions
National Federation of Federal Employees
United Electrical, Radio and Machine Workers of America
International Brotherhood of Teamsters, Chauffeurs, Warehousemen and Helpers of America
International Union of District 50, United Mine Workers of
America
_
1

Unions reporting 40,000 or more women members.

2

Data not reported, but number of women believed to be significant.

195,000
43,500
42,500
41,250
(2)
(2)

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

women in associations belonged to the National Education Association, which represented 737,000 women.
In response to a special inquiry in 1973 concerning representation of women on governing bodies (such as executive boards
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and national councils) of labor unions and associations, it was
indicated (there was considerable nonresponse) that women
union members are very much underrepresented. Only 850 of
4,800 reported positions on the governing boards of unions and
associations were known to be held by women—approximately
7 percent of the total. Furthermore, several organizations with
large proportions of women members reported few women serving on their governing bodies.
Since March of 1970, when the Wisconsin State Federation
hosted the first AFL-CIO women's conference, other State organizations, including Illinois, Arkansas, California, and Iowa,
have held such meetings.27 International unions, such as the Auto
Workers, Communications Workers, Electrical Workers (IUE),
Teachers (AFT), and the Newspaper Guild, have also held conferences directed at women's needs and problems.28
The Coalition of Labor Union Women (CLUW), convening in
Chicago in March 1974 with 3,200 delegates representing over
58 labor unions, resolved to work within the labor movement.
The trade union women (nonunion women are ineligible to join)
defined several goals: (1) To encourage the 30 million nonunion
working women to take advantage of the tangible economic benefits of unionists by joining unions; (2) to increase women's
participation within unions; (3) to seek "affirmative action" on
the part of unions against employers' discriminatory practices;
and (4) to press for legislative action which would further women's interests, such as child care assistance and passage of the
Equal Rights Amendment.
16. Women Not in the Labor Force
The number of women who were neither employed nor looking
for work averaged 42.7 million in 1973, accounting for threefourths of all persons not in the labor force. Nearly 40 million
of these women did not want a job, 31.9 million of whom gave
home responsibilities as their reason (see table 34). An additional 3.0 million women were in school, 2.2 million were unable
to work because of illness or disability, and 1.2 million were
retired or too old to work.
While the preponderance of the women not in the labor force
were not interested in a job, the number wanting a job (3.1
million) was sizable, particularly when one bears in mind that
the number of women unemployed but, in this case, actively looking for work was 2.1 million. As among the women not wanting a
27 See
November
28 See
May 1974,

"Women Workers, Gaining Powers, Seeking More," U.S. News and World Report,
13, 1972.
"Working Women and Their Membership in Labor Unions," Monthly Labor Review,
Bureau of Labor Statistics, U.S. Department of Labor.
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T a b l e 34.—PERSONS NOT IN THE LABOR FORCIE, BY REASON AINTD SEX, 1. 9 7 3
(Numbers in thousands)
Labor force status
and reason not in labor force

Total

Women

Men

Givilian noninstitutional population
In civilian labor force

145,936

77,191

68,785

88,714

34,510

54,203

Not in labor force
Do not want a job now, total
Current activity:
In school
111, disabled
Homemaker
Retired, old
Other

57,222

42,681

14,541

52,760

39,614

13,145

Want a job now, total
Reason not looking:
School attendance
111 health, disability
Home responsibilities
Think cannot get job
16 to 19 years
20 years and over
25 to 59 years
60 years and over
White
Negro
All other reasons

6,117

3,002

3,115

4,572

2,171

2,407

32,145

31,941

204

7,165

1,238

5,927

2,760

1,262

1,498

4,460

3,066

1,395

1,227

580

647

619
1,043

345
1,021
454
75
379

274
22
225
58

679

133
546
318
131
500
179
892

167

251

67

54
324
130
666

77
176

49
227

Source: U.S. Department of Labor, Bureau of Labo:r Statistics: Specisil Labor F'orce Report No. 163.

job, the women who were not in the labor force but who wanted
a job gave home responsibilities as their principal reason for not
looking for work (1.0 million), followed by school (580,000).
Another 454,000 did not look for work because they thought they
could not get a job—commonly referred to as "discouraged workers" or the "hidden unemployed"—and 345,000 gave ill health
or disability as their main reason. (The comparable figures for
men were 225,000 who thought they could not get a job and
274,000 who said they were ill or disabled).
The above patterns, of course, varied considerably by age.
School was the most important reason for not being in the labor
force among teenagers, and illness and disability was mentioned
more frequently with increasing age.
Among the 454,000 women who wanted a job but did not look
for work because they thought they could not get a job, 53,000 considered that employers thought they were too old or too young;
45,000 reported that they lacked education or training; and 18,000,
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Table 35.—MOST RECENT WORK EXPERIENCE ()F WOM EN NO!? IN THE LABOR
FORCE AND REASON FOR LEAVING LAST JOB FOR T tCOSE W Ii o WORK ED
DURING PREVIOUS 12 MONTHS, BY AGE, 1£>73 (AisJNUAL 1AVERAGES
I®Lge

Most recent work experience
and reason for leaving job

Not in labor force (in thousands)
Never worked
Last worked over 5 years ago
Last worked 1 to 5 years ago
Left job previous 12 months
Percent distribution by reason
School, home responsibilities
111 health, disability
Retirement, old age
Economic reasons
End of seasonal job
Slack work
End of temporary job
All other reasons

Total

16-19

20-24

42,681
8,228
20,672
7,451
6,329
100.0
51.4
7.9
4.4
18.9
8.4
4.4
6.0
17.4

4,145
2,462
13
310
1,360
100.0
63.9
1.8

3,565
723
269
1,224
1,348
100.0
68.8
3.0

— -

16.5
9.1
2.7
4.7
17.9

— .

12.8
5.8
3.1
3.9
15.4

25-59 6i0 and over

20,995
2,398
11,180
4,421
2,994
100.0
46.1
10.9
1.3
22.8
9.8
5.7
7.4
18.9

13,977
2,645
9,209
1,496
626
100.0
12.3
18.0
38.4
18.5
6.5
4.9
7.0
12.9

Source: U.S. Department of Labor, Bureau of Labor Statistics : Special Labor Fo:rce Report
No. 163.

that they had other personal handicaps. However, the reasons mentioned most were that they could not find a job (179,000) or that
they thought no job was available (160,000).
One of the most meaningful ways of examining the considerable
number of women not in the labor force is by the length of time
since they last worked (see table 35), particularly if one is concerned about the recency of women's work experience, the up-todateness of their skills, or the potential contribution of women to
an expanding economy or in a national emergency. A considerable
number (8.2 million) of the 42.7 million women not in the labor
force in 1973 had never worked, and nearly half of all the women
not in the labor force (20.7 million) had last worked over 5 years
earlier. Of the remainder, 7.5 million last worked 1 to 5 years
earlier and 6.3 million had left the labor force within the year.
More than half (51 percent) of the women who had left within
12 months gave school or home responsibilities as the main reason
for leaving. Economic reasons, such as slack work or the end of
a temporary or seasonal job, were also important, accounting for
nearly one-fifth (19 percent) of the women who left the work
force during this period.
Older women made up a disproportionately large number of all
the women not in the work force, and they were heavily represented among the women who (a) never worked (another indication of how work patterns of women have changed) or (b) had
not worked in some years. Specifically, women 60 years of age and
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over accounted for 14 million, or nearly one-third, of all women
not in the labor force. Furthermore, they accounted for nearly
one-third of the women who never worked and for about 44 percent of the women who had last worked over 5 years before the
1973 count.
In terms of marital status, married women (including those
with husband absent) made up 28.5 million of the nearly 43
million women not in the labor force in March 1973, and 9.2
million of these women were mothers of children under 6 years of
age. Widows were the second largest component (7.4 million),
and single women numbered 6.1 million. The remaining 900,000
women not in the labor force were divorced.
Since women account for three-fourths of the persons not in
the labor force, and since relatively few physically able men of
working age are not in the labor force, women are usually considered the principal potential source of labor force expansion,
particularly in a time of national emergency. This was shown to
be the case in World War II. However, accurate forecasting of the
number of women that would be added to the work force in such
a situation is extremely difficult. For one thing, it would be very
much influenced by legislation in effect at the time concerning,
for example, (a) the draftability of married men, with its resulting effects on numbers of marriages and therefore labor force
participation rates of women, and (b) the draftability of women
themselves. Furthermore, experience in previous national emergencies would not provide satisfactory guidance because of the
then considerably lower levels of women's labor force participation and the greater leeway for their expansion.
Yet, the number of women not in the labor force and potentially
available for work in a period of national emergency would be
considerable. If one were to subtract from the 43 million women
not in the labor force (in March 1973) all of the women with
children under 6 (9.2 million), all of the women 60 years of age
and over (6.4 million), all of the women under 60 who were
unable to work because of serious illness and disability (700,000),
and all of the teenagers in school (2.7 million), the balance would
still be about 24 million women. An indeterminate number of
these remaining women would, of course, be unable or unwilling
to work for a variety of reasons. Nevertheless, the remainder
would undoubtedly be greatly in excess of the number of available
men, of whom the total number of all types not in the labor force
amounts to only 15 million.
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2
WOMEN'S EMPLOYMENT BY
OCCUPATIONS AND INDUSTRIES
Employment by Occupation
The large increase in employment of women in recent years has
been accompanied by a changing occupational distribution. Although women are still concentrated in relatively few occupations, the degree of concentration has been decreasing. Significant
numbers of women have been entering occupations in which few
women have been previously employed.
The employment of women by occupation and the shifts in
women's working patterns will be discussed in three different
groupings of occupations. One is by type of work—a classification
of occupations into white-collar, blue-collar, service, and farm
work. A second grouping includes the nine major occupation
groups. The third grouping covers the detailed occupational distribution of women.
17. Type of Work
The employment distribution of women by type of work varies
considerably from that of men. The distribution, therefore, is an
important factor in understanding the faster growth in employment by women than by men. This is because employment in
white-collar work, in which women are concentrated, has been
increasing at a much faster rate than employment as a whole.
Of the more than 33 million women 16 years of age and over employed in April 1974, more than three-fifths (62 percent) were
employed in white-collar jobs. About one-fifth (21 percent) were
employed in service work, less than one-sixth (16 percent) were
in blue-collar occupations, and less than 2 percent were in farm
jobs. The employment of men was distributed quite differently.
About two-fifths of the men (41 percent) were in white-collar
jobs, nearly half (46 percent) were in blue-collar occupations,
83
211-953 O - 76 - 7
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Table 36.— MAJOR OCCUPATION GEIOUPS OF IEMPLOYED WOMEN,
1959, 1964, 1969, ARSTD APRIL 1974
(Women 16 years of;age and ovei•)
Number (in
Major occupation group

Total
Professional, technical workers

_

_

Managers, administrators

—

—

_
^

Sales workers

Percent di stribution

thousands)
1959

April
1974

1969

1964

1959

23,831

21,164

100.0

100.0

100.0

100.0

4,018

3,107

2,558

15.6

13.8

13.0

12.1

1,654

1,261

1,108

1,078

5.0

4.3

4.6

5.1

2,260

2,017

1,730

1,661

6.8

6.9

7.3

7.8

11,463

9,975

7,436

6,322

34.5

34.3

31.2

29.9

476

339

250

213

1.4

1.2

1.0

1.0

4,344

4,489

3,643

3,258

13.1

15.4

15.3

15.4

339

146

88

100

1.0

.5

.4

.5

7,091
1,290
5,800

6,271
1,592
4,679

5,694
1,995
3,699

4,965
1,915
3,050

21.3
3.9
17.4

21.6
5.5
16.1

23.9
8.4
15.5

23.5
9.0
14.4

460

569

778

1,009

1.4

2.0

3.3

4.8

April
1974

1969

33,265

29,084

5,179

1964

00

Clerical workers
C r a f t and kindred workers
_

Operatives
N o n f a r m laborers
Service workers
Private household
Other
F a r m workers
Source: Manpower Report of the President, April 1!t)74.
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only about 8 percent were in service jobs, and 5 percent were in
farm work.
The proportion of all women workers who were in white-collar
jobs increased from 54.9 percent in 1959 to 61.9 percent in April
1974. The proportion of women employed in each of the other
types of work declined. In blue-collar work, the proportion dropped
from 16.9 to 15.5 percent; in service work the decrease was from
23.5 to 21.3 percent, and the proportion in farm work dropped
from 4.8 to 1.4 percent.
18. Major Occupation Groups
Data from the Current Population Survey provide information
on the number of persons employed in nine broad occupation
groups. More employed women 16 years of age and over (34.5
percent) were in clerical occupations in April 1974 than in any
other major occupation group. The second largest group was
service workers, with 21.3 percent of all women workers (3.9 percent were private household workers and 17.4 percent were other
service workers). Professional workers were the third largest
group, accounting for 15.6 percent of women workers/More than
13 percent of women workers were operatives. The other groups
in order of size were sales workers (6.8 percent), managers and
administrators (5 percent), craft and kindred workers and farm
workers (1.4 percent each), and nonfarm laborers (1 percent).
Women's employment has expanded in nearly all of the major
occupation groups since 1959 (see table 36). The greatest growth
has been in clerical occupations, in which employment increased
from 6.3 million to nearly 11.5 million over the 15-year period.
The fastest rate of growth among women workers was in the
professional and technical occupation group where employment
doubled from 2.6 to 5.2 million. Major increases were registered
in the number of teachers, health personnel (nurses and health
technicians), and social workers.
Although the number of women in operative jobs increased by
about 1.1 million and the number of women in sales and in managerial jobs increased by about 600,000 each in the 1959-74 period,
the proportion of all women employed in each of these occupation
groups declined during the 15-year period. The number of women
workers declined greatly in two groups—farm work and private
household work. The number of farm workers declined by more
than half and the number of private household workers by nearly
one-third. Low earnings and the lack of benefits, as well as increasing opportunities for women in other lines of work, have
been given as reasons for the decline in the number of private
household workers.
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19. Occupational
and Men

Employment

Difference Between

Women

The occupational distribution of women is quite different from
that of men (see chart I). Whereas more than one-third of all
women workers (34.5 percent) were employed in clerical occupations in April 1974, less than 7 percent of men held clerical jobs.
Men were concentrated in craft or operative jobs. About 21 percent of the men workers but only 1.4 percent of women workers
were in craft jobs. Over 18 percent of the men employed in April
1974 had operative jobs, compared with about 13 percent of all
women workers.
Nearly 1 out of 7 men was in a managerial or administrative
occupation, as compared with 1 out of 20 women. About 1 percent
of all women held nonfarm laborer jobs; this compares with
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Table

37.—WOMEN A S P E R C E N T OF A L L E M IPLOYED P E R S O N S , B Y M A J O R
O C C U P A T I O N G R O U P , 1 9 5 9 A N D> A P R I L 1 9 7 4

April

1959

1974

Annual
average

39.0

32.7

41.6

35.8

Managers, administrators

18.6

15.5

Sales workers

41.7

39.5

Clerical workers

77.2

67.9

4.2

2.5

31.6

27.6

8.3

2.8

Service workers
Private household
Other

62.5
98.5
57.8

64.5
98.3
53.1

Farm workers

15.0

18.9

Major occupation group

Total of all employed persons
Professional, technical workers

__

Craft and1 kindred workers
Operatives
_ ...

Nonfarm laborers

Source: U.S. Department of Labor, Bureau of Labor SStatistics: Employment aind Earnings,
May 1974 and January 1960.

nearly 8 percent of men in this occupation group. Nearly 5 percent of men workers were employed in farm jobs, as compared
with less than 2 percent of women workers.
Many more women (7.1 million) than men (4.3 million) had
service jobs either inside or outside the home. About 3.9 percent
of all women workers held jobs in private households and 17.4
percent held service jobs other than those in private households.
The comparable proportions for men were 0.4 and 8.2 percent. A
somewhat larger proportion of the women (6.8 percent) than
of the men (6.1 percent) were sales workers, although the number of men sales workers exceeded that of women by nearly 40
percent (3.2 million versus 2.3 million).
20. Proportion

of Workers

Who Are

Women

Another way of viewing the difference in the occupational
distribution of women and men is by examining the varying proportions women were of all workers in each of the major occupation groups. Women accounted for nearly all (98.5 percent) of the
private household workers in April 1974 (see table 37). Women
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also held nearly three-fifths (58 percent) of service jobs other
than in private households. Women predominated in one other
occupation group—clerical workers—in which they held more
than three-fourths (77 percent) of the jobs.
The proportion that women were of all professional and technical workers and of sales workers (42 percent each) exceeded
the average for women in all occupations—39 percent. At the
other end of the scale, women held a small share of all craft and
kindred jobs (4 percent), nonfarm laborer jobs (8 percent), and
farm jobs (15 percent) in April 1974. Women accounted for less
than 32 percent of all operatives.
Table 37 also shows how women's proportion of all employed
persons in each occupation group has changed. Women increased
as a proportion of all employed workers from less than 33 percent
in 1959 to 39 percent in April 1974. The proportion women were
of all farm workers decreased, but women's proportion in all other
occupation groups increased. In the professional and technical
group, the proportion of women grew from 36 to 42 percent; in
clerical occupations, from 68 to 77 percent; and among managers
and administrators, from less than 16 to nearly 19 percent. The
proportion of women increased from 53 percent to nearly 58
percent among service workers other than private household;
nearly all private household workers were women in both 1959
and 1974. Among blue-collar occupations, the proportion of women
increased from 3 to 8 percent of nonfarm laborers, from 2.5 to
more than 4 percent of craft workers, and from 28 to 32 percent
of operatives.

Detailed Occupational Distribution of W o m e n
The principal source of current data on the detailed occupations of employed persons are the statistics on the employment
status of the population and its characteristics, compiled monthly
by the Bureau of the Census for the Bureau of Labor Statistics
from the Current Population Survey (CPS). Because of their
relative sample sizes, very detailed occupational employment estimates are subject to a larger degree of sampling error than are
major employment estimates. Occupational data are also affected
to a greater extent by response bias. Primarily for these reasons,
the statistics are presented on an annual basis,1 and smaller occupations are not shown separately.
Table 38 presents estimates of employment in selected detailed
1 See "Publications of Employment Data for Detailed Occupations," in Employment and
Earnings, October 1973, Bureau of Labor Statistics, U.S. Department of Labor, for a discussion of the CPS data on occupations, including classification, sampling error, and comparison
with other statistics on employment by occupation.
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Table 38.—EMPLOYED

P E R S O N S I N S E L E C T ]ED

OccuP A T I O N s, BY

SEX

1 9 7 3 A N N U A L A VERA
LGES
Meri
Women

Occupation

Number Percent
(in thou- distribution
sands)

As
percent
of total
employment

Number Percent
(in thou- distribution
sands)

32,446

100.0

38.4

51,963

100.0

WHITE-COLLAR WORKERS
19,681
Professional, technical workers
4,711
Accountants
162
Computer specialists
56
Librarians, archivists, and curators
133
Personnel and labor relations
workers
104
Physicians
42
Registered nurses
805
Health technologists and technicians
236
Social workers
161
Teachers, college and university
133
Teachers (except college and
univ.)
2,038
Elementary school teachers
1,094
Kindergarten and prekindergarten teachers
185
Secondary school teachers
565
Engineering and science technicians
87
Writers, artists, and entertainers—
313
Managers, administrators
1,590
Bank officers and financial managers
99
Buyers and purchasing agents
95
Restaurant, cafeteria, and
bar managers
160
Sales managers and department
heads (retail trade)
84
School administrators
90
Sales workers
2,240
Hucksters and peddlers
169
Insurance agents, brokers,
and underwriters
61
Real estate agents and brokers
142
Sales clerks (retail trade)
1,561
Clerical workers
11,140
Bank tellers
293
Billing clerks
137
Bookkeepers
1,466
Cashiers
909
Counter clerks (except food)
266
Estimators and investigators
(n.e.c.)
_
164
File clerks
_
245
Computer and peripheral equipment operators
87

60.7
14.5
.5
.2
.4

48.7
40.0
21.6
19.5
82.1

20,704
7,066
587
231
(*)

39.8
13.6
1.1
.4

.3
.1
2.5
.7
.5
.4

33.7
12.2
97.8
71.5
60.8
27.1

205
302
(*)
94
104
356

.4
.6

6.3
3.4

69.9
84.5

878
200

1.7
.4

.6
1.7
.3
1.0
4.9
.3
.3

97.9
49.5
10.2
33.7
18.4
19.4
25.1

(*)
577
763
616
7,054
410
284

(*)
1.1
1.5
1.2
13.6
.8
.5

.5

32.4

334

.6

.3
.3
6.9
.5

28.9
29.0
41.4
77.2

207
220
3,175
(*)

.4
.4
6.1
(*)

.2
.4
4.8
34.3
.9
.4
4.5
2.8
.8

12.9
36.4
69.0
76.6
89.9
83.0
88.3
86.7
76.2

413
248
701
3,409
(*)
(*)
194
138
(*)

.8
.5
1.3
6.6
(*)
(*)
.4
.3
(*)

.5
.8

49.5
86.3

168

<*)

.3
(*)

.3

40.3

128

Total
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.2
.2
.7

.2

P E R S O N S I N SELECTE D Occu PATIO N!s, BY SEX,
1 9 7 3 A N N U A L A V E R A G E S — C ontinue D

Table 38.—EMPLOYED

Men

Vomen

Number ]Percent
(in thou- distribution
sands)

Occupation

Keypunch operators
Payroll and timekeeping clerks
Postal clerks
Receptionists
Secretaries
Shipping and receiving clerks
Statistical clerks
Stock clerks and storekeepers
Teachers aides (except school
monitors)
Telephone operators
Typists

.4
.2
1.3
9.4
.2
.6
.4

90.9
72.2
26.9
96.9
99.1
14.4
68.5
25.3

(*)
(*)
220
(*)
(*)
392
94
354

(*)
(*)

207
372
999

.6
1.1
3.1

90.4
95.9
96.6

(*)
(*)
(*)

(*)
(*)
(*)

5,244
463
109
68
4,482
600

16.2
1.4
.3
.2
13.8
1.8

17.6
4.1
7.5
17.0
31.4
49.7

24,625
10,826
1,351
331
9,787
608

47.4
20.8
2.6
.6
18.8
1.2

377
118

1.2
.4

49.5
77.1

385
(*)

.7
(*)

131

.4

96.3

(*)

(*)

.3
1.3
2.7
.7
.3
.9
.4

63.3
61.5
95.5
56.9
36.6
6.9
17.3

(*)
263
(*)
182
169
4,012
622

(*)
.5

-

112
420
891
240
97
299
130

-

7,008
1,330
532

21.6
4.1
1.6

63.0
98.3
98.3

4,120
(*)
(*)

(*)
(*)

631

1.9

98.3

(*)

(*)

5,678
707
358
196
153
2,370
65

17.5
2.2
1.1
.6
.5
7.3
.2

58.1
34.1
54.2
96.6
12.6
69.7
30.2

4,097
1,369
302
(*)
1,061
1,032
150

7.9
2.6
.6
(*)
2.0
2.0
.3

-

BLUE-COLLAR WORKERS

-

-

SERVICE WORKERS

Private household workers
Child care workers
_
Private household cleaners
and servants
Service workers (except private
household)
Cleaning service workers
Building interior cleaners
Lodging quarters cleaners
Janitors and sextons
Food service workers
Bartenders
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Number Percent
(in thou- distribution
sands)

230
143
81
431
3,037
66
204
120

-

Craft and kindred workers
_
Blue collar supervisors
_
Printing craft workers
Operatives
Assemblers
Checkers, examiners and inspectors (manufacturing)
Clothing ironers and pressers
Dressmakers and seamstresses
(except factory)
Laundry and dry cleaning
operators (n.e.c.)
_
Packers and wrappers (n.e.c.)
Sewers and stitchers
Textile operatives
Bus drivers
Nonfarm laborers
_
Stockhandlers

As
percent
of total
employment

-

90

.7

.4

(*)
(*)
.8
.2
.7

.4

.3
7.7
1.2
7.9

Table 38,—EMPLOYED

PERSONS IN SELECTE]D OCCU PATIONS3, BY SEX,

1973 ANNUAL

A V E R A G E S — Clontinu ed

Men

\Vomen
As
percent
Number IDercent of total
(in thou- distri- employment
sands)
.1bution

Occupation

Cooks
_
Dishwashers
Food counter and fountain
workers
Waiters, waitresses, and helpers.
Health service workers
Dental assistants
Health aides and trainees
(excluding nursing)
_
Nursing aides, orderlies,
and attendants
_
—
Practical nurses
- _
Personal service workers
Child care workers
_
Hairdressers and cosmetologistsFARM WORKERS

H

555
74

1.7
.2

59.8
37.8

373

122

.2

254
1,082
1,398
112

.8
3.3
4.3
.3

80.9
82.9
87.6
98.2

(*)
222
198
(*)

(*)
.4
.4
(*)

150

.5

82.4

(*)

(*)

790
345
1,140
342
458

2.4
1.1
3.5
1.1
1.4

83.9
96.4
73.9
95.5
91.8

152
(*)
403
(*)
(*)

(*)
.8
(*)
(*)

514

.3

-

103
411
137

1.6
.3
1.3
.4

17.0
6.2
30.2
15.1

2,513
1,561
952
770

4.8
3.0
1.8
1.5

-

270

.8

66.3

137

.3

_

Farmers and farm managers _
Farm laborers and supervisors
Farm laborers (wage workers)
Farm laborers (unpaid family
workers)
_

Number ]Percent
(in thou- distrisands)
bution

* Number too small for reliable estimate.
Source: U.S. Department of Labor, Bureau of Labor Statistic3s. (Unpinblished dat

occupations in 1973 (annual average) for women and men separately. The percentages women are of total employment in each
occupation are shown.
21. Concentration of Women in a Small Number of
Occupations
Although increasing numbers of women have become employed
in traditionally male career fields in the last decade and a half,
women are still concentrated in a relatively small number of
occupations. For example, in 1973 more than two-fifths of all
women workers were employed in 10 occupations—secretary, retail trade salesworker, bookkeeper, private household worker,
elementary school teacher, waitress, typist, cashier, sewer and
stitcher, and registered nurse. Each of these occupations employed
more than 800,000 women.
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There were 57 occupations in which at least 100,000 women
were employed. About three-fourths of all women workers were
employed in these 57 occupations. Thirty of these occupations
were white-collar, 14 were service, and the remaining 13 were
blue-collar or farm. The number of occupations in which 100,000
or more women were employed increased to 57 in 1973 from 36
in 1960 and 29 in 1950.
An indication of the continued occupational concentration of
women's employment can be seen by examining the percentage
women make up of all employees in the 57 occupations. In 17 of
the occupations, women accounted for 90 percent or more of all
employees. In more than half of the occupations (31 of the 57),
women made up 75 percent or more of all employees.
Male employment showed much less occupational concentration.
The 10 largest occupations for men employed less than 20 percent
of all male workers, and 52 percent of the men were employed
in the 57 largest occupations. (As indicated previously, the comparable proportions for women were about 40 percent and 75
percent.)
22. Shifts to Nontraditional Jobs for Women
Despite the continued concentration of women in a relatively
small number of traditionally women's fields, the 1970 Decennial
Census reveals that women workers entered predominantly male
fields in large numbers during the 1960,s. Data for 1973 from the
Current Population Survey indicate that the movement of women
into nontraditional jobs is continuing.
Perhaps the most dramatic shift that occurred between 1960
and 1970 was the large influx of women into the skilled trades.2
In 1970 almost half a million women (495,000) were working in
the skilled occupations (craft and kindred worker group), up
from 277,000 in 1960. The rate of increase (nearly 80 percent)
was twice that for women in all occupations. It was 8 times the
rate of increase for men in the skilled trades.
Employment increased in almost all the skilled trades—in construction, mechanic and repair, and supervisory blue-collar occupations. Most of the individual craft jobs listed in the 1960 and
1970 censuses showed rates of increase for women that exceeded
the rate of growth for men; in some, the numerical increase for
women was greater than that for men as well. For example,
the employment of women carpenters increased by nearly 8,000
(from about 3,300 to about 11,000), compared with a growth of
less than 6,000 among male carpenters. The female share of
2 See "Sex Stereotyping: Its Decline in Skilled Trades," Monthly Labor Review, May 1974,
Bureau of Labor Statistics, U.S. Department of Labor.
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carpenter employment increased from 0.4 to 1.3 percent. Other
skilled trades registering significant gains in employment of
women were; electricians from 2,500 to 8,700 (0.7 to 1.8 percent) ;
plumbers from about 1,000 to 4,000 (0.3 to 1.1 percent) ; auto
mechanics from about 2,300 to about 11,000 (0.4 to 1.4 percent) ;
painters from about 6,400 to 13,400 (1.9 to 4.1 percent) ; tool and
die makers from about 1,100 to 4,200 (0.6 to 2.1 percent) ; and
machinists from about 6,700 to about 11,800 (1.3 to 3.1 percent).
In one skilled occupation, that of compositor and typesetter, the
number of women increased from 15,500 to nearly 24,000, whereas
the number of men employed in the occupation declined.
Women also made significant employment gains in some predominantly male professions. Employment of women lawyers
grew from less than 5,000 to more than 12,000 between 1960 and
1970 and women nearly doubled their proportion of all employed
lawyers (2.4 to 4.7 percent). Similar gains in employment were
made in the medical professions. The number of women physicians
increased from about 16,000 to nearly 26,000, and the proportion
of doctors who were women rose from 7 to 9 percent. The number
of women dentists increased from about 1,900 to more than 3,100
(from 2.3 to 3.4 percent of all dentists).
Enrollment data indicate that the number and percent of women
in law and medicine can be expected to grow sharply. For example, the number of women enrolled in law schools in 1973
(16,760) was 3i/2 times the number in 1969 (4,715) ; the proportion women were of all law students increased from 7 to 16 percent. Similarly, the number of women enrolled in U.S. medical
schools increased from 3,392 in the 1969-70 school year to 7,824
in the 1973-74 school year. The proportion women were of all
medical school students increased from 9 to more than 15 percent
in this 4-year period.
Women appeared to have made substantial inroads into some
other predominantly male professional occupations. Women in
engineering increased from about 7,000 to about 19,600 between
1960 and 1970, growing by more than 4*4 times the rate for men.
Employment of women accountants grew from 80,400 to 183,000,
also more than quadrupling the growth rate for men.
Women also have made noticeable inroads into several traditionally male sales occupations. Employment of women insurance
agents and brokers increased from about 35,300 to nearly 56,600
and from 9.6 to 12.4 percent of all employees in this occupational
field. Similarly, women real estate sales agents increased in number from about 46,100 to 83,600 and women stock and bond sales
agents from 2,100 to 8,900.
Among the managerial occupations, the number of women bank
officers and financial managers grew rapidly (as branch banking
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expanded) from 2,100 to 54,500, and women's share of total employment more than doubled. The number of women sales managers
(except retail trade) grew dramatically, increasing from less than
100 to 8,700.
Among clerical occupations, women had a large relative growth
in the postal occupations. The number of women mail carriers
increased from 4,200 to 19,600 and women's proportion of total
employment rose from 2.2 to 7.8 percent. The number of postal
clerks increased from 39,800 to 91,800 (this was a growth from
17.2 to 30.4 percent of all postal clerks).
Protective service occupations showed substantial increases in
female employment during the 1960's. Women employed as guards
tripled in number (from 4,^00 to 16,300), whereas the number
of men employed as guards grew by only one-fourth. The number
of women police almost doubled—rising from 6,800 to 13,100.
Other occupations also showed considerable growth in the
number and percentage of women workers. For example, the
number of women bartenders doubled—from 19,300 in 1960 to
39,400 in 1970. Over the same period, the number of men employed
as bartenders declined somewhat. The number of women bus drivers more than tripled during the 1960's, increasing from 18,300
to 66,100. In the same period, the number of male bus drivers
increased by less than 5 percent (from 163,500 to 170,100).
It should be noted that during the period when women were
entering predominantly male occupations in large numbers, men
were also making significant inroads into occupations where
women traditionally predominated. For example, the number of
male librarians grew from 10,800 in 1960 to more than 22,000 in
1970. The rate of growth for men was nearly double that for
women in this occupation. Male elementary school teachers increased in number from less than 140,000 to more than 231,000
and their proportion grew from 14.2 to 16.4 percent of all elementary school teachers. Men working as typists more than doubled
in number during the 1960's, increasing from 25,000 to 57,300.
Employment of male telephone operators increased by about onehalf (from 15,100 to 22,700) ; this was about 4 times the growth
rate for women.
The increase in the number of women entering traditionally
male occupations was undoubtedly affected by the affirmative action programs required of Federal contractors (see sec. 86).
23. Professional and Technical Occupations
More than 4.7 million women—about 1 out of 7 employed women
—were in professional and technical occupations in 1973. About
2 million more women were employed in professional occupations
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in 1973 than in I960.3 The large increase in the number of women
professional workers may be attributed to a variety of social and
economic developments. The school-age population expanded
greatly, resulting in the employment of a rising number of women
as teachers, other educational personnel, and librarians. The concern for the health of the American population, and especially
of older persons, resulted in enlarged medical facilities and expanded health programs which provided increasing numbers of
jobs for women as nurses, therapists, dietitians, pharmacists,
clinical laboratory technologists and technicians, and other professional and technical health workers. The growth of business and
industry and of government operations provided opportunities for
many more women as accountants and computer specialists. The
sharp growth in social welfare and recreation programs contributed to an increase in the number of women as professional,
social, and recreation workers.
Teaching is by far the largest professional occupation for
women. In 1973 the more than 2 million women noncollege teachers accounted for over 43 percent of the women employed in
professional occupations. More than half (1.1 million) of the
women teachers were employed in elementary teaching; 565,000
taught at the secondary level; 185,000 were prekindergarten and
kindergarten teachers; and the remainder taught adult education
or other specialized classes. The number of women in noncollege
teaching in 1973 was about three-fifths more than the 1.3 million
recorded as employed in the 1960 census. In 1973 women accounted
for nearly 85 percent of the Nation's elementary school teachers
but less than half of the secondary school teachers. About 133,000
women were employed as teachers in colleges and universities,
nearly 3 times the 46,000 shown as employed in the field in the
1960 census. There has been an increase in the proportion of
women among teachers at the college level from 22 percent in
1960 to 27 percent in 1973.
Another large group of professional women are employed as
health workers. In 1973 they numbered 1.2 million and made up
about one-fourth of all women professional workers. The largest
occupation in this group is that of professional nurse. About
805,000 women were employed as registered nurses in 1973, about
one-third more than the 603,000 shown by the 1960 census. Another large number of women—about 236,000—were employed in
a group of occupations collectively called health technologists and
technicians. The largest individual occupations in this group are
clinical laboratory technician and technologist, radiologic tech3 In this section the calculations of growth in detailed occupations were based on 1960
census data (from the 1970 U.S. Census of Population, Detailed Characteristics, U.S. Summary,
PC (1)-1D, thus using the 1970 occupational classification), and detailed occupational data for
1973 from the Current Population Survey (CPS). Growth for occupation groups was calculated
from CPS data for 1960 and 1973.
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nologist and technician, and dental hygienist. As discussed previously, the number of women employed as physicians and dentists
has increased sharply in recent years, although women still account for only a small percentage of all persons in these professions.
Women also hold a variety of professional jobs outside of teaching and the health fields; however, they account for only about
one-fifth of professional and technical workers in these fields. In
1973 about 162,000 women were employed as accountants; 161,000
as social workers; 133,000 as librarians, archivists, or curators;
104,000 as personnel and labor relations workers, 87,000 as engineering and science technicians; and 56,000 as computer
specialists.
24. Managers and Administrators
Nearly 1.6 million women were working as managers or administrators in 1973. This is a relatively small occupation group
for women—only about 5 percent of all women workers. Women
accounted for only about 18 percent of all workers in this
occupation group.
About 1 out of 5 women workers employed in this major occupation group was a self-employed or unpaid family worker.
Many were operating or helping to operate retail establishments
such as food stores, eating and drinking places, and apparel and
accessory stores.
Many of the salaried managers were also employed in retail
trade, especially as restaurant, cafeteria, and bar managers. Others worked as buyers in stores, as officials and administrators
for government agencies, and as school administrators. The
employment of women as bank officials and financial managers
has expanded rapidly in recent years.
25. Clerical Occupations
More than 11 million women, over one-third of all women
workers, were employed in clerical work—the largest occupation
group employing women in 1973. Women accounted for more than
three-fourths of all clerical workers. This has been one of the
fastest growing occupation groups for women, increasing by about
68 percent during the 1960-73 period. The growth in the number
of clerical workers resulted from increasing paperwork that accompanied the expansion of large and complex business and
government organizations. The trend in retail stores toward transferring to clerical workers the functions that had previously been
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performed by sales persons also tended to increase employment
needs for clerical workers. Increasing numbers of clerical workers
were also employed to handle jobs created by rapidly expanding
electronic data processing operations.
Another factor in the employment growth of women in clerical
work is the rapid development of the "temporary help" industry.
In this industry, employees are sent out on assignments by
agencies set up for the purpose of filling temporary vacancies in
clerical, industrial, or professional jobs. These workers are then
employees of the agencies rather than of the firm for which they
work. Generally speaking, their assignments are of short duration.
It is estimated that about 70 percent of the temporary employees
work in the clerical sector and most temporary clerical workers
are women. No firm data on the number of workers employed by
temporary help agencies are available, but it has been estimated
that the number grew from about 40,000 workers in 1963 to
perhaps 2 million individuals who worked as "temporary help"
some time during the calendar year 1973.4
More women are in secretarial work than in any other clerical
occupation. More than 3 million women were employed as secretaries in 1973, and another 1.1 million were employed as typists
or stenographers. Together, these three occupations accounted
for about 3 out of 8 women clerical workers. The growth of business and industry and of government operations has brought a
rising demand for workers in these occupations to handle correspondence, interoffice communication, and other forms of paperwork. The number of women workers in these occupations has
increased by nearly 90 percent between 1960 and 1973.
Another large group of women clerical workers consists of
bookkeepers. The number of bookkeepers nearly doubled between
1960 and 1973—from 774,000 to nearly 1.5 million. Cashiers are
another large occupational field for women clerical workers. Employment in this occupation increased at an even faster rate than
bookkeepers, growing from about 374,000 in 1960 to more than
900,000 in 1973. The rise in women's employment as bank tellers
has been particularly rapid; the number more than tripled in the
1960-73 period—from 93,000 to 293,000. In 1973 nearly 9 out
of 10 bank tellers were women, in contrast to 1960 when 7 out
of 10 were women. About 450,000 women were employed as office
machine operators; more than half of these were keypunch
operators.
Other occupations in which significant numbers of women
4 For a discussion of temporary help workers and their characteristics, see " A Profile of
the Temporary Help Industry and Its Workers," Monthly Labor Review, May 1974, Bureau of
Labor Statistics, U.S. Department of Labor.
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clerical workers were employed include receptionist
telephone operators (372,000) ; counter clerks, except
000); file clerks (245,000); and statistical clerks
More than 200,000 women were employed as teachers'

(431,000) ;
food (266,(204,000).
aides.

26. Service Occupations
The second largest occupation group employing women in 1973
was service work, in which about 7 million women were employed
—52 percent more than in 1960. About 1.3 million of the women
service workers were in private households. Most performed
domestic tasks such as preparing and serving meals, making
beds, cleaning and doing laundry, and caring for children. The
number of women in private household work has decreased since
1960, as fewer women have been willing to accept jobs in this
occupation group because of the relatively low pay and lack of
benefits and because of opportunities in other occupational fields.
Women service workers other than in private households numbered nearly 5.7 million in 1973—92 percent more than in 1960.
Employment in this occupation group rose as a result of the
growing demand for hospital and other medical services; the
increasing need for protective services in growing urban areas;
and the more frequent use of restaurants, beauty parlors, and
other services as income levels rose and as increasing numbers
of housewives took jobs outside the home.
The largest group of women service workers—2.4 million—
were employed in food service occupations in 1973. More than 1
million of these workers were waitresses, over half a million
were cooks, and one-fourth of a million were food, counter, and
fountain workers. Nearly 7 out of 10 of all food service workers
were women.
More than 1.4 million women were employed in health service
occupations in 1973. The largest occupations for women in this
group were: nursing aide, orderly, and attendant (790,000) ; practical nurse (345,000) ; health aide and trainee (150,000) ; and
dental assistant (112,000). The number of women employed in
health service occupations—one of the faster growing groups for
women workers—more than doubled in number since 1960.
About 1.1 million women were employed in personal service
occupations. The largest occupation in this group was that of hairdresser and cosmetologist, with nearly 460,000 women employed
in 1973. Women employed in cleaning service jobs made up another large group of service workers—about 700,000. Nearly 360,000 of these workers were classified as building interior cleaners
and nearly 200,000 as lodging quarters cleaners (except private
household).
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27. Sales Occupations
About 2.2 million women were employed in sales jobs in 1973—
one-third more than in 1960. Some two-thirds of all women sales
workers were sales clerks in retail trade. Women retail sales
persons increased only moderately in number between 1960 and
1973 (about 17 percent), despite a relatively large increase (46
percent) in employment in the retail trade industry. One reason
for the slower growth in number of retail sales clerks is the trend
in retail stores of transferring to clerical workers functions that
had been performed previously by sales persons. Employment of
women expanded significantly in two male-dominated sales occupations. The number of women employed as real estate agents
and brokers increased from 46,000 in 1960 to 142,000 in 1973.
The proportion women were in this occupation increased from
less than 25 percent to more than 36 percent. The number of
women employed as insurance agents and brokers increased from
35,000 to 61,000 and women's share of these jobs grew from
less than 10 percent in 1960 to nearly 13 percent in 1973.
28. Blue'Collar Workers
About 4.5 million women were employed as operatives (sometimes called semiskilled workers) in 1973. They made up-about
31 percent of all workers in this occupation group. Most of the
women were employed in factqries—assemblying or inspecting
goods, operating sewing and other machines, and working as
packers or wrappers; or they operated equipment in laundries
and dry cleaning plants.
The number of women in operative jobs increased by about 40
percent in the 1960-73 period. The largest occupations for women
in the operative group were: sewer and stitcher (890,000) ; assembler (600,000) ; packer and wrapper (420,000); and checker,
examiner, and inspector (manufacturing) (380,000). Nearly
100,000 women were employed as bus drivers in 1973—-more
than 5 times as many as in 1960.
Only about 463,000 women were employed in craft jobs in 1973
—about 4.1 percent of all workers in this occupation group. As
indicated previously, the number of women has been growing
rapidly in this occupation group, almost doubling since 1960.
About 300,000 women were employed as nonfarm laborers in
1973; they accounted for about 7 percent of all workers in this
group.
29. Farm Workers
Women farm workers—-including farmers, farm managers and
farm laborers and supervisors—numbered more than 500,000 in
99
211-953 0 - 76 - 8
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Table 39.-—MAJOR

0C<PUPATION GRC•UPS OF EMPLiOYED W O M EN, BY MARINA
MARCH 1 9 6 7 AND MAEICK

STATUS,

1973

(Women ].6 years of age r
197:3

19'67
Marital status

Marital status md over)
Major occupation group

Number (in thousands)
Percent
H-A
O
O

Professional, technical workersManagers, administrators
(except farm)
Clerical workers
Sales workers
Operatives
Private household workers
Service workers (except
private household)
Other 2

Total

Single

Married
(husband
present)

Other i

26,226
100.0

5,566
100.0

15,189
100.0

5,471
100.0

14.1

17.0

14.6

9.8

6.5
29.1
5.6
14.6
7.4

4.2
32.9
7.1
15.7
7.0

1.9
42.5
5.5
9.2
9.4

4.7
32.1
7.9
17.6
4.3

5.3
25.6
6.5
16.8
12.1

21.7
3.5

15.9
3.1

12.6
1.9

15.2
3.6

21.2
2.7

Total

Single

Married
(husband
present)

31,925
100.0

7,040
100.0

18,908
100.0

15.1

15.4

16.1

5,977
11.6

5.0
34.1
6.8
13.8
4.3

3.2
38.5
6.5
9.5
6.3

5.2
34.1
7.2
15.1
2.6

17.5
3.6

17.9
2.8

16.0
3.8

1

Widowed, divorced, or separated.

2

Includes craft and kindred workers, farm workers,, and nonfarm Laborers.

Other
100.01

Source: U.S. Department of Labor, !Bureau of Labor Statistics: Si>ecial Labor FO rce Report No,. 164.

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

1973. More than half of the women farm workers (270,000) were
unpaid family workers; that is, wives or daughters of farm owners or tenants. The number of women employed as farm workers
decreased by about 46 percent in the 1960-73 period, as the
number of farms declined and the average size of farms increased.

Occupational Distribution by Selected Characteristics
30. Occupations of Women by Marital Status
The occupational distribution of employed women varied somewhat with their marital status. More women were employed in
clerical occupations in March 1973 than in any other major
occupation group, whether they were single, married (husband
present), or with other marital status 5 (see table 39). However,
the proportion of women in this occupation group differed according to their marital status. A larger proportion of single women
(38.5 percent) than of either married women (34.1 percent) or
women with other marital status (29.1 percent) were employed
in clerical occupations. One reason for the high percentage of
single women is that many girls who enter the labor force directly
after leaving high school obtain entry level clerical jobs.
A much lower proportion of single women (9.5 percent) than of
married women (15.1 percent) or women with other marital status
(14.6 percent) held operative jobs. Similarly, a smaller proportion
of single women (3.2 percent) than of married women (5.2
percent) or women with other marital status (6.5 percent) held
managerial jobs. The lower percentage of single persons in managerial jobs results from the younger age levels for single women.
(A somewhat higher proportion of single women 35 years of age
or over were managers or administrators than were married
women or women of other marital status who were 35 years of
age or over.)
The difference in the occupational distribution of women by
marital status has narrowed in recent years, as can be seen by
comparing the 1973 distribution with that for 1967 in table 39.
Perhaps the biggest changes were among women who were
widowed, divorced, or separated. The proportion of these women
who were private household workers decreased from 12.1 to 7.4
percent and the proportion who were in clerical jobs increased
from 25.6 to 29.1 percent.
31. Occupations of Women by Age
In March 1973 there were about 14.7 million employed women
5

Includes widowed, divorced, and married women (spouse absent).
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Table 40.—MAJOR

OCCUPATION GROUPS OF EMPLOYED WOMEN, BY
SELECTED AGE GROUPS, MARCH 1 9 7 3

Major occupation group

16 to 34
years

35 years
and over

All occupation groups:
Number (in thousands)
Percent

14,650
100.0

17,275
100.0

16.3
2.7
6.1
38.5
1.0
12.2
.9
3.8
17.5
.9

14.1
6.9
7.4
30.3
1.6
15.1
.8
4.7
17.4
1.6

Professional, technical workers
Managers and administrators (except farm)
Sales workers
Clerical workers
Craft and kindred workers
Operatives
_ _
Laborers (except farm)
Private household workers
Service workers (except private household)
Farm workers

Source: U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report
No. 164.

16 to 34 years of age (46 percent of all employed women) and
17.3 million employed women 35 years of age or over. The occupational distribution of women in these two age groups differed
somewhat. A considerably higher proportion of the younger
women (38.5 percent) were employed in clerical jobs than were
the women 35 years of age or over (30.3 percent). As previously
indicated, this results because a large proportion of young women
who enter the labor force directly from high school obtain entry
level clerical jobs. A higher percentage of women 35 years of age
and over than of those under 35 were in managerial or administrative occupations (6.9 percent versus 2.7 percent), or in operative
jobs (15.1 percent versus 12.2 percent) (see table 40).
32. Occupations

of Minority Race

Women6

Of all employed women in 1973, 28.4 million were white and
4 million (12.3 percent) were members of minority races. The
occupational distribution of minority race women was considerably different from that of white women (see chart J ) . About 42
percent of minority race women were in white-collar jobs, as
compared with more than 63 percent of white women. On the
other hand, more than 38 percent of minority race women were
in service occupations—nearly twice the proportion that white
women were in this occupation group. A somewhat higher propor6
In this section, minority race women denotes Negro, American Indian, Japanese, Chinese,
Filipino, Korean, and women of all other races except white. The 1970 census reported that
black women accounted for 90.2 percent of all minority race women in the United States.
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tion of minority race women (19.1 percent) than of white women
(15.7 percent) were in blue-collar jobs. About 1.3 percent of
minority race women and 1.6 percent of white women were
employed in farm jobs.
A smaller proportion of minority race women than of white
women were employed in each of the white-collar occupation
groups. However, minority race women have been increasing as
a percentage of total female employment in white-collar occupations. In 1973 less than one-fourth of minority race women were
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in clerical jobs, as compared with 36 percent of white women.
Minority race women made up nearly 9 percent of all women
clerical workers in 1973. In 1963 about 10 percent of minority
race women were employed in clerical occupations, and they represented only 3 percent of all women in this occupation group. It is
interesting to note that 173,000 minority race women were secretaries in 1973, and they made up less than 6 percent of all women
employed as secretaries. In contrast, the 136,000 minority race
women who were employed as typists accounted for nearly 14
percent of all women typists.
About 2.5 percent of minority race women were employed as
sales workers; 7.5 percent of white women were in this occupation
group. In 1963, 1.7 percent of minority race women were sales
workers.
About 2.6 percent of minority race women were employed as
managers or administrators in 1973; this is about half the
proportion of white women who were in this occupation group.
The percentage of minority race women in this occupation group
has increased since 1963, when about 1.5 percent were managers
or administrators.
Minority race women made up a higher percentage of all women
in professional and technical occupations (10.2 percent) than they
did in any other white-collar occupation group. About 12 percent
of minority race women workers were in this occupation group;
the proportion for white women was nearly 15 percent. Of the
480,000 minority race women employed in professional occupations
in 1973, 200,000 were noncollege teachers and 78,000 were registered nurses.
The representation of minority race women in major occupation groups within blue-collar work differed greatly. Minority
race women made up a smaller proportion of all women employed
in craft jobs than they did of all women employed as operatives
or laborers. About 1.1 percent of minority race women were employed in craft jobs; the percentage for white women was 1.5
percent. More than one-sixth of all minority race women workers
were employed in operative occupations, as compared with oneeighth of all white women, and they accounted for more than 15
percent of all women in this occupation group. About 1.2 percent
of minority race women were employed as nonfarm laborers;
they accounted for more than 15 percent of all women in this
occupation group.
An indication that the difference in the occupational distribution
of white women and minority race women can be expected to
narrow significantly is seen when examining the occupational
distribution of women 16 to 34 years of age and those 35 years
and over in March 1973 (see table 41 and chart K). More than
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half (54.5 percent) of the minority race women workers under
35 were employed in white-collar jobs, while less than 32 percent
of those 35 and over held such jobs. Among white women, these
proportions were 65 and 63 percent. A further indication is that
the percentage of minority race women under 35 who were in
clerical jobs (35.5 percent) was approaching that of white women
(39 percent).
Only about 6 percent of minority race women 16 to 34 years
of age were private household workers, as compared with nearly 21
percent of minority women 35 years of age and over. The much
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T a b l e 4 1 . — M A J O R OCCUPATION GROUPS OF EMPLOYED WOMEN , BY RACE AND
SELECTED AGE GROUPS, MARCH 1 9 7 3
Minority
races

White
16 to 34
years

Major occupation group

All occupation groups:
Number (in thousands)
Percent
Professional, technical workers
Managers, administators (except farm)
Sales workers
Clerical workers
Craft and kindred workers
Operatives (except transport)
Transport equipment operatives
Laborers (except farm)
Private household workers
Service workers (except private
household)
Farmers and farm managers
Farm laborers and supervisors _

35 years
and over

16 to 34
years

35 years
and over

12,810
100.0

15,137
100.0

1,840
100.0

2,138
100.0

16.7
2.8
6.5
39.0
11.1
.4
.9
3.4

14.5
7.5
8.1
32.5
1.7
14.5
.6
.7
2.5

13.5
2.6
2.9
35.5
.8
16.8
.1

11.6
2.9
2.0
15.0
1.2
14.1
.4

.9
6.0

20.9

17.1
.2
.8

15.7
.4
1.3

20.3

29.8

1.0

—

.6

1.1

—

1.0

Source: U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report
No. 164.

smaller percentage of those in the 16- to 34-year group compared
with those 35 years and older in private household jobs reflects the
rising educational level of younger women, the increasing opportunities to enter other fields as discrimination is being reduced, and
the unwillingness of young minority race women to enter these
relatively low-paying jobs.
See section 10 for information on occupations of American Indian, Aleut, and Eskimo women.
33.

Occupations of Women of Spanish Origin

Data collected in March 1973 by the Bureau of the Census as
a supplement to its monthly Current Population Survey provide
information on the employment status of persons of Spanish
origin in the United States.7 Information on persons of Spanish
origin was reported separately for those of Mexican, Puerto Rican,
and other Spanish origin.
7 U.S. Department of Commerce, Bureau of the Census: "Persons of Spanish Origin in the
United States: March 1973," Current Population Reports, P-20, No. 264, May 1974. Persons of
Spanish origin in this report were determined on the basis of a question that asked for selfidentification of the person's origin or descent. Respondents were asked to select their origin
from a "flash card" listing ethnic origins. Persons of Spanish origin, in particular, were those
who indicated that their origin was either Mexican, Puerto Rican, Cuban, Central or South
American, or some other Spanish origin.
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STATUS AHRD MAJOR OCCUPAT: [ON GROU PS OF
S P A N I S H - O R I G I N W O M E N IN THE U N I:TED STATE!S, BY

Table 42.—EMPLOYMENT

T Y P E OF S P A N I S H OR IGIN, M A IICH

1973

f age and over)
(Women 16 years o:
All
Mexican
Spanish
origin
origin
Employment status and occupation

Puerto
Rican
origin

Other
Spanish
origin 1

3,245

1,812

472

961

In civilian labor force (in thousands)Percent
- _

1,288
39.7

701
38.7

150
31.8

437
45.5

Employed (in thousands)
Percent

1,189
100.0

640
100.0

140
100.0

408
100.0

42.4

41.3

37.9

46.0

6.8
3.6
5.0
27.0

5.2
3.8
5.6
26.7

5.0
2.9
1.4
28.6

10.3
3.9
5.1
26.7

33.4

28.5

49.2

35.6

1.9
30.3
1.2

1.6
25.5
1.4

2.1
45.0
2.1

2.5
32.6
.5

1.7

2.9

.1
1.6

.2
2.7

22.5

27.5

12.1

17.9

17.7
4.8

21.1
6.4

11.4
.7

14.2
3.7

Total (in thousands)

-

-

White-collar workers
Professional, technical workers
Managers, administrators
Sales workers
Clerical workers

-

_ -

Blue-collar workers
Craft and kindred workers
Operatives
_ Nonfarm laborers
Farm workers
Farmers and farm managers
Farm laborers and supervisors
Service workers
Service workers (except private
household)
Private household workers
1

—

.5

—

.5

Includes Cuban, Central or South American, ;and other Spanish origiii.

Source: U.S. Department of Commerce, Bureeiu of the C«insus: Curre nt Populati<on Reports,
Series P-20, No. 264.

Of the more than 3.2 million women 16 years of age or older
of Spanish origin in the United States in March 1973, about 1.3
million—nearly 40 percent—were in the labor force. More than
42 percent of the women of Spanish origin were employed in
white-collar jobs, over 33 percent in blue-collar jobs, nearly 23
percent in service occupations, and less than 2 percent in farm
jobs (see table 42).
Among occupation groups, the largest proportion of women of
Spanish origin were employed as operatives (30 percent). Only
about 3 percent were employed in the other two blue-collar

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

107

occupation groups combined (craft workers and nonfarm laborers). Clerical work was the second largest occupation group,
employing 27 percent of all women of Spanish origin. Nearly 18
percent were employed in service jobs other than in private households, and nearly 5 percent were private household workers.
Table 42 also indicates that there was a considerable difference
in the occupational distribution of women of Mexican origin
compared with women of Puerto Rican or other Spanish origin.
For example, 45 percent of women of Puerto Rican origin were
employed as operatives; less than 26 percent of women of Mexican
origin had operative jobs. The proportion of women of Mexican
origin that were service workers was more than twice the
proportion of Puerto Rican-origin women.
The occupational distribution of women of Spanish origin 8
was significantly different from that of all white women or all
minority race women. A smaller proportion of women of Spanish
origin (7 percent) were employed in professional and technical
occupations than were all white women (15 percent) or all minority race women (12 percent). The proportion of Spanish-origin
women who were employed in clerical jobs (27 percent) was
also lower than the proportion of white women (36 percent) but
was somewhat higher than that of all minority race women (24
percent). A much smaller percentage of women of Spanish origin
were in service jobs (less than 23 percent) than were all minority
race women (nearly 40 percent). However, the proportion of all
white women who were in service occupations (19 percent) was
lower than that for women of Spanish origin.

Class of Worker
In addition to being classified by occupation, the female work
force can be distributed by class of worker. This classification
answers such questions as: For whom does a person work? Does
she work for herself (self-employed) ? Is she an unpaid family
worker? Is she a government employee? Or, as is true of a great
majority of jobholders, does she receive a paycheck from a private
employer?
In April 1974 less than 5 percent of the women workers were
self-employed (see table 43). Only about 100,000 of the more than
1.5 million self-employed women were in agriculture. Nearly all of
the self-employed women in nonagricultural industries were in
services and retail trade.
8 Data on persons of Spanish origin are tabulated separately, without regard to race/color,
which means that persons of Spanish , origin are also included in the data for white and
minority race workers. According to the 1970 census, approximately 98 percent of the Spanishorigin population is white.
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Table 43.—EMPLOYED WOMEN, BY CLA s s OF WORKER, APRIL :L974
(Numbers in thousjands)
Number

Percent

33,264

100.0

Self-employed worker

1,545

4.6

Agriculture
Nonagricultural industries
Unpaid family worker

107
1,438
713

.3
4.3
2.2

257
456
6,655
24,351

.8
1.4
20.0
73.2

184
24,167

.6
72.6

Class of worker

Total

Agriculture
Nonagricultural industries
Government worker
Private wage and salary worker
Agriculture
Nonagricultural industries

Source: U.S. Department of Labor, Bureau of Labor Statistics: Employment amd Earnings,
May 1974.

In the services industry, more than 6 out of 10 women were in
personal services (operating beauty shops, laundries, dressmaking
shops, and child care facilities), and 3 out of 10 were in professional services (medical enterprises such as nursing homes and
educational services). Other self-employed women provided secretarial or bookkeeping services.
Most of the self-employed women in retail trade were operating
food stores, eating and drinking places, general merchandise
stores, and apparel and accessory stores. Significant numbers of
self-employed women were in real estate or insurance businesses
or were lawyers, artists, or writers.
In addition to the 1.4 million women classified as self-employed,
another large group of women, perhaps as many as 200,000, were
persons who considered themselves self-employed but who worked
for corporations. In most cases, they owned or were part of a
group which owned controlling interest in the corporation. Since
all workers of a corporation are defined as wage and salary workers, these women were classified as such workers, even if the
corporations were owned wholely or partially by them. Many of
these women also operated or helped to operate retail businesses
such as eating and drinking places or general merchandise stores.
Others were engaged in service enterprises such as beauty shops
or were in secretarial or bookkeeping services, or private schools.
Another class of women workers closely associated with the
self-employed consists of unpaid family workers. About 700,000
women were unpaid family workers in April 1974. These were
wives and children who were on a family farm or who helped
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the owner in a family business. About 3 out of 8 women unpaid
family workers were in agriculture. Most of the remainder were
employed in retail trade.
Government employees are the second largest class of women
workers. About one-fifth of all women workers, nearly 6.7 million,
were employed by some government agency at the local, State,
or national level in April 1974.
Private wage and salary workers are by far the biggest class
of women workers in our economy. More than 7 out of 10 women
(73 percent) were employed as wage and salary workers by
private firms or individuals.

Employment by Industry
Payroll statistics from establishments in nonagricultural industries provide detailed information on the employment of women
in American industry. These data permit more precise industry
identification than that obtained through household interviews of
either the decennial census or the monthly current population
surveys on which the discussion of employment by occupation,
earlier in this chapter, was based.9 Payroll data were first collected
in 1919, but until 1964, information on women was available on a
regular basis for only a few selected industries. Today, detailed
tables on the employment of women in more than 400 industrial
categories are published quarterly by the Bureau of Labor
Statistics.
Establishment data are used in the following discussions to
show in which industries women are currently employed and to
review changes in the industrial distribution of women in the last
decade.10 Table 44 provides information on the number of women
9 Establishment data are based on payroll records compiled monthly from mail questionnaires by the Bureau of Labor Statistics in cooperation with State agencies. The payroll surveys
provide detailed industry information on wage and salary employees in nonagricultural establishments. The Current Population Survey (CPS) is conducted each month for the Bureau of
Labor Statistics by the Bureau of the Census. It is based on household interviews obtained
from a sample of population 16 years old and over.
The CPS definition of nonagricultural employment comprises persons in nonagricultural
industries who were wage and salary workers (including domestics and other private household
workers), self-employed, or unpaid and working 15 hours or more during the survey week in
family-operated enterprises. The payroll survey covers only wage and salary employees on the
payrolls of nonagricultural establishments.
In the household approach, employed persons holding more than one job are counted only
once and are classified according to the job at which they worked the greatest number of
hours during the survey week. In the payroll series, persons who worked in more than one
establishment during the reporting period are counted each time their names appear on payrolls. For example, workers may be counted more than once if they hold two jobs concurrently
or leave one job for another during the same reference period and thus appear on the payrolls
of both employers.
For a further description of the differences between the surveys, see "Comparing Employment Estimates From Household and Payroll Surveys," Monthly Labor Review, December 1969.
10 For further discussion of employment of women by industry and occupation of women
by industry, see "Where Women Work—An Analysis by Industry and Occupation," Monthly
Labor Review, May 1974.
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Table 44.—WOMEN EMPLOYEES ON NONAGRKCULTURAL , PAYROIiLS,
INDUSTRIES, JANUARY 1964 A N D J A N UARY 1974

196'i

197<1

Industry group

Total nonagricultural industries
Private
Mining
Construction
Manufacturing
Durable goods
Fabricated metal products
Machinery (except electrical)
Electrical equipment and supplies
Transportation equipment
Instruments and related products
Miscellaneous manufacturing
Nondurable goods
Food and kindred products
Meat products
Poultry dressing plants
Canned, cured, and frozen foods
Canned, cured, and frozen seafoods
Confectionery and related productsTobacco manufacturers
Textile mill products
Knitting mills
Apparel and other textile products
Printing and publishing
Periodicals
Blankbooks and bookbinding
Chemicals and allied products
Leather and leather products
Transportation and public utilities
Communication
Telephone communication
Radio and television broadcasting
Wholesale and retail trade
Wholesale trade
Retail trade
Retail general merchandise _
Food stores
Apparel and accessory stores
Eating and drinking places
Miscellaneous retail stores _
Drug stores and proprietary stores—
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Ill

BY SEILECTED

Number
(in thousands)

As percent of
total
employed

Number
(in thousands)

As percent of
total
employed

29,155

39

19,096

34

22,928
40
209
5,736
2,563
278
339
863
203
205
189
3,173
438
98
57
104
25
40
32
483
176
1,046
382
34
29
217
176

37
6
6
29
22
19
16
42
12
40
44
39
26
29
56
41
58
50
42
47
66
81
35
49
51
21
61

15,421
34
143
4,385
1,717
192
201
571
168
123
145
2,668
387
79
35
85
20
39
40
373
134
994
270
33
21
160
179

33
6
6
26
18
17
13
37
10
34
40
37
23
25
53
42
58
51
46
43
67
79
29
48
45
19
53

986
549
500
35

21
47
50
26

706
410
380
22

18
50
56
22

6,640
979
5,661
1,791
726
496
1,511
646
301

41
24
47
68
38
66
56
46
62

4,404
686
3,718
1,163
451
387
969
427
222

37
22
43
70
32
65
56
42
58

T a b l e 4 4 . — W O M E N EMPLOYEES ON NONAGRKCULTURAL PAYROI ,LS, BY SEI-.ECTED
INDUSTRIES, JANUARY 1 9 6 4 AND J A;NTUARY 19 7 4 — C O I itinued
1974

1964

Number
(in thousands)

As percent of
total
employed

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

2,168

53

1,445

50

780

65

454

60

255

58

167

54

61

34

38

31

603

53

435

49

Services
Hotels, tourist courts and motels
Personal services^
Miscellaneous business services
Advertising
Credit reporting and collection
Services to buildings
Medical and other health services
Hospitals
Legal services
Educational services
Elementary and secondary schools
Colleges and universities

Industry group

Government
Federal
State
State
Other
Local
Local
Other

education
State government
education
local government

Number
(in thousands)

As percent of
total
employed

171

55

124

56

248

35

190

36

7,149

55

4,304

51

351

53

245

48

544

62

553

60

642

35

333

34

52

44

40

37

58

71

43

70

133

37

42

27

3,071

81

1,474

78

1,721

80

1,029

82

182

63

105

62

610

49

398

44

261

62

175

58

272

41

197

37

6,225

45

3,675

39

769

29

520

22
38

1,307

43

692

562

43

245

40

745

44

448

37

4,149

50

2,463

46

3,017

62

1,831

63

1,132

33

633

26

Source: U.S. Department of Labor, Bureau of Labior Statisticsi: Emplojanent and E arnings,
May 1974, and Monthly Labor Review, May 1974.

employed in the eight major industry divisions and in selected
industries in January 1964 and January 1974. The percentage that
women are of total employment in each industry is shown.
In January 1974 there were more than 29 million women employed on nonagricultural payrolls in the United States. This was
10 million more than were employed 10 years earlier. The number
of women employees increased at a much faster rate than men
workers did. Women made up 39 percent of the total employment
in 1974, compared with 34 percent in 1964. Most of the increase
in women workers was in four major industry divisions that
showed the fastest growth:
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Increase, millions of
women worker

2.8

Services
Government
Wholesale and retail trade
Manufacturing

2.6

2.2
1.4

34. Service Industry Division
In the late 1960's services became the largest industry division
in employment of women workers. By January 1974 more than 7
million women were employed in services—an increase of nearly
two-thirds in the 10-year period. Medical and health services is
the largest industry within the services division, employing more
than 8 million women in January 1974. This industry more than
doubled in employment in the period January 1964 to January
1974. The forces that contributed to its growth included gains in
the size of the population, a rising affluence that enabled more
persons to afford health care and to demand improved services,
and increases in the roles of special programs covering medical
and health services, such as medicare and medicaid. In January
1974, 8 out of 10 employees in the medical and health services
industry were women. For the services industry division as a
whole, 55 percent of the employees were women.
35. Wholesale and Retail Trade
The trade industry is the second largest employer of women.
In January 1974 about 6.6 million women were employed in trade,
50 percent more than 10 years previously. Less than a million
women workers were employed in wholesale trade, with the
remainder in retail trade. The largest employers of women within
the retail trade division were retail general merchandise (department) stores, with 1.8 million women employees, and eating and
drinking places, with 1.5 million.
Women were only one-fourth of the employees in wholesale
trade but nearly half of the employees in retail trade. Within
retail trade, women made up two-thirds of the employees in
department stores and clothing and accessory shops; three-fifths
of the employees in drug stores; over half of the employees in
eating and drinking places, but less than two-fifths of the employees in food stores.
36. Government
More than one-fifth of all women on nonfarm payrolls were
government employees in January 1974. Two-thirds of the women
in this industry division were employed in local government,
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primarily in schools. About one-fifth were employed at the State
level, and one-eighth worked for the Federal Government. The
number of women government employees increased by nearly 70
percent in the period January 1964 to January 1974—from 3.7
million to 6.2 million. Female employment increased at a much
faster rate than male employment and the proportion women were
of total government employment rose from 39 to 45 percent. Nearly
three-fifths of the total increase of women's employment in government occurred in the education sectors of local and State governments.
37. Manufacturing
Manufacturing still employs the largest share of the male work
force but is only in fourth place among industries in employment
of women. In January 1974, 5.7 million women were employed in
manufacturing industries. Employment of women in this industry
increased by about 30 percent from January 1964 to January 1974,
compared with a growth of more than 50 percent for all nonagricultural industries. One reason for this slower growth is that
some nondurable goods industries employing relatively large
proportions of women (such as apparel and textiles) had small
increases in employment during the decade. About 29 percent of
all employees in the manufacturing industries division are women.
Women accounted for 22 percent of durable goods industries
employment and about 39 percent in nondurable goods industries
in January 1974.
38. Finance, Insurance, and Real Estate
The industry division encompassing finance, insurance, and real
estate became predominantly female during the 1960's. By January 1974 women were 53 percent of total employment (the 1940
and 1950 censuses reported much smaller proportions—34 and
44 percent, respectively). The number of women employees in this
industry division increased by more than 50 percent in the 10-year
period, rising to nearly 2.2 million. The largest groups of women
workers in this division were in banking and insurance.
39. Other Industry Divisions
Nearly a million women workers were employed in the transportation and public utilities industry division in January 1974—
nearly 40 percent more than 10 years previously. About half of
the women in this division were employed in the telephone industry. In construction and mining, women made up only about
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6 percent of total employment. Together these two industries
employed only about 250,000 women workers in January 1974.
40. Difference in Industry Distribution of Women and
Men Workers
The distribution of wage and salary employment of women in
the nonagricultural industries was much different than that for
male workers, as can be seen in table 45. A much higher percentage of women than of men were employed in services,
government, and finance and real estate, but a much higher percentage of men than of women were employed in manufacturing,
construction, mining, and transportation and public utilities.
T a b l e 45.—PERCENT DISTRIBUTION OF EMPLOYMENT OF W O M E N AND M E N
IN NONAGRICULTURAL INDUSTRIES, JANUARY 1 9 7 4
Industry division

All

_

Mining
Construction
Manufacturing
Transportation and public utilities
Wholesale and retail trade
Finance, insurance, and real estate
Services
Government

_

_

Women

Men

100.0

100.0

.1

1.3
6.6
30.3
7.8
20.8
4.1
12.4
16.7

.7
19.7
3.4
22.8
7.4
24.5
21.4

Source: U.S. Department of Labor, Bureau of Labor Statistics: Employment and Earnings,
May 1974.

Women in Federal Civil Service
In October 1978 about 644,000 women were in the full-time
Federal white-collar work force. They made up about 34 percent
of all Federal white-collar workers. The proportion that women
were of all Federal Government workers was as high or higher
in October 1973 than in any period except the World War II
peak (see table 46).
Relative to men, women are concentrated in the lower level civil
service grades (see table 47). In October 1973 women accounted
for nearly 47 percent of all employees in General Schedule (GS)
and equivalent grades 1 to 6, 23 percent in grades 7 to 12, and only
4.5 percent in grades 13 and above. There has been some evidence
of upward movement of women in the grade structure in recent
years. During the October 1967 to October 1972 period, for
115
211-953 0 - 76 - 9
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T a b l e 4 6 . — W O M E N IN FEDERAL CIVIL SERVICE, SELE<:TED YEARS,
1939 TO 197S>1
Year

As percent of
total employment

Number

1973
1972
1970
1968
1958
1952 (Korean W a r )
1947 (return of World W a r II veterans)
1944 (World W a r II peak)
1939

643,647
671,150
654,450
664,497
533,001
601,215
444,194
1,110,545
172,733

34.0
33.7
33.1
34.0
24

25
24
37

19

1 Data are for October of each year except 1944 ( July) and 1958 (]December). Years 193958 refer to civilian employees in the continental Unitied States. Data fc•r the years 1968-73 inelude full-time white-collar employees with the followin g exceptions: Forieign nationals employed
employees of Congress;
overseas; Board of Governors, Federal Reserve Systern; members and <
National Security Agency; Central Intelligence Agenc;y; White House <Office; Architect of the
Capitol; Botanic Gardens; ungraded employees in the J udicial Branch.

Source: U.S. Civil Service Commission, Manpower Statistics Division

example, rates of increase in grades 7 to 12 and 13 and above
were considerably higher for women than for men. It must be
noted, however, that the number of women in the "supergrade"
category (GS 16 and above) did not increase significantly, whereas
there were significant increases for women in the GS 13 through
GS 15 levels (an increase of 2,399, or 41.5 percent). Percentage
changes by grade groupings for 1967 to 1972 for women and men
are shown below:
Percent change

Grade grouping

All grades
GS 1 to 6
GS 7 to 12
GS 13 and above

Women

Men

2.2
-6.2
37.1
40.5

4.1
-9.6
14.3
23.3

On the average, women were younger than men and had fewer
years of Federal service than men. The average age of Federal
civilian employees was 40.3 years for women and 43.6 years for
men in June 1972. The average length of service for women was
10.9 years; for men it was 15.8 years.
Table 48 provides a distribution of the 644,000 women employed in Federal white-collar jobs in October 1973 by civil service
occupation group. Nearly half, 48.6 percent, were employed in
general administrative, clerical, and other office jobs. Of the
313,000 women in this group, about 71,000 were clerk-typists,
61,000 were secretaries, 36,000 were clerk-stenographers, and
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Table 47.—NUMBER

AND PERCE:NT OF WOMEN IN FULL-TIME !FEDERAL
WHITE-COLLAR EMPLOYM[ENT, BY GENERAL SCHEDULE AINTD
EQUIVALENT GR:ADES, OCTOBER 3 1 , 1 9 7 3

Number

As percent
of total
employment

643,647

34.0

2,610
27,773
82,470
_ _ 124,801
119,634
122,097
56,312
16,376
43,860
6,000
21,319
_ 11,343
- 5,492
2,174
1,183
130
48
8
_ .
17

68.5
77.2
77.2
74.5
56.2
24.4
41.6
35.1
28.5
18.3
13.8
8.1
5.1
4.1
3.9
2.2
1.6
1.4
2.8

GS Grade 1

Total 2
01
02
03
04
0506
07
08
09
-10
11
12
13
14
15
16
17
18 _
Above 18

_

_ _

_ _
_

_

_ > _

-

-

1
The grades or levels of the various pa;y systems have been considered equiv alent to specific
general schedule grade solely on the basis of comparison of salary rates.
2
Excludes employees of Central Intelli;gence Agency, National Security Asrency, Board of
Governors of Federal Reserve System, and fo reign nationals overseas.

Source: U.S. Civil Service Commission, ]Manpower Statistics Division.

about 77,000 were general clerical or administrative workers.
Other occupations in this group with significant numbers of women
employees included card-punch operator, mail and file clerk, computer operator and specialist, management analyst and technician,
and telephone operator. The second largest group of women, 10.8
percent, were employed in postal occupations, principally as postal
distribution and window clerks. Nearly 10 percent (62,000) of
the women were in medical or dental occupations, with the largest
numbers employed as registered nurses and nursing assistants.
More than 53,000 women were employed in accounting and budget
occupations, mainly as accounting clerks, accounting technicians,
and tax accountants. Large numbers of women were employed as
supply clerks, legal claims clerks, personnel assistants, procurement clerks and technicians, social insurance administrative workers, social workers, educators, editorial assistants, statistical
assistants, biomedical technicians, librarians, and chemists.
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T a b l e 4 8 . — N U M B E R AND DISTRIBUTION OF WOMEN FEDERAL WHITE-COLLAR
EMPLOYEES, BY CIVIL SERVICE OCCUPATION GROUPS, OCTOBER 3 1 , 1 9 7 3
Occupation area

Total
General administrative, clerical, and office _
Postal
Medical, dental, and public health
Accounting and budget
Supply
Legal and kindred
Personnel management and industrial
relations
Business and industry
Social science (psychology and welfare)
Education
Transportation
Information and arts
Library and archives
Mathematics and statistics
Physical sciences
Biological sciences
Investigation
Engineering and architecture
All others

Number

Percent
distribution

As percent
of total
employees

643,647

100.0

34.0

312,750

48.6

68.0

69,652

10.8

14.6

61,501

9.6

57.8

53,647

8.3
4.1

46.8

26,126
23,365

3.6

48.7

21,365
15,905

3.3

53.3

2.5

24.6

12,021

1.9

29.1

10,166

1.6

38.2

6,263

1.0

15.1

5,915

.9

30.7

5,309

.8

62.4

5,193

.8

36.6

41.1

3,527

.5

8.6

3,071
1,907

.5

7.1

.3

4.3

1,760

.3

1.2.

4,204

.7

4.7

Source: U.S. Civil Service Commission, Manpower Statistics Division.

The U.S. Civil Service Commission reported 11 that on November 30, 1972, about 94,000, or 18.6 percent, of the 503,963
white-collar women employed in the Federal Government were
black; 7,650 were American Indian; and 4,211 were Oriental.
The 10,982 Spanish-origin women made up 2.2 percent of the
full-time white-collar women employed by the Federal Government.

W o m e n in the Armed Services
Women in the armed services of the United States are an
integral part of the Nation's Armed Forces. The successful
utilization of the capabilities of women in uniform during World
War II resulted in the Women's Armed Forces Integration Act
of 1948, which authorized the four branches of service to enlist
and commission women as integrated members of the regular
and reserve forces.
The status of women in the armed services has changed sign

See "Women in Action," Winter 1974, U.S. Civil Service Commission.
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nificantly in recent years. In November 1967 Public Law 90-130
amended previous laws and removed restrictions on the promotional opportunities and career tenure of women officers serving
on active duty. Until passage of Public Law 90-130, for example,
the highest rank to which Women Army Corps members could
aspire was lieutenant colonel, since the law provided for only one
full colonel to serve as director. Public Law 90-130 removed the
restrictions on the promotion of women officers and made it possible for them to achieve general officer or flag rank. This law
also removed a 2-percent female content restriction. Service secretaries now determine the male-female mix. The first women to
achieve general officer rank in June 1970 were Army officers—
the Director of the Women's Army Corps and the Chief of the
Army Nurse Corps. The Air Force promoted two women to the
rank of Brigadier General—the Director of Women in the Air
Force in 1971, and the Chief of the Air Force Nurse Corps in 1972.
The Navy promoted the Director of the Navy Nurse Corps as its
first woman admiral in June 1972. Since then, the Air Force promoted a woman for the first time in history to the grade of
Major General.
Although women have assisted American fighting men during
every major war since the American Revolution, not until World
War I did women, other than nurses, serve in the Armed Forces
in a formal or organized capacity.12 During this war, approximately 13,000 women served with full military status in the Navy
and Marine Corps as "Yeomanettes" and "Marinettes." These two
organizations were disbanded after the war and the Armed Forces
reverted to all-male status, except for women in the healing arts.
Although some efforts were made in the intervening peacetime
period, it was not until the crisis created by World War II that
legislation creating women's components in the armed services
was passed.
Women's peak participation in the Armed Forces was reached
in May 1945, when a total of 266,000 women were in the four
military services. This represented 2.2 percent of the 12 million
persons serving in the military at that time. When Congress conferred permanent military status on women members of the
armed services in 1948, it limited the number of women, less those
in the healing arts, in each service to not more than 2 percent of
total strength. None of the services reached this ceiling and the
number of women in the Armed Forces, including those in the
healing arts, fluctuated between 1 and 1.5 percent.
13 For a discussion of the history of women in the Armed Forces and planning for increased utilization, see "Utilization of Military Women (a report of increased utilization of
military women F Y 1973-1977)," Central All-Volunteer Task Force, Washington, D.C., Office
of Assistant Secretary of Defense (Manpower and Reserve Affairs).
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In 1967 congressional strength limitations on women were removed. The secretary of each military department was allowed
to prescribe the number of women within congressionally imposed
overall personnel ceilings.
The number of women in the armed services is expected to increase sharply. Table 49 indicates the recent and planned growth
in the number of women in the Armed Forces. The number of
women is planned to reach more than 93,000 by June 1975—4.3
percent of all service personnel. In June 1971 fewer than 43,000
women were in the armed services, 1.6 percent of all military personnel. The number of enlistments is expected to increase from
about 13,000 in fiscal year (FY) 1971 to 35,000 in 1975. (A fiscal
year is from July 1 to June 30.) In FY 1975 service women
should account for about 8.6 percent of all Armed Forces (nonprior) service accessions.
In October 1973, 63,004 women were in the armed services
(12,824 officers and 50,180 enlisted personnel). About 63 percent
of the women medical officers were nurses. An additional 7 percent
were in other medical specialties such as physical therapists,
occupational therapists, and physicians. The nonmedical officers
were utilized in staff and operational assignments at all levels of
command. Many served in personnel, administration, and management assignments. Others were in intelligence, communications,
logistics, finance, legal, and numerous other career fields.
The services in the past had been quite restricted on the number
of occupations open to enlisted women. However, recently each of
Table 49.— NUMBER

OF SERVICE WOMEN AND NUMBER OF ENLISTMENTS,
ACTUAL AND PLANNED, FISCAL YEARS 1 9 7 1 - 7 5 1
Number in service
(in thousands)
Actual

Armed services

Planned

FY 1971 FY 1973 FY 1974 FY 1975

Army
Navy
Marine Corps .
Air Force
Total
Percent of total
military
1

Number of enlistments
(in thousands)
Actual

Planned

FY 1971 FY 1973 FY 1974 FY 1975

16.9
8.8
2.3
14.8

20.8
12.3
2.3
19.7

30.7
17.1
2.4
24.7

39.0
21.1
2.7
30.7

5.2
2.5
1.1
4.3

8.7
4.9
1.1
6.2

15.5
6.2
1.2
8.0

17.2
6.8
1.2
10.0

42.8

55.1

74.9

93.5

13.1

20.8

30.9

35.1

1.6

2.4

3.4

4.3

2.4

4.7

8.0

8.6

2

Fiscal year (FY) is from July 1 to June 30.

2

FY 1975 data include (FY 71-74 data exclude) reserves entering for extended active duty
periods of at least 2 years. In 1974 the total was estimated to be 560.
Source:

U.S. Department of Defense.
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the services has effectively opened up all occupations except those
categorized as combat or combat related. Most enlisted women are
in military positions related to women's occupations in civilian
life. In October 1973, nearly one-fourth were in personnel and
administrative jobs such as clerk typist, personnel or management specialist, recruiter, or career counselor (see table 50).
Nearly 16 percent of enlisted women were employed in medical
and dental occupations. Almost 12 percent were in intelligence,
communications, and photography positions with such titles as
communication center specialist, data communication terminal
specialist, and intelligence analyst. Other groups of enlisted women
included supply clerks or storekeepers, payroll and disbursing
specialists, and computer programers and operators. The services
have taken action in recent years to assign women to fields newly
open to them. The Army, for example, is assigning women to
occupations dealing with air defense missiles, precision devices,
automotive maintenance, and motor transport operations. The
Navy has sent women to school to learn quartermaster, boiler,
and signal work. The Air Force has assigned women as electricians, electronic computer repairers, and flight simulator specialists.
T a b l e 50.—PROPORTION OF W O M E N IN THE A R M E D SERVICES
BY OCCUPATION AREAS, OCTOBER 1 9 7 3
Occupation area

Number
Percent
Personnel, administration, and management
Intelligence, communications, and photography
Transportation
Auditing, finance, accounting, and data
processing
_ _
Maintenance, repairs, construction and
engineering
Supply, postal
Reproduction, mapping
Food services, services training
Nurses
Medical (excluding nurses)
Other
Source:
Policy.

Officers

Enlisted
personnel

12,824
100

50,180
100.0

7
3
1

24.9
11.6
1.7

1

3.2

1
1

2.5
6.4
.2
1.9

—

1
63
7
15

15.7
31.9

U.S. Department of Defense, Office of the Assistant Secretary, Military Personnel

W o m e n in Elective Offices
State.—As a result of the November 1974 elections, the number
of women State legislators in 1975 increased by 27 percent over

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

121

those serving in 1974, according to information from the National
Women's Political Caucus. There were 599 women elected to State
lawmaking bodies—almost double the number in 1969 when there
were only 305 women State legislators. Women make up about 8
percent of the 7,584 members of State legislatures in 1975. All
State legislatures have at least one woman member.
There were 51 women major party nominees for offices with
statewide jurisdiction on the November 5, 1974, ballot; 31 were
successful. They joined 14 other women whose terms did not expire, for a total of 45 women who hold statewide elective offices.
Among the women elected in November 1974 were: 1 governor
(the first ever elected in her own right) ; 1 lieutenant governor ;
1 chief justice of a State supreme court; 1 associate justice of a
supreme court; 1 judge, court of special appeals; 9 Secretaries
of State; 7 State treasurers; 3 State auditors; 1 superintendent of
public instruction; 1 public service commissioner; 1 public utilities commissioner; 1 member of a State board of education; and
3 members, board of regents of State universities. These women
will serve in 21 different States: Alabama (5), Arizona (1),
Arkansas (1), California (1), Colorado (1), Connecticut (2),
Delaware (1), Idaho (1), Illinois (1), Indiana (1), Kansas (2),
Maryland (1), Michigan (3), Minnesota (1), New Mexico (1),
New York (1), North Carolina (1), Ohio (1), South Dakota (3),
Vermont (1), Wyoming (1).
Municipal.—In mid-1974, 42 women served as mayors in the
1,000 largest cities in the United States. Twenty-seven of the
women mayors were in the 750 cities with a population of over
30,000.
Federal.—In 1975, 18 women serve in the U.S. House of Representatives—two more than in the previous Congress. Six of
these women are new members. Four women representatives retired at the end of the 1974 session. There are no women U.S.
senators.
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3
WOMEN'S INCOME AND EARNINGS
Most women who work outside the home do so primarily because
they need the income they will earn. The weekly paychecks of single,
widowed, divorced, or separated women and of the wives of men
earning low incomes are usually required to help pay for rent,
food, and other living necessities (see chart L). On the other hand,
a considerable number of women workers are in families where
the husband's income is relatively high. Most of these women
work to help their families attain a higher standard of living, to
help provide for their children's education, or to help support their
parents. For some women, a primary reason for working is to
fulfill a desire to participate in the working community, and to
make use of their talents and skills acquired by long periods of
education and training.
This chapter explores both the income and earnings 1 of women
as measures of their economic status. The level and trend of income of women as a whole, and by occupation, work experience,
age, education, and race are presented. Income of women is compared with that of men. Because the well-being of a woman may
be closely tied to the income of her family, data on income of
families are discussed by type of family (for example, husbandwife families or families headed by women). Wage and salary
income (or earnings) of women workers is presented by selected
occupation and occupation group, by industry, and by full- and
part-time and full- and part-year status.
41. Factors Affecting Earnings and Income
The major sources of income reported by women are wages and
salaries received from employers. These earnings are affected by
such factors as: the type and skill requirements of the job; the
1 Although the terms "earnings" and "income" sometimes are used interchangeably, data
presented as earnings refer to cash compensation for work in the form of wages or salaries
(including commissions, piece-rate payments, and cash bonuses earned) before deduction for
taxes, pensions, union dues, and net income from self-employment. Income includes, in addition
to earnings: social security payments; dividends; interest; income from estates or trusts; net
rental income; public assistance or welfare payments; unemployment or workers' compensation;
government employees', veterans', or private pensions; and alimony.
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industry in which employed; the size of the establishment, its
hiring policy, and whether or not it is unionized; the geographic
location of the job; and the number of hours worked a week and
weeks worked a year. The woman's age, health, education and
training, and attitude toward traditional job roles may greatly
influence her level of earnings. The status of the general economy
also affects the level of earnings because it has some influence on
whether persons (especially women) work full- or part-time and
whether they are in or not in the labor force.
Over the past decade, beginning with passage of the Equal Pay
Act of 1963, increased interest has focused on efforts to ensure
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that women receive the same pay as men for similar work. Yet,
marked differences persist when income and earnings of women
and men are compared. In the past, differences in type of job, job
preparation, and continuity of work experience were identified
as factors influencing income and earnings differentials between
men and women. Only recently, however, have studies become
available, based on a National Longitudinal Survey (NLS), which
help to explain the relative weight these and other factors may
have in influencing earnings differentials.
The intermittency of the work experience of women, especially
married women with children, has emerged as a major factor. The
most obvious effect is on the aggregate level of women's earnings;
the less time worked, the lower the total pay over time. But the
in-out pattern of labor force participation by many women may
have a more subtle and lasting impact. Women reentering the
labor market may find their skills obsolete, or their skills may
need sharpening and training may be required. Promotions that
often come with job seniority are lost. Employers may be less
willing to offer in-plant training, or to hire and train young women
for jobs of responsibility if their tenure is in doubt.
The President's Manpower Report cites studies based upon
work history data made available from the NLS to stress the
particular significance of length of work experience in explaining
earnings variations.2 In one study, adjustment for the difference
in length of work experience for men and women in the same age
and education groups was found to reduce the wage-rate gap between married women and men by about 45 percent. Another
study showed that even among continuously employed women,
earnings were generally lower than those of men workers of
comparable age, occupation, education, and experience. The investigators concluded a significant proportion of the gap was
attributable to discrimination.3
42. Earnings and Income of Women Compared With Men's
Two sets of data for comparing earnings and income of women
and men are available from the Current Population Surveys
(CPS). Each May, in recent years, special questions regarding
usual weekly earnings are asked in the sample of nearly 50,000
households in the United States. Each March the CPS sample
households are asked information regarding income of all kinds
in the previous calendar year. Data from both of these sources
are presented below.
2

Manpower Report of the President, April 1974.

Larry E. Suter and Herman P. Miller, "Income Differences Between Men and Career
Women," American Journal of Sociology, January 1973.
3
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T a b l e 5 1 . — M E D I A N U S U A L W E E K L Y E A R N I N G S OF W A G E AND SALARY WORKERS,
BY SELECTED CHARACTERISTICS, M A Y 1 9 6 7 - M A Y 1 9 7 4
In current dollars
May
1967

Characteristic
Full-time

May
1969

May
1970

May
1971

May
1972

May
1973

May
1974

.t-ercent
change
1967-74 i

Workers

Total

-

.

$109 $121 $130 $138 $144 $159 $169

55.0

Age and Sex

Female
16 to 24 years
25 years and over
Male
16 to 24 years
25 years and over

78
74
79
125
97
131

86
82
88
142
108
148

94
88
96
151
112
160

100
91
103
162
114
172

106
96
110
168
119
178

117
103
121
188
136
203

124
111
131
204
146
219

59.0
50.0
65.8
63.2
50.5
67.2

113
79
130
79
63
90

125
88
146
90
73
104

134
95
157
99
81
113

142
102
168
107
87
123

149
108
172
115
99
129

163
118
194
129
108
149

173
125
209
140
117
160

53.1
58.2
60.8
77.2
85.7
77.8

81
79
72
69

91
87
79
84

100
95
85
89

106
101
89
95

114
108
93
105

124
118
100
111

134
126
105
115

65.4
59.5
45.8
66.7

131
88
104

147
101
119

158
105
121

170
108
131

175
111
135

199
122
147

214
131
157

63.4
48.9
51.0

Race

White
Female
Male
Minority races
Female
Male
Household

status

Female:
Household head
_
Wife of head
Relative of head
Nonrelative of head
Male:
Household head
Relative of head
Nonrelative of head

.

1 In interpreting the earnings gains reported over this period, notice should be taken of
the possible impact of changes introduced in 1973 in the questionnaire used in the May survey.
These questionnaire changes, designed to yield more detailed and more accurate data, may have
contributed to the somewhat larger increase recorded between 1972 and 1973. Hence, some caution should be used in interpreting the earnings changes over this 2-year period. On the other
hand, the impact of these changes on the relative magnitude of the earnings gains recorded
over the entire 1967-74 period is probably slight.

Source:
8, 1974.

U.S. Department of Labor, Bureau of Labor Statistics: News Release, November

Usual Weekly Earnings
Women who worked full-time had median usual weekly earnings of $124 in May 1974 (see table 51). This was about 61 percent of the $204 reported for men. Between May 1967 and 1974,
the median weekly earnings of women, in current dollars, increased by about 59 percent—from $78 to $124. However, when
the effects of price changes are removed (the Consumer Price Index rose by about 46 percent between May 1967 and May 1974),
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the rise in weekly earnings was relatively slow. For example,
when measured in dollars of constant (1967) purchasing power,
median weekly earnings of full-time women workers increased
from only $78 to $85, or 9 percent in the 7-year period; median
earnings of full-time male workers increased by about 11 percent
(in constant dollars) during the same period. The gap between
women's and men's earnings widened slightly between 1967 and
1974. In 1967 women's usual weekly earnings were more than 62
percent of men's; in 1974 they were less than 61 percent.
Young women (16 to 24 years of age) earn less than women 25
years or older and the difference is widening. In May 1974 fulltime women workers 25 years of age and over had median weekly
earnings of $131, about $20—or 18 percent—more than the earnings of women 16 to 24 years of age. In May 1967 the difference
was $5, or less than 7 percent.
Usual weekly earnings of minority race women in May 1974
were ne rly equal to those of white women and the difference has
been narrowing. Full-time minority race women had median
weekly earnings of $117 in May 1974; this was about 7 percent
less than the $125 median for white women. In 1967 white women's
median earnings were about 25 percent more than those of minority race women.
Women who were heads of households had median usual weekly
earnings of $134 in May 1974; working wives—now in over twofifths of all families—reported median usual weekly earnings of
$126, and female relatives of family heads (usually daughters living at home) had median usual weekly earnings of $105 for fulltime work.
Annual Income
In 1973 nearly 70 percent of women 14 years of age or older
received some income of their own (see table 52). The median
income for women was $2,796, compared with $8,056 for men.
However, because a much higher percentage of women worked
part year and/or part time during the week, a better comparison
is for full-time year-round workers. In 1973 full-time year-round
women workers had a median income of $6,488. This was about
57 percent4 of the $11,468 median for men.
4 The 57 percent that year-round full-time women workers' income was of their male
counterparts' income in 1973 is less than the proportion that full-time women workers' median
usual weekly earnings were of similarly employed men's earnings in May 1974. The probable
explanation for this difference is that women teachers and, to a lesser extent, women nurses
who work full time and are thus included in the usual weekly earnings data do not generally
work year round and are not included in the data on income for full-time year-round workers.
For example, median wage or salary income of year-round full-time women workers in professional and technical occupations was about 63.6 percent of the income of men in those
occupations. However, the median usual weekly earnings of women wage and salary full-time
workers employed in professional and technical occupations was about 71.5 percent of that of
their male counterparts.
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Table 52.—INCOME

OF WOMEN AND MEN,

1973

(Persons 14 years of age and over as of March 1974)
Total money
income
Women

Men

57,029
69.3
$2,796

69,387
92.5
$8,056

Total

100.0

100.0

Under $1,000
$1,000 to $4,999
$5,000 to $9,999
$10,000 to $14,999
$15,000 and over

21.0
49.6
23.1
4.8
1.3

8.4
24.5
27.8
22.3
16.9

30.2
$6,488

58.0
$11,468

TOTAL INCOME RECIPIENTS

Number (in thousands)
Percent of population
Median income
PERCENT DISTRIBUTION

YEAR-ROUND FULL-TIME WORKERS

Percent of total income recipients
Median income
Note.—Totals may not add because of rounding.

Source: U.S. Department of Commerce, Bureau of the Census: Current Population Reports, P-60, No. 93 (Advance report).

A comparison of the percentage of women and men at various
income levels further illustrates the striking differences between
the total money income of women and men. For example, in 1973,
21 percent of women (who had some income) had incomes under
$1,000, but only about 8 percent of the men had incomes less than
$1,000. Women fared better in the income bracket of $5,000 to
$10,000, where more of them are likely to be working full time
rather than part time. Nearly 23 percent of the women were in
this income group, compared with 28 percent of the men. At the
upper end of the income scale, only 1.3 percent of the women
earned over $15,000, compared with nearly 17 percent of the men.
Trends in Income Differences
The percentage of all women with income expanded from 61
percent in 1966 to nearly 70 percent in 1973; the percentage of
men was about 92 percent in both years. The proportion of all
women who worked full time year round in 1973 (30 percent)
was about the same as that in 1966, whereas the percentage of
men working full time year round dropped from 60 percent to 58
percent. Women's annual income is much smaller than men's be-
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cause a much higher proportion of men than women work full
time year round and because women are concentrated in lower
paying clerical, service, and sales jobs.
A comparison of median wage or salary incomes of full-time
year-round women and men reveals not only that incomes of
women are considerably less than men's, but also that the gap
has been widening (see chart M). For example, the $2,827 median
wage or salary income of women employed full time year round
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T a b l e 5 3 . — W O M E N ' S MEDIAN W A G E OR SALARY INCOME AS PERCENT OF M E N ' S ,
BY SELECTED M A J O R OCCUPATION GROUP, 1 9 6 2 - 1 9 7 3
(Year-round full-time workers 14 years of age and .over)
Selected major
occupation group

Professional, technical workers
Managers, administrators
(except farm)
Clerical workers
Sales workers
Operatives
Service workers (except
private household)

1973

1972

1971

1970

1969

1968

1967

1966

1965

1964

1963

1962

63.6

64.6

68.6

66.7

64.9

65.9

66.2

65.1

67.7

64.3

64.8

66.1

52.8

52.1

56.2

56.4

53.1

54.5

54.4

54.0

52.2

55.5

55.2

57.8

60.9

62.3

62.4

64.4

65.1

65.1

67.1

66.5

68.1

66.2

67.7

68.6

37.8

38.3

43.0

42.8

40.5

40.5

42.4

41.0

42.4

40.4

39.0

43.6

56.4

57.2

60.8

59.2

59.1

59.2

57.8

55.9

57.1

57.8

57.4

59.4

57.8

58.8

59.5

56.8

58.9

55.0

56.5

55.4

57.0

53.7

57.5

51.8

Source: U.S. Department of Commerce, Bureau of the Census: Current Population Reports, P-60, Nos. 90, 85, 80, 75, 66, 60, 58, 51, 47, 43, and 41, and
P-60, No. 93 (Advance report).
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in 1956 was 63 percent of the $4,466 median income of men. Although women's median income rose to $6,488 in 1973, men's income rose even faster—to $11,468. Thus, full-time year-round
wage and salary income of women fell to 57 percent of men's
income in 1973.
Occupational Income Differences

A comparison of wage or salary income of full-time year-round
women workers in selected occupation groups with that of men
(see table 53 and chart N) shows that women's relative income
position deteriorated in most occupation groups during the period
1962-73.5
5
Some income and earnings data for 1973 became available in mid-1974 for many of the
sections covered in this chapter. However, 1972 or earlier data were used in this and other
sections whenever later data were not available for the specific occupation or industry.
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One of the sharpest drops in relative earnings of women as a
proportion of men's was among clerical workers, where there is
the largest concentration of employed women. In 1973 the median
wage or salary income of women clerical workers was 61 percent
of that of men employed in clerical work; the proportion was 69
percent in 1962. This is a continuation of a long-term downward
trend from 1956, when women clerical workers' salaries were 72
percent of men's. The median wage or salary income of women in
managerial or administrative occupations dropped from 58 percent of men's income in 1962 to 53 percent in 1973; for women
sales workers the decline was from 44 to 38 percent, and for
women operatives it went from 59 to 56 percent.
One exception to the drop in relative earnings was the service
workers (except private household) group in which women scored
a substantial percentage gain. In this group in which nearly 18
percent of women were employed, women's income increased as
a proportion of men's from 52 percent in 1962 to 58 percent in
1973. However, most of this change took place prior to 1970.
43. Income by Work Experience
The far more prevalent part-time, part-year work pattern for
women than for men accounts in part for the differences in median incomes between women and men.6 Only 50 percent of all
women with money earnings in 1972, compared with 70 percent
of all men, worked 50 or more weeks either at full- or part-time
jobs. This lower year-round work pattern of women helps to explain why the median income for all women with earnings in 1973
was only about 35 percent of that for men.
Women who worked part time earned substantially less than
women who worked full time (see table 54) . The median earnings
for women who worked at full-time jobs in 1972 was $4,595, compared with $870 for those in part-time jobs. The reason for this
large difference in median earnings is not only the number of
hours worked in a week but also the number of weeks worked in
a year. Nearly 1 out of 2 of all women who worked at part-time
jobs worked 26 weeks or less during the year, whereas only 1 out
of 5 women who worked at full-time jobs worked 26 or fewer
weeks.
44. Income by Age
When women's income is analyzed in terms of the ages of the
women involved, important differences are found in the propor6 This does not, however, affect the comparison of full-time year-round earnings of women
and men presented previously.
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T a b l e 5 4 . — M E D I A N TOTAL M O N E Y E A R N I N G S OF W O M E N IN 1 9 7 2 ,
BY W O R K

EXPERIENCE

(Women 14 years of age and over as of March 1973)
Women with full-time jobs 1
Percent
of
total

Mediah
earnings

Number
(in
thousands)

Percent
of
total

Median
earnings

.

27,178

100.0

$4,595

12,291

100.0

$ 870

to 52 weeks
.
.
to 49 weeks
to 39 weeks
.
to 26 weeks
.
weeks or less—.

16,675
2,444
2,334
3,013
2,713

61.4
9.0
8.6
11.1
10.0

5,903
4,246
2,978
1,823
516

3,776
1,297
1,487
2,471
3,260

30.7
10.6
12.1
20.1
26.5

1,976
1,578
1,299
712
306

Total
50
40
27
14
13

Women with part-time jobs 2

Number
(in
thousands)

1

Worked 35 hours or more a week.

3

Worked less than 35 hours a week.

Source: U.S. Department of Commerce, Bureau of the Census: Current Population Reports,
P-60, No. 90.

tion who received income as well as in the median amount received. In 1973 among the 20- to 24-year-age group, 79 percent of
the women received some income; the median income of yearround full-time women in this age group was $5,530. Women 25
to 34 years of age who worked full time year round had the highest
median income among the various age groups—$7,086; about 67
percent of the women in this age group received some income. The
median full-time year-round earnings of women 35 to 44, 45 to 54,
and 55 to 64 were similar—$6,782, $6,673, and $6,587, respectively. Women aged 65 and over had the highest percentage of all
age groups receiving income—87 percent. This reflects their general nonlabor force status and dependence on social security
benefits or pension payments. The median income of full-time yearround women workers in this age group was $5,560.
45. Income by Education
There is a definite correlation between educational attainment
and income among both women and men (see table 55). Those
with the least schooling had the lowest income and those with the
most formal education had the highest.
Of women 25 years of age and over who worked year round
full time in 1973, those with 4 or more years of college had the
highest median income—$9,771. Women high school graduates
(no college) who worked full time year round had a median income of $6,623, about two-thirds of that of college graduates. The
comparable median income of women with 8 years of schooling
was $5,135.
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T a b l e 5 5 . — M E D I A N INCOME IN 1 9 7 3 OF Y E A R - R O U N D F U L L - T I M E WORKERS
BY EDUCATIONAL A T T A I N M E N T AND SEX
(Persons 25 years old and over as of March 1974)

W6men

Men

Women as
percent
of men

$6,791

$12,088

56.2

Elementary school:
Less than 8 years
8 years

4,369
5,135

7,521
9,406

58.1
54.6

High school:
1 to 3 years
4 years

5,513
6,623

10,401
12,017

53.0
55.1

College:
1 to 3 years
4 years or more

7,593
9,771

13,090
16,576

58.0
58.9

„,
.
Educational attainment

Total

Source: U.S. Department of Commerce, Bureau of the Census: Current Population Reports,
P-60, No. 93 (Advance report).

Women's median income was far below that for men at every
educational level. For college graduates, the median income of
women was about 59 percent of men's; for women with 4 years
of high school, 55 percent; and for women with 8 years of schooling, also 55 percent.
46. Income by Occupation
The wage or salary income of women and men is obviously influenced by the type of job they hold (see table 56). Occupations
that have greater educational and training requirements generally
pay better than those with lesser requirements. Among women
who were year-round full-time workers in 1973, the highest median wage or salary incomes were received by professional and
technical workers ($9,093) and managers and administrators
($7,667). In the clerical field, where about one-third of women
workers were employed, the median was $6,469. Women operatives had median incomes of about $5,358 and women service
workers (except private household), $4,588. At the low end of the
income scale, women private household workers averaged only
$2,069, even when they worked full time year round.
47. Earnings by Union Membership
A number of studies by the Bureau of Labor Statistics and the
Census Bureau have shown that union women and men employed
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T a b l e 5 6 . — M E D I A N W A G E OR SALARY INCOME

1

OF F U L L - T I M E Y E A R - E O U N D

WORKERS, BY SEX AND N O N F A R M OCCUPATION GROUP, 1 9 7 3
(Persons 14 years of age and over)
Median wage or
salary income
Major occupation group

Professional, technical workers
Managers, administrators (except farm)
Sales workers
Clerical workers
Craft and kindred workers
Operatives (including transport)
Service workers (except private
household)
Private household workers
Nonfarm laborers
1

Excludes those with no wage or salary income.

2

Fewer than 75,000 men.

Women's wage
or salary
income as
percent of
men's

Women

Men

$9,093

$14,306

63.6

7,667

14,519

52.8

4,650

12,296

37.8

6,469

10,627

60.9

6,144

11,245

54.6

5,358

9,503

56.4

4,588

7,937

57.8

2,069

(2)

4,956

8,158

60.8

Source: U.S. Department of Commerce, Bureau of the Census: Current Population Reports,
P-60, No. 93 (Advance report).

year round on a full-time basis earn more than nonunion employees. A 1970 Bureau of Labor Statistics study found that for
blue-collar women workers, nonunion women averaged $4,297—
$647 less than their union counterparts.7 White-collar workers
(both men and women) showed a similar differential—nonunion
workers earned an average of $8,532 a year and union workers
earned $8,858.
48. Wage or Salary Income of White and Minority Race
Women
Although minority race women have made significant gains
during recent years in their earnings compared with those of
white women, their earnings are still lower. In 1973 the median
wage or salary income of minority race women who worked at
year-round full-time jobs was $5,772, or 88 percent of that of
white women ($6,544) (see table 57). In 1963 their median wage
or salary income was less than 64 percent of white women's. In
1973 the income of minority race women was closer to that of
white women (88 percent) than minority race men's income was
to that of white men—72 percent.
The improved salary or wage income status of minority race
women is the result of such diverse factors as increased educa7 U.S. Department of Labor, Bureau of Labor Statistics: "Selected Earnings and Demographic Characteristics of Union Members, 1970," Report 417, 1972.
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T a b l e 5 7 . — M E D I A N W A G E OR SALARY INCOME OP Y E A R - R O U N D F U L L - T I M E WORKERS, 1
BY SEX AND RACE, 1 9 3 9 AND 1 9 6 0 - 7 3
As percent of
white men

Median income
Women

Men

Minority
race
women

Minority
race
men

As percent of
minority race men
Minority
race
women

As percent of
white women
Minority
race
women

Year

White

Minorityrace

1973

$6,544

$5,772

$11,633

$8,363

56.3

49.6

71.9

78.2

69.0

88.2

1972

6,131

5,320

10,786

7,548

56.8

49.3

70.0

81.2

70.5

86.8

White

Minority
race

White
women

White
women

1971

5,749

5,181

9,801

6,928

58.7

52.9

70.7

83.0

74.8

90.1

1970

5,490

4,674

9,373

6,598

58.6

49.9

70.4

83.2

70.8

85.1

1969

5,168

4,231

8,876

6,158

58.2

47.7

69.4

83.9

68.7

81.9

1968

4,700

3,677

8,014

5,603

58.6

45.9

69.9

83.9

65.6

78.2

1967

4,394

3,363

7,512

5,069

58.5

44.8

67.5

86.7

66.3

76.5

1966

4,152

2,949

7,164

4,528

58.0

41.2

63.2

91.7

65.1

71.0

1965

3,991

2,816

6,704

4,277

59.5

42.0

63.8

93.3

65.8

70.6

1964

3,859

2,674

6,497

4,285

59.4

41.2

66.0

90.1

62.4

69.3

1963

3,723

2,368

6,277

4,104

59.3

37.7

65.4

90.7

57.7

63.6

1962

3,601

2,278

6,025

3,799

59.8

37.8

63.1

94.8

60.0

63.3

1961

3,480

2,325

5,880

3,883

59.2

39.5

66.0

89.6

59.9

66.8

1960

3,410

2,372

5 ;662

3,789

60.2

41.9

66.9

90.0

62.6

69.6

1939

863

327

1,419

639

60.8

23.0

45.0

135.1

51.2

37.9

1

Worked 35 hours or more a week for 50 to 52 weeks.

Source: U.S. Department of Commerce, Bureau of the Census: Current Population Reports, P-60, Nos. 90, 85, 80, 75, 66, 60, 53, 51, 47, 43, 41, 39, 37, 27,
and P-60, No. 93 (Advance report).
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tional attainment, geographical migration, and changing occupational distribution of employment. For example, minority race
women in the labor force increased their level of schooling between 1962 and 1973 from a median of 10.5 years to 12.1 years;
for white women the comparable figures were 12.3 to 12.5. Some
of the occupational changes have had a dramatic effect on earnings. The proportion of minority race women employed in the
low-wage household worker occupation group has declined sharply,
and employment of minority women in clerical occupations has
increased greatly.
49. Income of Families
The economic status of women is greatly affected by the income
of the families of which they are a part, since most Americans—
about 91 percent or nearly 190 million persons in 1973—live as
part of a family. In 1973 the 55 million U.S. families had a median
income of $12,051 (see table 58). Between 1952 and 1973, the
level of median incomes for families tripled, reflecting an average
annual rate of 5.5 percent in current dollars and 3 percent when
expressed in terms of constant purchasing power which takes
into account changing prices.
In 1973 the City Worker's Family Budget8 considered $12,626
as necessary for an urban family of four, including two children,
to enjoy a moderate standard of living. For 4-person families in
1973, the median income was estimated at $13,710.
A significant portion of the rise in overall family income levels
is attributed to the increase in labor force participation by wives
in husband-wife families from about 26 percent in 1952 to about
42 percent in 1973. Average family income has also shifted upward as a greater proportion of family heads were employed in
professional and technical occupations and a smaller percentage
in farm jobs.
Income of Husband-Wife Families and Contribution of
Working Wives
Median family income was $13,028 in 1973 for the 46.8 million
husband-wife families. In the 19.5 million families where the wife
was in the paid labor force, the median was $15,237—17 percent
higher than for all husband-wife families, and 33 percent above
8 Family budgets are computed for three different levels of living—higher,
intermediate
(moderately low), and lower, and are also available at different levels for a retired couple. See
Handbook of Labor Statistics, 1973, Bureau of Labor Statistics, U.S. Department of Labor. A
Revised Equivalence Scale for Urban Families of Different Size, Age, and Composition is also
available to convert 4-person family budgets for use with families of different composition. See
table 149 in the Handbook of Labor Statistics, 1973, p. 339. The City Worker's Family Budget
consists of a family of 4—an employed husband aged 38, a wife not employed outside the home,
an 8-year-old girl, and a 13-year-old boy.
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T a b l e 5 8 . — M E D I A N INCOME OF FAMILIES, BY TYPE
OF FAMILY AND RACE, 1 9 7 3

Median income
of all families

Selected characteristics

All families
Type of family (all races)
Male head
Married, wife present
Wife in paid labor force
Wife not in paid labor force
Other marital status
Female head
Type of family (head of household white)
Male head
Married, wife present
Wife in paid labor force
Wife not in paid labor force
Other marital status
Female head
Type of family (head of household black)
Male head
Married, wife present
Wife in paid labor force
Wife not in paid labor force
Other marital status
Female head

Median income of
families headed by
year-round fulltime workers

$12,051

$14,614

12,965

14,965

13,028
15,237

15,000

11,418

13,675

10,742

13,453

5,797

8,795

13,253

15,305
15,353

13,297
15,654

17,292

17,586

11,716

13,911

11,585

13,907

6,560

9,516

9,549

11,730

9,729

11,776

12,266

13,817

7,148

9,297

6,767

10,415

4,226

7,095

Source: U.S. Department of Commerce, Bureau of the Census: Current Population Reports,
P-60, No. 93 (Advance report).

the $11,418 median in families where the wife had no paid work.
It is significant that in only 36 percent of husband-wife families
was the husband the only earner in 1972. In more than half of
husband-wife families, the wife had earnings, and in about oneeighth of the families, persons other than the husband or wife
had earnings (see chart 0 ) .
A significant change occurred in the income distribution of
husband-wife families in the 1952-73 period as the number of
such families with working wives more than doubled. In 1973
nearly two-fifths of all husband-wife families had incomes of
$15,000 or more, and the wife worked for pay in nearly 54 percent
of these families. In 1952 the wife was in paid employment in less
than 34 percent of husband-wife families with comparable incomes (measured in constant 1973 dollars).
The earnings that women make and contribute as part of family
income enable many families to significantly increase their stan-
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dard of living. Working wives in white families had mean earnings
of $4,125 in 1973, accounting for nearly one-fourth of total mean
family income (see chart P). Black wives' mean earnings were
$4,129 and accounted for nearly one-third of total mean family
income in 1973. (See further discussion below on income of white
and black wives.) Wives who worked year round full time (all
races) in 1973 had median incomes of $6,364, and their income
accounted for 38 percent of family income.
Income of Families

Headed by

Women

About 6.6 million families, or 12 percent of all families in the
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United States, were headed by women in 1973. The number of
families headed by women increased by more than 50 percent in
the 1955-73 period. Moreover, the number increased by a million
in the 1970-73 period; this was nearly equal to the increase in
number (1.1 million) that occurred in the entire 1960-70 decade.
The median income of families headed by women was $5,797 in
1973. Families in which the female head was a year-round fulltime worker had a higher median income—$8,795. However, this
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was still substantially below the $13,675 median income of families
in which the male head worked year-round full-time but the wife
did not work outside the home.
Nearly 1 out of 5 women who headed families was under 29
years of age in 1973, compared with 1 out of 10 in 1960. Among
the factors responsible for this change are the different age distribution of the population, higher divorce and separation rates,
and growing economic independence of women owing to increased
labor force participation.
Families Living in Poverty
Despite the continuing rise in family income, there were about
4.8 million families, or nearly 9 percent of all families in the Nation, living in poverty in 1973.9 Whereas families headed by women
were 12 percent of all families, they constituted 45 percent of all
low-income families.
The Council of Economic Advisers has concluded that perhaps
the most important issue concerning poverty status in this country is the increasing identification of poverty with the female-head
family.10 The number of low-income families headed by men declined sharply between 1959 and 1973, while there was a 14-percent increase in the number of low-income families headed by
women. Since 1959, families headed by women have become a
greater proportion of all low-income families—23 percent in 1959,
30 percent in 1966, and 45 percent in 1973.
A total of 18.3 million persons were in families below the lowincome level in 1973. In addition, there were about 4.7 million
unrelated individuals (persons living alone or with nonrelatives)
below the low-income level, and women accounted for 3.2 million,
or about two-thirds, of them. About one-third of these women were
black. More than half of all of the unrelated individuals were 65
years of age or older.
About 9.5 million children, or 14 percent of all children under
18 years of age in the United States, lived in poverty in 1973 (see
table 59). More than half of all children living in poverty were
part of families headed by women.
Income of White and Black Families
The median income for black families in 1973 was about $7,270,
or about 58 percent of the $12,600 median for white families. The
income gap between black and white families narrowed significantly between the 1960-69 period. However, in the 1969-73 period, the median income of black families (in constant 1973
dollars) grew by about 1 percent, whereas the median income of
white families increased by about 6 percent. Thus, the ratio of
9 In 1973 the income level which separated "poor" from "nonpoor" was $4,540 for a nonfarm family of four; in 1972 it was $4,275; and in 1959, $2,973.
10

Economic Report of the President, 1974.
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T a b l e 59.—CHILDREN UNDER AGE 18 IN FAMILIES BELOW THE
LOW-INCOME LEVEL 1 IN

1973
As percent of all
children under 18

Number of
children (in
thousands)

Total

White

Black

9,453

14.2

9.7

40.6

Male head

4,282

7.6

6.0

21.7

Female head

5,171

52.1

42.1

67.2

Type of family

Total

1

The low income or poverty level was 3>4,540 for a nonfarm family of four.

Source: U.S. Department of Commerce, Bureau of the Census: Current Population Reports,
P-60, No. 94.

median incomes of black to white families declined from 61 to 58
percent.
The overall family income ratio of black to white is affected by
several factors, and the drop reflects the influence of changes in
the proportion of husband-wife families with wives in the paid
labor force, the proportion of families headed by women, the
number of earners in a family, occupational distribution, and
work experience patterns. For example, the proportion of black
husband-wife families with a working wife decreased between
1970 and 1973. Also, the percentage of black families headed by
women, who generally have lower income, increased.
Wives' income in black husband-wife families was particularly
significant. In families in which both husband and wife had earnings, the average earnings of black husbands were $7,349 and for
their wives, $4,014 in 1972. (For whites, the comparable figures
were $9,996 for husbands and $3,932 for wives.) In every age
group up to age 55, black wives' mean (arithmetic average) earnings were higher in dollars than those of white wives, and were
higher as a proportion of their husbands' earnings than were
those of whites. The higher earnings of black than white wives
is probably due to the higher percentage of black wives working
year round. Black men's mean earnings for every age group were
below the amount estimated in 1972 ($11,446) for a family of
four to enjoy a moderate standard of living. Their wives' earnings
helped the families to exceed or come closer to this standard.
A very large proportion—35 percent—of all black families were
headed by women in 1973, compared with 10 percent among white
families. The median income of black families headed by women
was $4,226, compared with $6,560 for white families headed
by women.
In 1973 there were more than 1.5 million black families and 3.2
million white families below the low-income level. More than one-
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fourth of all black families, compared with less than 7 percent of
all white families, were in the low-income level category.
Over two-fifths of all black children, compared with only onetenth of white children, were in poor families. Of the nearly 4
million black children living in poverty, about two-thirds were in
families headed by women. The comparable proportion for white
children was about two-fifths.
See section 10 for information on income of American Indian,
Aleut, and Eskimo families.
Income of Families of Spanish Origin
The 2.4 million families of Spanish origin had a median family
income of $8,715 in 1973. This compares with about $12,050 for
all families in the United States. The median family income varied
by the family head's country of origin. The median family income
of families whose head was of Puerto Rican origin was $6,779;
of Mexican origin, $8,434; and of other Spanish origin (including
Cuban and Central or South American), $11,191.
About 18 percent of families whose head was of Spanish origin
had incomes of more than $15,000. This proportion was about half
that of all families in the United States—36 percent with incomes
over $15,000.
About 22 percent of persons of Spanish origin had incomes below the low-income level in 1973, compared with about 10.5 percent
for all persons in the United States not of Spanish origin. The
proportion of persons of Spanish origin below the low-income
level ranged from 34 percent for those of Puerto Rican origin to
7.5 percent for those of Cuban origin. About 17 percent of the
families of Spanish origin were headed by women; more than half
of these families had incomes at the poverty level.
50. Income and Levels of Well-Being
What does the previous discussion of family incomes and earnings mean in terms of the level of comfort and well-being experienced in daily living by people at different income levels? A
volume of social indicators, the first of its kind compiled by the
Government, offers insights into the health, public safety, education, housing, and leisure and recreational activities of people by
sex and by broad income groupings.11 Although the usual difficulties exist in assessing the relative impact that diverse factors may
have, nonetheless, the emerging profiles of social conditions for
various income levels are an attempt to measure the quality of
life as related to income.
Health.—At income levels under $5,000 in 1971, nearly 40 per11

Executive Office of the President, Office of Management and Budget: Social Indicators,

1973.
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cent of people had a great deal of confidence in being able to get
good medical care for themselves and their families, if needed. The
percentage of personal confidence rose to about 45 percent for those
in the $7,000 to $15,000 range, and to 58 percent for those at income
levels of $15,000 and over. In 1970 only 39 percent of families
with incomes under $3,000, and 53 percent of families with incomes $3,000 to $5,000 had hospital insurance coverage; 84 percent of families with incomes between $7,000 and $10,000 and 90
percent of those with incomes over $10,000 had coverage.
Housing.—Of the 4.7 million substandard dwelling units in the
Nation, over half were occupied by families with incomes less
than $4,000 in 1970; only about one-tenth were occupied by families with $10,000 or more in income.
Recreation.—Households with incomes in 1970 of $7,500 to
$9,999 spent more than twice the time swimming, playing outdoor
games or sports, bicycling, or camping than did those with incomes below $5,000.
Consumer expenditures.—The percentage of after-tax income
spent on living necessities such as housing, food, and transportation is proportionately greater for the lower than higher income
groups. During inflationary periods, particularly, this becomes
most burdensome to low-income groups as they struggle to keep
up with rising living costs. One study found that the ratio of
gross rent to income was 35 percent or more in three-fourths of
the low-income families with a female head; the same gross rent
to income ratio (35 percent or more) was found in only 16 percent
of female-head families above the low-income level.12

Earnings by Occupation
When considering women in the labor force, most people relate
women workers with their earnings from wages and salaries (or
from self-employment) rather than in terms of total income. Some
parts of total income may be unrelated to their activities in the
working world, such as income from dividends, interest, rent, receipts of welfare payments or public assistance, or of alimony. In
considering change in the status of women workers, earnings
may be a better indicator of the current picture and historical
change than total income. The following discussion on occupational
earnings is based on data from a number of sources.13
12 U.S. Department of Commerce, Bureau of the Census: Current Population Reports, P-28,
No. 50.
13 Earnings of women by occupation are collected by the U.S. Department of Labor and
other Government agencies, by professional societies, and by research organizations. The Bureau
of Labor Statistics collects information on earnings of women by three types of surveys: industry wage surveys, area wage surveys, and the National Survey of Professional, Adminis-
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51• Office Clerical Workers
More than one-third of all women workers were employed in
clerical jobs in 1973. The main source of salary information for
women engaged in clerical work is the Bureau of Labor Statistics
community wage surveys conducted regularly in 85 important
centers of business and industry which represent the 246 Standard Metropolitan Statistical Areas of the United States. These
reports show average earnings for major office occupations and
the number of workers in specified salary groupings.
The latest detailed occupational information available in mid1974 on clerical and clerical supervisory workers was for the years
1971 and 1972. However, these data which are presented below
can be roughly adjusted to make them more current by data collected by the Bureau of Labor Statistics which indicated that
clerical salaries rose more than 5 percent from 1972 to 1973, and
more than 6 percent from 1973 to 1974.
Nationally, the highest weekly average straight-time earnings
of $169 were received in 1971 by Class A secretaries—women
who work for top officers in large corporations. Women employed
as secretaries to managers at lower ranks or in small firms (under
100 employed) also ranked among the highest paid; for example,
Class B secretaries received $157 and Class D, $132. Other relatively high-paying clerical jobs for women were tabulatingmachine operators, Class A, $153 weekly; accounting clerks, Class
A, $135; and senior stenographers, $135 (see tables 60 and 61).
Wages below $100 weekly were received by file clerks, Class B
($96) ; file clerks, Class C ($87) ; messengers ($93) ; and typists,
Class B ($99).
Class A secretaries in the Northeast received average straighttime earnings of $180 weekly, the highest not only for this occupation, by region, but for any of the female-concentrated clerical
occupations studied in 1971-72. Class A secretaries were paid $172
in the West, $165 in the North Central, and $152 in the South.
Typists, Class A, received about the same weekly pay in three
regions—$117 in the Northeast, $118 in the West, $120 in the
North Central, but $107 in the South.
In each of eight occupations studied for women and men in the
same jobs, men always were paid more than women. However, the
differential varied, depending upon the particular job. Nationally,
trative, Technical, and Clerical Pay. These surveys, which cover a wide variety of industries
and occupations, include considerable detail on specific occupations in which both men and
women are employed. Where information is provided for wage rates on a weekly or hourly
basis, it is for straight-time earnings, excluding premium pay for overtime, weekend, holiday,
or late shift work. Information is given separately on paid holidays and vacations, and on such
fringe benefits as health and pension plans. For a complete discussion of the scope of these
surveys, see BLS Handbook of Methods, Bulletin 1711, Bureau of Labor Statistics, U.S. Department of Labor, 1971.
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T a b l e 6 0 . — A V E R A G E STRAIGHT-TIME E A R N I N G S OF W O M E N FOR SELECTED
OFFICE CLERICAL OCCUPATIONS IN S I X BROAD INDUSTRY DIVISIONS
I N A L L METROPOLITAN AREAS, BY REGION, FEBRUARY 1 9 7 2 1
Average straight-time earnings
Occupation and grade

Billers, machine:
Billing machine
Bookkeeping machine
_ _
Bookkeeping machine
operators:
Class A
Class B
Clerks:
File, Class A
File, Class B
._
File, Class C
Comptometer operators
Keypunch operators, Class A
Keypunch operators, class B
Secretaries2
_
Class A
Class B
Class C
Class D
Stenographers, general
Stenographers, senior
Switchboard operators, Class A
Switchboard operators, Class B
Switchboard operatorsreceptionists
Transcribing machine
operators, general
Typists, Class A Typists, Class B

United
States

Northeast

South

NorthCentral

West

$111.00
103.50

$111.50
107.00

$ 98.00
94.50

$117.50
108.50

$118.50
108.00

125.50
104.00

130.00
108.00

113.50
96.00

129.00
106.00

129.50
116.00

116.00
95.50
86.50
116.50
124.50
109.50
145.00
169.00
157.00
147.00
131.50
116.50
134.50
127.50
103.00

116.50
97.50
91.00
115.50
123.50
109.50
149.50
180.00
163.00
148.00
135.50
117.50
132.50
128.00
112.50

111.50
88.50
80.50
105.00
116.00
100.00
132.50
151.50
141.00
136.00
121.00
111.50
130.00
116.50
92.00

116.50
96.50
86.00
120.50
127.00
113.00
147.00
164.50
158.00
148.50
130.00
117.50
138.00
132.00
102.50

121.00
101.00
87.50
125.50
134.00
119.00
149.00
172.00
163.50
151.50
136.00
121.50
137.50
129.50
104.50

108.00

111.00

100.00

110.00

113.00

107.00
116.00
99.00

111.00

100.00
106.50
91.50

107.50
119.50
98.50

113.50
118.00
103.50

117.00
102.00

1 Earnings are regular straight-time salaries paid for standard workweeks. Industry divisions include: manufacturing; transportation, communication, and other public utilities;
wholesale trade; retail trade; finance, insurance, and real estate; and selected services. Metropolitan areas are the 246 Standard Metropolitan Statistical Areas in the United States (excluding Alaska and Hawaii). The regions are defined as follows: Northeast—Connecticut,
Maine, Massachusetts, New Hampshire, New Jersey, New York, Pennsylvania, Rhode Island,
and Vermont; South—Alabama, Arkansas, Delaware, District of Columbia, Florida, Georgia,
Kentucky, Louisiana, Maryland, Mississippi, North Carolina, Oklahoma, South Carolina, Tennessee, Texas, Virginia, and West Virginia; North Central—Illinois, Indiana, Iowa, Kansas,
Michigan, Minnesota, Missouri, Nebraska, North Dakota, Ohio, South Dakota, and Wisconsin;
and West—Arizona, California, Colorado, Idaho, Montana, Nevada, New Mexico, Oregon, Utah,
Washington, and Wyoming. Average month of reference is February. Data were collected during
the period July 1971 through June 1972.
a

May include workers other than those presented separately.

Source: U.S. Department of Labor, Bureau of Labor Statistics: Occupational Earnings in
all Metropolitan Areas, 1971-72, Press Release.
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T a b l e 6 1 . — A V E R A G E STRAIGHT-TIME W E E K L Y E A R N I N G S FOR SELECTED OFFICE CLERICAL
OCCUPATIONS IN SIX BROAD INDUSTRY DIVISIONS IN A L L METROPOLITAN A R E A S ,
BY REGION AND SEX, FEBRUARY 1 9 7 2 1
Northeast

United States
Office
clerical
occupation
and grade

Women

Men

Men

Women

Men

Men

Men

Men

Percent 2
Women

Percent 2
Women

Percent 2
Women
Women

West

North Central

South
Percent 2
Women

Percent 2
Women

Women

Men

Men

Men

Men

Clerks:
Accounting,
Class

A _ $135.00

$164.50

82.1 $135.50

$162.50

83.4 $128.00 $160.00

80.0 $138.50

$172.00

80.5 $139.00

$158.50

87.7

Accounting,
108.50

134.50

80.7

110.50

136.00

81.3

102.00

127.50

80.0

110.00

141.50

77.7

115.00

133.00

86.5

M

Order

Class

B_

111.50

148.50

75.1

113.00

159.00

71.1

102.50

133.00

77.1

112.00

154.00

72.7

122.50

156.50

78.3

^

Payroll

124.00

161.50

76.8

119.00

157.50

75.6

115.00

153.50

74.9

128.00

170.50

75.1

135.00

165.50

81.6

93.00

99.00

93.9

97.50

100.50

97.0

86.00

92.50

93.0

92.50

101.00

91.6

93.00

102.00

91.2

Messengers

.

Tabulating
machine
operators:
Class

A_

152.50

170.50

89.4

149.50

165.00

90.6

167.50

—

163.50

181.00

90.3

—

—

—

Class

B_

132.50

142.00

93.3

128.50

137.50

93.5

122.50

—

132.00

92.8

140.00

150.50

93.0

137.50

149.00

92.3

Class

C_

112.00

119.00

94.1

116.00

119.00

97.5

101.00

109.00

92.7

114.00

127.00

89.8

—

—

—

1 Earnings are regular straight-time salaries paid for standard workweeks. Industry divisions include: manufacturing; transportation, communication,
and other public utilities; wholesale trade; retail trade; finance, insurance, and real estate; and selected services. Metropolitan areas are the 246 Standard
Metropolitan Statistical Areas in the United States (excluding Alaska and Hawaii). Average month of reference is February. Data were collected during the
period July 1971 through June 1972.
2

Women's earnings as percent of men's earnings.

Note.—Dashes indicate data that do not meet publication criteria.
Source: U.S. Department of Labor, Bureau of Labor Statistics: Occupational Earnings in All Metropolitan Area, 1971-72, Press Release.
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Table

6 2 . — A V E R A G E W E E K L Y E A R N I N G S 1 FOR SELECTED OFFICE CLERICAL

OCCUPATIONS

STUDIED IN S I X BROAD INDUSTRY DIVISIONS, J U L Y 1 9 7 1 THROUGH J U N E 1 9 7 2 ,
BY SELECTED AREAS
Northeast
Sex, occupation,
and grade

New
York

Philadelphia

South
Scranton

Dallas

Miami

North Central
Washington,
D.C.

Chicago

Columbus

West

Detroit

Albuquerque

Denver

San FranciscoOakiand

Women

Accounting clerks,
Class A
Payroll clerks
Messengers
Secretaries
Secretaries, Class A
Stenographers, general
Switchboard operatorsreceptionists
Typists, Class A
Typists, Class B

$147.00 $126.50 $109.00 $124.50 $132.50 $147.00 $142.50 $126.50 $163.50 $119.50 $127.50 $147.50
98.00 120.50 107.00 133.00 135.50 114.50 137.00 108.50 125.00 149.50
142.00 116.00
—
—
85.50 101.00
81.00
100.50
92.00
91.50 109.00 100.00
85.00 108.00
160.00 139.50 116.00 132.00 134.00 155.00 150.00 130.00 177.00 130.50 143.50 151.50
197.50 166.00
125.50 151.50 166.50 185.00 181.50 153.00 197.00 157.00 154.00 180.00
128.00 111.50
96.50 112.00 112.00 129.00 130.00 103.00 128.50 101.50 122.50 122.00
126.00
124.50
110.00

106.00

162.00
152.00
103.00

159.00
155.50
96.00

111.00

93.00

89.00
104.00
83.50

106.00
101.50
93.00

99.00
115.50
99.00

122.50
120.50
106.00

120.50
122.50
105.00

100.50
102.50
88.00

121.50
146.00
113.00

127.50

148.50

155.00
134.50
89.50

159.50
131.50
103.00

167.50
162.50
104.00

155.50

204.50
207.50
112.00

88.50
99.50
81.50

101.50
109.00
90.50

123.50
116.00
107.00

154.50

166.50
157.00
100.50

Men

Accounting clerks,
Class A
Payroll clerks
Messengers
1

—

90.50

—

89.00

—

90.50

— •
—

83.50

—

95.50

Earnings relate to regular straight-time salaries that are paid for standard workweeks.

Note.—Dashes indicate no data reported or data that do not meet publication criteria.
Source: U.S. Department of Labor, Bureau of Labor Statistics: Area Wage Surveys, Selected Metropolitan Areas 1971-72, Bulletin 1725-95.
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women received average weekly straight-time earnings that were
about 90 percent or more of men's earnings in the tabulatingmachine operator occupations and messenger jobs. Accounting
clerks received only about 80 percent of men's salaries on a national basis. Women's salaries as a percentage of men's were lowest for payroll clerks (77 percent) and order clerks (75 percent).
There appeared to be greater variations in clerical pay for
women among metropolitan areas than among regions (see table
62). For example, female secretaries, Class A, received $198 in
weekly average straight-time earnings in New York, while in the
neighboring Newark and Jersey City14 area, they received
only $170. In the smaller Scranton area, $126 was the weekly
wage, and in Portland it was $134. Similar variations were found
in other regions. For example, Class A secretaries in Washington,
D.C., received $185 a week, while those in Raleigh received the
lowest—$118. In general, whatever the secretarial Class A pay
was, it usually was the best paid.
Occupations such as messenger, Class B typist, and Class B and
C file clerks, as the national and regional data indicated, were generally at the lowest end of the pay scale. Yet, as in the case of secretaries, extreme variations occurred. For example, Class B typists,
who mainly copy from rough drafts and perform other routine typing tasks, averaged from less than $90 to somewhat over $100
weekly in all industries. However, they earned $125 in Detroit
manufacturing firms, $132 in Buffalo area public utility firms, and
$151 in Dallas public utility firms.
52. Professional and Technical Workers
Women make up a large proportion of persons employed in a
number of professional fields; for example, teachers, nurses, librarians, and social workers. Some earnings data are available
from Government surveys. Salary surveys have also been undertaken by professional organizations in some of these fields and
are presented here.
School Teachers
More than 2 out of 5 of the 4.7 million female professional and
technical workers employed in 1973 were school teachers below
the college and university level. The National Education Association estimated that there were 1.4 million women elementary and
secondary school teachers during the 1973-74 school year. They
represented 2 out of 3 noncollege teachers. In elementary schools,
about 84 percent of the teachers were women; in secondary schools
u The discussion is not confined to occupations or areas shown in the table but extends to
all the occupations in all 93 metropolitan areas presented by various industry breakdowns in the
BLS Bulletin source for table 62.
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somewhat less than half were women in the 1973-74 school year.
Teachers' salaries reported by the National Education Association are not shown separately for men and women. However, they
are considered representative of women's salaries because of the
sizable proportion of women teachers and because salary differentials based on sex have largely been eliminated. The particular
subject taught, length of tenure, or educational background may
account for some pay differentials.
Although pay differentials between levels of school system existed in the past, most school districts now have a single schedule,
based on education and experience for all teachers in their area.
Some, however, pay higher salaries to teachers of special subjects.
Elementary and secondary school teachers.—The average annual
salary of all elementary and secondary classroom teachers was
estimated to be $10,675 for the 1973-74 school year by the National Education Association (see table 63). For elementary
school teachers, the annual average was $10,341; for secondary
school teachers, $11,011. Elementary teachers' average salaries
were about 94 percent of secondary school teachers' salaries in
1973-74; a decade previously the proportion was 92.6 percent.
The average annual salaries ranged from $9,086 in the Southwest and $9,189 in the Southeast to $12,333 in the Far West and
$15,667 in Alaska. About 45 percent of classroom teachers in both
the Southwest and Southeast areas received less than $8,500
salary during the 1973-74 school year. In two areas, the Far West
T a b l e 6 3 . — E S T I M A T E D AVERAGE A N N U A L SALARIES OF ELEMENTARY
AND SECONDARY SCHOOL TEACHERS, BY A R E A , 1 9 7 3 - 7 4

Number

As percent
of total

Average
annual
salary
(men and
women)

1,406,136

66.2

Women
Area

All
New England
Mideast1
Southeast
Great Lakes
Plains
Southwest
Rocky MountainsFar West
Alaska
Hawaii
1

Percent of all classroom teachers
receiving
Under
$8,500

$11,500
and over

$10,675

23.5

32.7

81,580

62.4

10,698

15.3

34.2

273,622

63.1

12,016

5.9

53.9

342,533

74.6

9,189

43.1

8.6

256,595

63.1

11,240

15.0

46.0
18.4

117,192

64.9

9,718

35.7

146,148

73.6

9,086

45.6

7.0

35,987

61.4

9,585

31.4

16.6

144,610

59.0

12,333

8.7

51.9

2,419

59.8

15,667

0.0

95.7

5,450

78.7

11,112

10.0

47.0

Includes Washington, D.C.

Source: National Education Association: "Highlights—1973-74 and 1972-73 Estimates for
50 States and D.C. Statistics of Public Elementary and Secondary School Systems."
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and the Mideast, more than half of elementary and secondary
school teachers received over $11,500 annual salary, while in
Alaska almost all teachers were paid over this amount.
In addition to factors such as length of tenure, which affect
salary levels, the years of educational preparation and the enrollment size of a school system can influence salaries substantially.
For example, in the 1972-73 school year 15 women school teachers
who had a bachelor's degree or less and taught in a school system
with 25,000 or more enrollment, had an average salary which was
only 78 percent of that of a teacher in the same size system with a
master's degree or 5 years of college, and 64 percent of that of a
teacher with 6 years or more of college.
Somewhat similar differences existed in smaller school systems.
The differentials were much less if teachers with the same educational preparation are compared by school system size. For example, women teachers with a bachelor's degree or less in school
systems with enrollment from 300 to 2,999 earned 96 percent of
the amount earned by bachelor's degree teachers in systems with
enrollment from 3,000 to 24,999, and 90 percent when compared
with bachelor's degree teachers in systems of 25,000 or more
pupils during 1972-73.
College and university teachers.—Women were 27 percent of
college and university faculty staff in 1974, compared with
about 18 percent in 1965-66. However, the distribution of women
by faculty rank indicates women are losing ground salary-wise
compared with men because they are proportionately less of the
professorial ranks and more of the instructor staff. Compared
with 1959-60 when 29 percent of instructors were women, 45 percent were women in 1973-74. At the top rank, women declined
from 10 percent of full professors to 9 percent during this period,
and they slipped from 17.5 percent of associate professors to 15.2
percent.
Median salaries ranged from $9,700 for women college instructors to $18,211 for women professors teaching the full 9-month
term (see table 64). Women's median salaries were about 95 percent of men's for all ranks from lecturer to associate professor; they
were 91 percent of professors' salaries. Differences between women's and men's salaries were from about $500 to $800 except at
the rank of professor, where there was a gap of over $1,700 during 1973-74.
Although women's median salaries in 4-year institutions varied
by type and size of institution, salaries generally ranged from
15 Estimates on salary levels for 1973-74 had been published in mid-1974 but the detail to
make the comparisons on educational preparation and school system size were not available,
hence a 1972-73 source was used: the 26th Biennial Salary and Staff Survey of Public School
Professional Personnel, 1972-73, Research Report 1973-R5, National Education Association,
1973.
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T a b l e 6 4 . — M E D I A N A N N U A L SALARIES OF FACULTY IN COLLEGES
AND UNIVERSITIES, BY SEX, 1 9 7 3 - 7 4
Median salary
Faculty rank

Percent of
faculty who
are women

Percent women's
salary is of
men's

Women

Men

$18,211

$19,932

8.9

91

Associate professor

14,634

15,376

15.2

95

Assistant professor

12,087

12,758

24.1

95

9,700

10,212

44.8

95

12,670

13,254

38.5

96

Professor

Instructor
Lecturer

Source: National Education Association. (Unpublished data.)

about $10,000 to $13,000, except in the smallest nonpublic colleges
(enrollment less than 500) , where the median was $9,670. Public
colleges paid women less than did the large and medium sized
public universities, although salaries were similar in smaller public
universities. The median was $12,504 during 1973-74 for women
teachers in public colleges, compared with $13,242 in public universities enrolling 10,000 or more and $12,512 in public universities enrolling 5,000 to 10,000. By region, the Mideast had the
highest median of $13,901 for women, while the lowest of $11,135
was in the Plains region.
Salaries for administrative positions in colleges and universities
are not usually reported by sex. Among administrative officers,
deans of women received a median of $13,196 for a 12-month
period in 1973-74. Deans of men received $14,500. Head basketball
coaches received $14,700, while head football coaches earned medians of $16,159 and chief librarians received $16,417. At the
other extreme were salaries of college and university deans and
presidents. The median annual salary for presidents of colleges
and universities was $31,400 during 1973-74. Deans of nursing
received an annual median of $25,150, and deans of home economics, $26,750—positions usually held by women. Deans of music
earned $26,000; of journalism, $28,500; of pharmacy, $31,250;
and of social welfare, $29,917.
In addition to salaries, most colleges and universities provide
the usual range of fringe benefits including retirement and insurance plans; tuition and fees for course work were less prevalent, while only a small percentage provided housing.
Junior college teachers.—Median salaries of full-time women
faculty for the 9-month teaching year in public 2-year institutions
was $12,578 in 1973-74. This was considerably higher than the
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$9,348 median for teachers in nonpublic 2-year junior colleges,
and also compared favorably with the medians for women assistant
professors and lecturers in 4-year institutions.16 These salaries
covered 37,698 faculty members in public institutions, about
12,300 or 32.7 percent of them women, and 1,387 members of
faculties in nonpublic institutions, about 565 or 41 percent of
them women. Women's salaries as a percentage of men's in public
institutions declined from levels generally at or above 93 percent
up to the mid-1960's to 91 percent in 1973-74. In nonpublic institutions median salaries went up as a proportion of men's from
92 percent in 1965-66 to nearly 96 percent in 1973-74. The
median for men in public 2-year institutions was $13,824, or
$1,246 more than women.
Nurses
A comprehensive earnings and supplementary wage benefit
survey was made in 21 metropolitan areas of all private (nonFederal) and State and local government hospitals employing
100 workers or more in August 1972.17 The American Nurses'
Association used this survey and other sources to present wage
information about nurses.18
In 1972 there were 1,127,657 registered nurses with licenses to
practice. Of that number, it is estimated that a total of about
800,000 registered nurses, or about 70 percent, were employed.
About 30 percent of the employed registered nurses worked on a
part-time basis. Nursing is still mainly a woman's field; only
about 1.5 percent of nurses are male. The American Nurses'
Association suggests that the observed trend toward a higher
retention rate of registered nurses is partly attributable to marked
increases in salaries since 1967.
Nursing employment is concentrated in hospitals, where about
2 out of 3 women nurses worked; the next largest areas in 1972
were nursing homes and physicians' and dentists' offices, each
with about 7 percent of nurses, with smaller percentages working
as private duty nurses and in the public health and other fields.
Hospital nurses.-—About 56 percent of registered nurses in
hospitals were general duty or staff nurses. Their average weekly
straight-time earnings ranged from a low of $161 in nongovernment hospitals in the Buffalo metropolitan area to a high of $211
in nongovernment hospitals in San Francisco-Oakland in August
16

National Education Association. (Unpublished data.)

The Bureau of Labor Statistics Bulletin, "Industry Wage Survey: Hospitals, August
1972," was in process in mid-1974. It includes wage information on full- and part-time employees along with detailed occupational information on registered professional nurses, other
professional and technical employees, office clerical and other nonprofessional employees.
17

18 American
Nurses' Association: "Facts About Nursing," 1972-73. Information in the
A N A publication was supplemented by information included in individual survey releases
(Bureau of Labor Statistics) wherever deemed appropriate for the analysis presented in sections on nursing and allied personnel.
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T a b l e 6 5 . — A V E R A G E W E E K L Y E A R N I N G S 1 OF W O M E N REGISTERED NURSES
I N NONGOVERNMENT HOSPITALS, BY METROPOLITAN

AREA,

AUGUST 1 9 7 2
Metropolitan area

Atlanta
Chicago
Denver
Minneapolis-St. Paul
.
New York-Nassau-Suffolk __.
.
San Francisco-Oakland
Seattle-Everett
Washington, D.C.-Md.-Va.2 _.

Director Supervisor
of nursing of nurses

Nursing
instructor

Head
nurse

General
duty nurse

$292.50

$199.50

$173.00

$188.00

$167.00

329.00

236.00

226.00

217.00

184.50

283.50

218.00

197.00

183.50

170.00

324.00

223.50

206.50

209.50

180.50

354.00

258.00

265.00

230.50

209.50

325.00

257.00

248.00

236.50

211.00

309.50

216.50

216.50

201.00

178.00

304.00

245.00

229.50

219.50

179.50

1

Earnings relate to regular straight-time salaries that are paid for standard workweeks.

2

Men and women combined (all or nearly all women).

Source:

U.S. Department of Labor, Bureau of Labor Statistics: Individual area reports.

1972 (see table 65) ,19 Salaries were usually higher in non-Federal
Government hospitals. Although the small group of nursing instructors generally earned more than head nurses, in many areas
the difference in pay was $10 or less weekly, and in nongovernment
hospitals in a few cities, head nurses earned more. For both
groups, average weekly earnings were between about $200 and
$225 a week. Supervisors averaged more than nursing instructors,
and the best paid registered nurses were directors of nursing,
who received the highest pay among nongovernment hospitals of
$854 a week in both the Detroit metropolitan area and the New
York-Nassau-Suffolk area. In some areas, nursing directors in
government hospitals (other than Federal Government) earned
substantially more than in nongovernment hospitals. For example,
in Chicago the pay was $388 weekly compared with $329 in nongovernment hospitals. With few exceptions, the standard workweek was 40 hours in August 1972 for all the occupations
discussed.
Local public health nurses.—Staff nurses in local official health
agencies had median annual earnings of $10,249 in April 1973;
their earnings were $9,062 in nonofficial agencies. Supervisors'
median salaries were $12,850 in official agencies and $11,469 in
nonofficial agencies. Nursing directors earned a median of $15,400
in local official agencies in 1973, and $15,030 in nonofficial agencies. Nurses in local official health units have had larger pay
increases in recent years than those in nonofficial agencies.20
19 The table includes only eight selected areas of the 21 surveyed. However, the discussion
in this section utilized all the available published information. A rough indication of the increase in earnings of nurses might be obtained by examining the rise in average salaries for
all nonsupervisory employees of hospitals. Between August 1972 and July 1974, the increase in
average earnings was about 14 percent.
30 "Facts About Nursing," 1972-73, op. cit., p. 144.
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School nurses.—An estimated 17,000 public school nurses earned
a median salary of $9,028 during the 1972-73 school year. Lower
salaries were generally paid in smaller schools. By school size,
the medians were $7,905 (300 to 2,999 enrollment) ; $9,199 (3,000
to 24,999 enrollment) ; and $11,108 (25,000 or more) 21
Industrial nurses.—Registered nurses in nonsupervisory positions in industry averaged $169 a week in February 1972.22 Weekly
earnings of female industrial registered nurses were highest in
the West ($179) and lowest in the South ($161.50). Salaries have
increased by about 50 percent since 1966.
Public health nurse consultants.—Some experience in public
health nursing, a few years of graduate study, and State registration are generally required for this nursing specialty. Salaries
averaged in a range of from $10,651 to $13,811 in the Nation in
January 1972. In about one-third of the States nearly $15,000
or more annually was paid; the highest salary was in Texas—
$18,420.23
Allied Nursing (Nonregistered) Personnel
About 427,000 persons, the great majority of them women,
worked as licensed practical nurses in 1972. The average weekly
earnings in non-Federal hospitals ranged from $110 in Dallas to
$164.50 in San Francisco in August 1972. Average weekly earnings tended to be higher in non-Federal government hospitals than
in private (nongovernment) hospitals.
Female nurses' aides in non-Federal hospitals earned slightly
less than men in 21 selected metropolitan areas. The average
weekly pay of female nurses' aides in non-Federal hospitals varied
from $82.50 in Houston to $147.00 in San Francisco-Oakland;
for males the range was from $87.50 in Dallas to $147.50 in San
Francisco-Oakland. Weekly salaries for women psychiatric aides
in non-Federal hospitals ranged from $86 in Dallas to about $157
in Buffalo.
In 1972 the median annual salary for practical nurses in selected
public health nursing services was $6,634 and for home health
aides, $5,013, according to a National League for Nursing Study.24
Other Professional and Technical Non^Nursing Hospital Personnel
Female pharmacists earned the highest weekly salaries in nongovernment hospitals in professional and technical occupations
other than nursing (see table 66). In Atlanta, women pharmacists
received a low median weekly salary of $220, compared with a high
of $287 in the Washington, D.C.-Md.-Va. area in eight selected
Ibid., p. 152.
Ibid., pp. 156-159, based on data compiled by the Bureau of Labor Statistics, U.S. Department of Labor.
28 Ibid., p. 155.
Ibid., p. 193.
23
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T a b l e 66.—MEDIAN WEEKLY EARNINGS 1 OF WOMEN IN NONGOVERNMENT HOSPITALS IN
SELECTED NON-NURSING PROFESSIONAL AND TECHNICAL OCCUPATIONS IN
SELECTED METROPOLITAN AREAS, AUGUST 1 9 7 2

M
cm

a

Atlanta
Chicago
Denver
Minneapolis-St. Paul __
New York-Nassau-Suffolk
San Francisco-Oakland
Seattle-Everett
Washington, D.C.-Md.-Va.
1

Medical
librarians

Medical
social
workers

188.00
182.00
190.50
208.50

$186.50

$206.50
183.00

184.00
169.50

$190.50
171.50

183.00

194.50

235.50

191.00
195.00

181.00
209.00

208.00

194.50

221.50

233.50

179.50

Dietitians

Metropolitan area

$188.00
_
_
„
_
_
_

Medical
technologists
$174.00

— .
— .

178.50

—

200.00

— .

—

213.00

Excludes extra pay for work on late shifts.

Source:
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Occupational
therapists

U.S. Department of Labor, Bureau of Labor Statistics: Individual area reports.

180.00
182.00

Pharmacists

Physical
therapists

$139.00

$219.50

—

181.00

Radiologic
technologist
(X-ray)

260.00
230.00
264.00

$192.00
168.50
187.00

144.50

255.00

216.00
208.00

205.50

279.00
280.00
287.00

164.50
132.50

183.50

195.50
155.00

191.00

156.50

metropolitan areas in August 1972. Medical social workers, the
next highest paid, generally earned a median of over $200 weekly.
Dietitians ranged from a low median salary of $179 in SeattleEverett to $209 weekly in New York-Nassau-Suffolk in August
1972. Medical technologists, who perform various laboratory tests
for the diagnosis and treatment of patients, earned median weekly
salaries generally between $175 and about $190 in the eight
areas. Physical therapists earned somewhat higher median salaries
than occupational therapists in the selected metropolitan areas.
Radiologic technologists (X-ray) earned the lowest weekly median
salaries.
With the exception of pharmacists, women are the majority
employed in the selected occupations, and in some occupations
such as dietitian and occupational therapist, nearly all are women.
In the X-ray technician occupation, where men were often onethird of total employment, male median salaries were from $1 to
$8 higher per week than female earnings. Women were from about
one-fourth to roughly one-half of the pharmacists employed; their
salaries were generally but not always lower than men's.
Scientists
The most comprehensive survey on salaries for women scientists
is based upon the National Register of Scientific and Technical
Personnel25 listing utilized by the National Science Foundation.
The last survey was taken in 1970; in mid-1974 plans were underway for publishing salaries for scientists based on a newly developed system. In 1970, the 29,300 women in the nationwide
salary study were less than 10 percent of the 312,600 scientists
surveyed. The median annual salary for women in all scientific
fields was $11,600 in 1970, or 76 percent of men's $15,200 median.26
A survey of its membership by the American Chemical Society 27
as of March 1974 indicated that the average salary of women
chemists was $14,400, about 73 percent of the $19,700 average
for men chemists. The average salaries of women chemists with
doctor's degrees were closer to the average salaries of men with
the same degree, compared with those with bachelor's or master's
degrees (see table 67).
Engineers
Engineering remains a professional field where the proportion
25 The basic salary survey data are reported in "American Science Manpower 1970," a
report of the National Register of Scientific and Technical Personnel, National Science Foundation, NSF 71-45. The Scientific Manpower Commission has used this source in summarizing
the correlating data for women scientists, and has been relied upon for information in this
section.
28 A rough indicator of change in the salary of scientists between 1970 and 1974 might be
obtained by use of data from the National Survey of Professional, Administrative, Technical,
and Clerical Pay (Bureau of Labor Statistics). Data from this survey are available only for
chemists (among scientific occupations). The survey data indicate average salaries of chemists
in private industry rose by nearly 22 percent from 1970 to 1974.
27

American Chemical Society: 1974 Report of Chemists' Salaries and Employment Status.
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Table

67.—AVERAGE

SALARIES OF CHEMISTS W H O W E R E MEMBERS OF THE

A M E R I C A N CHEMICAL SOCIETY, BY SEX, DEGREE LEVEL, T Y P E
OF EMPLOYER, AND W O R K ACTIVITY, M A R C H 1 9 7 4
(Thousands of dollars)
Bachelor's
degree

Type

of

Doctor'!s
degree

Women

Men

Women

Men

Women

Men

$13.2

$18.0

NA

$14.0

NA

I J>20.0

15.1

9.0

11.5

15.2

Employer

Industry
Self-employed
Educational inst.
Government
Nonprofit1
Other
Work

Master'sJ
degree

$21.0

$23.4

22.0

NA

25.0

11.0

14.0

15.0

17.5

18.7

15.0

19.5

20.9

24.0

11.0

15.8

12.1

16.3

21.0

14.7

NA

17.0

NA

17.9

NA

21.2

27.0

Activity

Management/admin.
Research/development
Teaching
Marketing/sales production/quality control
Other2
_ __ _ _
_

15.0

22.7

18.0

24.1

23.0

13.2

16.6

14.0

18.3

18.0

21.6

NA

11.0

11.2

14.0

14.5

17.0

12.0

17.2

NA

19.1

NA

23.4

12.8

16.0

12.8

17.0

18.4

21.0

1

Includes hospitals and independent laboratories.

2

Includes technical services, laboratory analysis, writing, editing, abstracting, consulting.

Note.—NA means not available.
Source:
Status.

American Chemical Society: 1974 Report of Chemists' Salaries and Employment

of women is very low. In 1970 women were 1.6 percent of the
over 1 million employed engineers; the highest proportion of
women in specific fields was 8 percent in industrial engineering.
The male image of the profession is still viewed by investigators
as the main factor tending to deter women from entering engineering.28 One study found that for engineers with 11 years'
experience (the median for women), the median salary for women
engineers was $14,200 in 1972, while that for all engineers with 11
years' experience was $16,700.29
Professional and Technical Workers in Private Industry
The annual survey of selected professional, administrative,
technical, and clerical occupations in private industry, especially
designed for use in adjusting Federal Government employees'
28 Engineers Joint Council, Engineering Manpower Commission:
Bulletin, No. 21, May 1972.

Engineering Manpower

29 Naomi J. McAfee, "Women in Engineering," Reprint from New Engineer, Society of
Women Engineers, March 1973. The survey cited used figures for women from a survey based
on 346 fully qualified women engineers who were members of the Society of Women Engineers,
as reported in " A Profile of the Woman Engineer," June 1972.
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salaries, indicates that women are still largely employed in clerical
positions. A March 1973 survey 30 indicated that women were a
relatively small proportion of the total employed in professional
and technical occupations. Moreover, women in these occupations
were generally concentrated at the lower skill and pay levels. For
example, women made up between 35 and 39 percent of all drafting
tracers, the lowest level of drafting work, but only 5 to 9 percent
of drafters I and II, the better paid levels. (Average monthly
salaries in March 1974 were $587 for drafting tracers and $870
for drafters II.) Similarly, women accounted for 20 to 24 percent
of engineering technicians I (average salary $665), and 15 to 19
percent of engineering technicians II (average salary $760).
Women were better represented among the higher paying jobs
in the personnel management field. In 1973 women accounted for
40 to 44 percent of job analysts I, for which the average monthly
salary in March 1974 was $815; 30 to 34 percent in Level II
(average salary $957) ; 20 to 24 percent in Level III (average
salary $1,160) ; but only 5 to 9 percent in the highest Level IV
(average salary $1,439).
Area wage studies by the Bureau of Labor Statistics have information for a limited number of selected professional and technical occupations, mainly in electronic data processing (EDP)
and related jobs (see table 68). Of the total of nearly 140,000
computer workers in establishments represented by the survey,
only 15 percent were women employed in such jobs as computer
opertators, business computer programers, and business computer
systems analysts during 1971-72. Nationally, women averaged
less than men in every selected job category.
Women's average straight-time weekly earnings in February
1972 ranged nationally from $121 for Class C computer operators
to $286.50 for Class A computer systems analysts (business).
For men, the respective earnings in these occupations were $128.50
and $294. By region, the lowest pay for women was $111 weekly
for Class C computer operators in the South, and the highest was
$293 weekly paid to Class A computer systems analysts (business)
in the Northeast. Nationally, women's pay ranged from 86 to 98
percent of men's salaries.
Starting Salaries of College Graduates
A survey of 196 large or medium-sized corporations in November
1973, conducted by Northwestern University, showed monthly
starting salaries for June 1974 women college graduates were
expected to range from an average of $752 a month for liberal
arts graduates to $952 for engineers (see table 69). The greatest
30 Data on percentage of women in specified occupations are from National Survey of
Professional, Administrative, Technical, and Clerical Pay, March 1973; salary data are from a
news release, August 8, 1974, Bureau of Labor Statistics, U.S. Department of Labor.
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Table (58.—AVERAGE

WEEKLY EARNINGS FOR SELECTED PROFESSIONAL AND TECHNICAL

OCCUPATIONS IN SIX BROAD INDUSTRY DIVISIONS IN A L L METROPOLITAN
AREAS, BY REGION AND SEX, FEBRUARY 1 9 7 2 3L
Northeast

United States

South

North Central

West

Average straight-time earnings
Percent2
Women
Women

M
Oi
O

Computer
operators:
Class A
Class B
Class C
Computer
programers,
business:
Class A
Class B
Class C
Computer
systems
analysts,
business:
Class A
__
Class B
Class C
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Men

Men

Percent 2
Women
Women

Men

Men

Percent 2
Women
Women

Men

Men

Percent2
Women

Percent 2
Women
Women

Men

Men

Women

Men

Men

—
$177.50 —
—
—
$168.00 $177.50 94.6
$167.00 —
$184.50 —
$165.00 $181.00 91.2
139.00 153.00 90.8 $138.00 152.50 90.5 $125.50 141.50 88.7 142.00 158.50 89.6 $149.50 159.50 93.7
121.00 128.50 94.2 124.00 129.00 96.1 111.00 117.00 94.9 125.00 134,00 93.3 123.00 138.00 89.1

203.50 237.50 85.7
189.50 201.00 94.3
163.50 170.50 95.9

242.50 246.00 98.6
198.50 208.50 95.2
165.00 171.50 96.2

214.00 222.50 96.2
178.00 190.00 93.7
152.00 155.50 97.7

221.00 235.50 93.8
188.00 199.50 94.2
169.00 178.00 94.9

240.00 244.00 98.4
191.50 204.50 93.6
163.50 173.00 94.5

286.50 294.00 97.4
238.50 253.00 94.3
204.00 222.00 91.9

293.00 303.50 96.5
250.50 260.50 96.2
213.50 230.50 92.6

—
284.00 —
232.00 242.50 95.7
—
207.00 —

—
286.00 —
229.00 250.50 91.4
—
222.50 —

—
299.00 —
232.00 254.00 91.3
—
214.50 —

Electronic
technicians

—

191.50 —

—

193.00 —

—

186.00 —

—

200.50 —

—

190.50 —

1 Earnings are regular straight-time salaries paid for standard workweeks. Industry divisions include: manufacturing; transportation, communication, and
other public utilities; wholesale trade; retail trade; finance, insurance and real estate; and selected services. Metropolitan areas are the 246 Standard Metropolitan Statistical Areas in the United States (excluding Alaska and Hawaii). Average month of reference is February. Data were collected during the period July
1971 through June 1972.
2

Women's earnings as percent of men's earnings.

Note.—Dashes indicate no data reported or data that do not meet publication criteria.
Source:

M
cv
H-*
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U.S. Department of Labor, Bureau of Labor Statistics: Occupational Earnings in All Metropolitan Areas, 1971-72, Press Release.

demand was for women in accounting ($868), general business
($775), data processing ($838), and engineering ($952). Companies that recruit on campus, as many of the companies surveyed do, usually pick outstanding students, hence the average
salaries offered may be higher than those offered to students who
seek work through regular employment channels.
In 4 out of 7 fields for which information was collected, men
were being offered somewhat higher salaries than were offered to
women. For example, in accounting, men were being offered $920
a month compared with $868 for women. However, companies
expected to offer women liberal arts graduates an average salary
of $752 monthly and men, $741. In general, since 1969, women's
position with respect to men's appears to have improved.
53. Federal Employees
About 644,000 women were employed as white-collar workers,
or one-third of the 1.9 million white-collar Federal work force
as of October 31, 1973 (see table 70). Only 1 out of 12 women
was a professional worker. Annual salaries for women averaged
$9,696 for nonprofessional workers and $14,515 for professional
workers, compared with men's salaries of $13,836 and $21,275,
respectively, in these broad fields. The average salary in October
1973 was $10,096 for women in all white-collar jobs and $15,213
for men. Women's average salaries were 58 percent higher than
the 1966 average. Federal salaries are adjusted annually, based
on results of comparability surveys made of salaries paid in private
industry.
In the general administrative and clerical field where 313,000
women, or almost 50 percent of all Federal female white-collar
employees worked, the average annual salary was nearly $9,000.
About 1 out of 5 women was either a clerk typist who averaged
$7,083 or a secretary who averaged $10,080 annually. Among
T a b l e 6 9 . — A V E R A G E M O N T H L Y STARTING SALARY FOR J U N E 1 9 7 4
COLLEGE GRADUATES, BY SEX AND SELECTED FIELD
Field

Accounting
Engineering
Liberal arts
Marketing-retailing
General business
Science
Data processing-math

Women

Field

. $868
952
752
823
775
878
838

Accounting
.
Engineering
.
Liberal arts
Sales-marketing
Business administration
Chemistry
Math-statistics
-

Men

$920
963
741
822
756
890
848

Source: Frank S. Endicott, "Trends in the Employment of College and University Graduates in Business and Industry, 1974" 28th Annual Report, Northwestern University, 1973.
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T a b l e 7 0 . — A V E R A G E A N N U A L SALARIES OF W O M E N F U L L - T I M E W H I T E - C O L L A R
FEDERAL CIVILIAN EMPLOYEES, OCTOBER 3 1 , 1 9 7 3 1
Women's average
annual salary
Professional

Occupational group

Total

_

$14,515

General administrative, clerical, and
office services
Postal group
Medical, hospital, dental, and
public health
Accounting and budget
Supply group
Legal and kindred _
Personnel management and industrial
relations
_ Business and industry _
Social science, psychology and
welfare
Education
Transportation
Information and arts
Library and archives
Mathematics and statistics
Physical sciences
Biological sciences
Investigation _ __
Engineering and architecture
Quality assurance inspection
Equipment facilities and service
Copyright, patent and trademark
Veterinary medical science Miscellaneous occupations
Group unspecified
_
-

—

Nonprofessional
$

9,696

Women as
percent
of total
employed
34.0

8,951

68.0

10,948

14.6

13,889

8,559

57.8

16,983

10,110

46,8

9,750

41.1

10,671

48,7

—

21,254
—

11,220

53.3

—

11,478

24.6

18,227

14,010

29.1

11,435

9,257

38.2

10,193

15.1

15,893

12,754

30.7

16,189

10,179

62.4

18,026

10,174

36.6

16,774

10,922

8.6

16,283

9,120

7.1

12,178

4.3

—

—

10,391

1.2

—

11,758

2.9

—

12,915

2.2

17,633

18,386

—

22,309

—

16,629
—

10,520
12,676

7.1
1.9
5.0
20.0

1 Includes all Federal departments and agencies except foreign nationals employed overseas,
Board of Governors of the Federal Reserve System, members and employees of Congress, National
Security Agency, Central Intelligence Agency, and ungraded employees of the Judicial Branch.

Source: U.S. Civil Service Commission, Manpower Statistics Division, Bureau of Manpower
Information Systems.

women administrators, the highest average salary was $23,543
for program managers, $17,249 for digital computer system administrators, and between $16,000 and $17,000 for management
or program analysts.
Some 70,000 women postal workers, the second largest group,
averaged $10,948 annually as of October 1973; about two-thirds of
the women postal workers were in postal distribution and they
averaged $10,764. The highest paid was a small group of postal
administrators who averaged $14,740.
More than 60,000 women were in medical, hospital, dental, and
163
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public health work. Salaries averaged $8,559 for nonprofessional
workers in such jobs as nursing assistant, where more than 70
percent of the nonprofessional women were concentrated (average
salary $8,171) or as dental assistant (average $8,076), or medical
technician (average $10,119). In the professional medical field,
26,000 nurses averaged $13,324 and the nearly 800 women medical
officers averaged $29,930.
Salaries in the accounting and budgeting field in October 1973
ranged from about $8,000 on the average for accounting student
trainees to $20,833 for women in financial management. About 18
percent of nonprofessionals, or 9,500 women, were accounting
technicians who averaged $10,402. Nearly 2 out of 3 women professionals in the accounting and budgeting field were accountants,
who averaged $17,828 in October 1973.
Of all nonprofessional fields, women earned most in social science
(psychology and welfare), averaging $14,010 annually. Among
professionals, psychologists averaged $20,042, while women in
social science, economics, foreign affairs, and international relations averaged between $18,000 and $20,000 annually.
Differences in the length of service between men and women
account for much of the difference in average salaries by sex. For
example, in June 1972 the average length of service for women
was 10.9 years compared with 15.8 years for men. Less than 13
percent of all men in Federal employment had under 5 years of
service, compared with more than 26 percent of all women.31
Since 1967 there has been a significant increase in the number
of women in grades 13 to 15, which beginning in October 1974
ranged from an entrance salary of $21,816 (GS 13) to a top
salary of $36,000 for Grade 15.32 In October 1972, 8,177 women
were in these grades, compared with 5,778 in 1967, an increase
of nearly 42 percent. However, women were still only 4.2 percent
of the total of 200,000 persons at Grade 13 and above in 1972.
54. Armed Services Personnel
About 63,000, or somewhat less than 3 percent, of all armed
services personnel were women in 1973. The median Regular
Military Compensation (RMC) for all women was $6,949 in
October 1973; for the 50,180 enlisted women, the median was
$6,354; and for the 12,824 female officers, $14,443 (see table 71).
For all enlisted personnel, the RMC was $7,311 and for all
officers, $16,248. The Regular Military Compensation includes
basic allowance for subsistence and basic allowance for quarters,
31 U.S.
Civil Service Commission, Bureau of
Civilian Manpower Statistics, July 1973.

Manpower Information

Systems:

Federal

32 U.S.
Civil Service Commission, Bureau of Manpower Information
Civilian Employment, Women, 1972 Study.

Systems:

Federal
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T a b l e 7 1 . — M E D I A N REGULAR MILITARY COMPENSATION

( R M C ) , 1 BY

OCCUPATION AREAS FOR W O M E N IN T H E A R M E D SERVICES,
OCTOBER 1 9 7 3
Enlisted
personnel

Officers
Percent
of total
women
officers

Occupation area

Total

»

_

Personnel, administration, and
management
Intelligence, communications, and
photographyTransportation
_ Auditing, finance, accounting and
data processing
Maintenance, repairs, construction,
and engineering
Supply, postal
Reproduction, mapping
Food services, services training
Nurses
_
_ _
Medical (excluding nurses)
Other

Median
RMC 1

Percent
of total
enlisted
women

Median
RMC 1

100

$14,443

100.0

$6,354

7

14,640

24.9

6,680

3
1

13,794
11,907

11.6
1.7

6,609
6,949

1

11,907

3.2

6,949

1
1

9,905
11,907
9,608
11,907
15,986
13,794
13,794

2.5
6.4
.2
1.9

6,354
6,949
6,609
6,354

—

1
63
7
15

—

15.7
31.9

—

6,680
6,049

1 Median RMC rates were computed using October 1973 pay rates. The rates include basic
allowance for subsistence and basic allowance for quarters, on the assumption that the women
live off the base and are single.

Source:
1974.

Department of Defense: Military Personnel Policy, Compensation Studies, July

on the assumption that the women were living off a military post;
it was also assumed that since the majority of women are unmarried, the RMC made no provision for any extra allowances
for dependents. Military personnel are also entitled to free medical
and dental care.
Enlisted women were in a wide variety of occupation areas,
with the greatest concentration of enlisted women in personnel,
administration, and management (25 percent) ; medical (16 percent) ; and intelligence, communications, and photography (12
percent). A majority of all enlisted women were in fields in which
the median RMC was between about $6,500 and $7,000.
Most women officers were concentrated in occupational areas
where the RMC was at the highest levels. About 2 out of 3 women
officers were nurses, the occupation area with the highest RMC
($15,986) in October 1973. The next highest RMC for women
officers was in personnel, administration, and management, $14,640, followed by medical occupations (other than nursing) and
intelligence, communications, and photography—each $13,794.
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55. Earnings in Selected Manufacturing Industries
Detailed occupational information on a national and area basis
is available for women's earnings in selected manufacturing and
nonmanufacturing industries periodically surveyed by the Bureau
of Labor Statistics. Area-centered wage surveys rather than
industry-wide surveys are conducted in manufacturing industries
that are highly concentrated in a few areas of the country, for
example, textile mills.
In January 1974, 5.7 million women were employed in manufacturing industries—about 29 percent of total employment in
manufacturing. Women represented a large proportion of employment in some manufacturing industries; for example, apparel, 81
percent; leather products, 61 percent; textiles, 47 percent; and
tobacco, 42 percent. Wages are presented below for some of these
industries.33
Textile Mills: Cotton and Manmade Fibers
Women accounted for approximately 40 percent of the nearly
340,000 production and related workers in the cotton textile and
manmade fiber textile mills studied in 1971.34 The Southeast region
accounted for 90 percent of the work force.
Women in regular textile departments averaged $2.22 an hour,
20 cents less than men. However, the differences in earnings between women and men varied substantially by region. For example,
men made only 19 cents more in the Southeast, but 28 cents more
in New England, and 49 cents more in the Middle Atlantic region.
It is difficult to isolate the factors explaining the differences in
average pay between men and women in the same jobs and area.
These pay gaps may be partly accounted for by differences in
duties, differences in work experience, and differences in the
distribution of the sexes among mills with dissimilar pay levels.
Job averages for women and men ranged from $3.11 an hour
for loom fixers to $1,94 for janitors in 1971 35 Ring frame spinners, yarn winders, and weavers—each numbering at least 21,000
workers—averaged $2.23, $2.18, and $2.72, respectively. Over
95 percent of the spinners and yarn winders were women, as were
54 percent of the weavers. Other numerically important jobs
commonly staffed by women and their averages were: warper
33 Because the latest wage data for manufacturing and nonmanufacturing industries are
from surveys conducted in 1971, 1972, and 1973, information is provided, for the industries
cited, on the percentage increase in the average hourly or weekly earnings, from the period of
the survey to a month in 1974. These percentage increases are based on the payroll data collected monthly by the Bureau of Labor Statistics. The percent change might serve as a rough
indicator of change in the wage levels for occupations in these industries.
34 U.S. Department of Labor, Bureau of Labor Statistics: "Textiles, August 1971," Bulletin
1801, 1974. This bulletin also covers the much smaller wool yarn and broadwoven mills, and
wool processing plants not discussed in this section.
35 See footnote 33. Average hourly earnings rose by about 26 percent from August 1971 to
August 1974 for all production workers in textile mills.
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tenders, $2.35; uptwisters, $2.25; twister tenders on ring frame,
$2.23; cloth machine inspectors, $2.19; loom winder tenders, $2.10;
and battery hands, $2.05.
Apparel
Men's and boys9 shirts (except work shirts) and nightwear.—
Women, who were 90 percent of the industry's work force,
averaged $2 an hour nationwide in shirt manufacturing plants in
October 1971.36 This was 42 cents less an hour than men averaged.
In the Southeast, where three-fifths of all workers were employed,
wages averaged $1.96 an hour; in the Southwest, $1.86; and in the
Middle Atlantic, $2.37. Sewing machine operators—60 percent
of the work force and nearly all women—averaged $1.99 an hour.
Earnings varied by product sewn; operators sewing dress shirts
averaged $2.07 compared with $1.91 for those sewing sport shirts.
Women were in a minority in most cutting room jobs and in jobs
such as shipping clerks, stock clerks, and sewing machine repairers. The latter, the highest paid, averaged $3.08 an hour.
By region, average hourly wages varied from $1.84 in the
Southwest to $2.30 in the Middle Atlantic for sewing machine
operators (see table 72). Women machine loaders earned more
than men in the same job—$2.36 an hour compared with $1.86;
however, men markers averaged $2.97 hourly compared with
$2.30 for women markers.
Women's and misses' dresses.—Average hourly earnings for
workers in this industry ranged from $3.79 hourly in New York
City to $2.12 in Miami among 12 major dress industry centers
studied in August 1971.37 Women sewing machine operators had
average hourly earnings which ranged from $2.06 in Miami to
$3.92 in New York City; about 90 percent of all workers in this
occupation were women. Generally, the higher skilled operators
who were paid more worked on the single-hand or tailor system
compared with the section system of sewing.
Earnings of hand pressers, most of them paid under an incentive wage system, typically piece-rate, varied considerably by sex
in some areas. For example, the average straight-time hourly earnings of women and men hand pressers, respectively, were $3.25
and $6.59 in Boston, $2.23 and $4.02 in Miami, and $3.90 and
$7.50 in New York City. In one area, Fall River and New Bedford,
women earned slightly more than men, $3.35 compared with $3.30.
Furniture: Wood Household
Straight-time earnings of 127,000 production and related work36 See footnote 33. Average hourly earnings rose by about 21 percent from October 1971 to
July 1974 for all production workers in the men's and boys' shirts and nightwear industry.
37 U.S. Department of Labor, Bureau of Labor Statistics: "Industry Wage Survey, Women's
and Misses' Dresses, 1973." See footnote 33. Average hourly earnings rose by about 15 percent
from August 1971 to July 1974 for all production workers in the women's and misses' dresses
industry.

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

167

Table 72.—AVERAGE

STRAIGHT-TIME HOURLY EARNINGS 1 OP WOMEN WORKERS IN SELECTED OCCUPATIONS
IN MEN'SI AND BOY'S SHIRTS (EXCEPT WORK SHIRTS) AND NIGHTWEAR MANUFACTURING
ESTABLISHMENTS, UNITED STATES AND SELECTED REGIONS, OCTOBER 1 9 7 1

Selected production
occupations

Cutting room:
Markers
Spreaders

H*
00

_ _

Sewing Department :
Loaders, machine
Sewing machine operator 8 Dress shirts
—
Sport shirts
.
- Finishing department:
Garment repairers
Pressers, finish, hand
Pressers, finish, machine

United
States2

_

_ _

—
_
-

New
England

$2.30
2.05

Middle
Atlantic

Border
States

$2.66
2.34

$1.82

—

Southeast

Southwest

$2.24
1.86

$2.09

—

Great
Lakes

—
—

2.36
1.99
2.07
1.91

$2.25
2.29
2.11

2.51
2.30
2.30
2.29

1.96
2.02
1.80

2.38
1.91
2,01
1.84

1.84
1.86
1.78

$2.14
2.13

1.93
2.12
2.28

2.42
2.39

2.28
2.59
2.86

2.03
1.98
2.79

1.87
1.92
2.15

1.80
1.81
1.87

2.29

—

—

1

Excludes premium pay for overtime and for work on weekends, holidays, and late shifts.

2

Includes data for the Mountain region in addition to regions shown separately.

3

Includes workers in classifications in addition to those shown separately.

—

—

—

—

2.16

Middle
West

$2.28
.—

—

1.97

Pacific

—
—

—

$2.18

—

—

1.97

2.19

2.06
1.99
2.14

2.26

—

- —

Note.—Dashes indicate no data reported or data that do not meet publication criteria.
Source: U.S. Department of Labor, Bureau of Labor Statistics: "Industry Wage Survey, Men's and Boys' Shirts (Except Work Shirts) and Nightwear,
October 1971," Bulletin 1794.
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T a b l e 7 3 . — N U M B E R AND AVERAGE STRAIGHT-TIME HOURLY E A R N I N G S

1

OF

PRODUCTION WORKERS IN SELECTED OCCUPATIONS IN WOOD HOUSEHOLD
FURNITURE, EXCEPT UPHOLSTERED, MANUFACTURING

ESTABLISHMENTS,

BY SIZE OF C O M M U N I T Y , OCTOBER 1 9 7 1
Metropolitan areas
of United States
Number of
workers
Occupation

Assemblers,
furniture
(except chairs)
Assemblers, chairsOff-bearers,
machine
Packers, furnitureRubbers, furniture,
hand
Sanders, furniture,
hand
Sanders, furniture,
machine
Sprayers
1

Nonmetropolitan
areas

Average hourly
earnings

Number of
workers

Average hourly
earnings

Women

Men

Women

Men

Women

Men

Women

Men

1,930

4,730

$2.32

$2.86

2,379

6,147

$2.14

$2.35

177

297

2.06

2.54

194

429

1.85

2.21

391

1,073

2.12

2.22

1,047

3,398

2.05

2.08

475

1,134

2.21

2.65

560

1,771

2.16

2.19

284

229

2.15

2.56

1,228

1,095

2.03

2.20

1,445

1,231

2.25

2.49

2,634

1,846

2.03

2.21

500

1,812

2.27

2.66

863

3,854

2.19

2.35

666

1,886

2.50

2.94

918

3,433

2.28

2.38

Excludes premium pay for overtime and for work on weekends, holidays, and late shifts.

Source: U.S. Department of Labor, Bureau of Labor Statistics: Industry Wage Survey,
Wood Household Furniture Except Upholstered, October 1971, Bulletin 1793.

ers in the wood household furniture (except upholstered) manufacturing industry averaged $2.40 an hour in October 1971.
Women, one-fourth of all workers, averaged $2.18; men averaged
$2.47.38 Women were employed in a wide range of occupations,
but their pay was lower than for men in similar jobs. For example,
a large number of the women were furniture assemblers (except
chairs); they earned $2.22 an hour nationwide, compared with
$2.57 for men. Workers in metropolitan areas earned more than
those in nonmetropolitan areas, with women in the former earning
more than men in nonmetropolitan areas in some jobs. Women
furniture sprayers earned $2.50 hourly in metropolitan areas
compared with males who earned $2.38 in nonmetropolitan areas
and $2.94 in metropolitan areas (see table 73).
56. Earnings in Selected Nonmanufacturing Industries
Nonmanufacturing industries offer employment in increasing
numbers to women in towns and cities throughout the United
States, regardless of population size. In some of the nonmanu38 See footnote 33. Average hourly earnings rose by about 18 percent from October 1971 to
July 1974 for all production workers in the wood household furniture industry.
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facturing industries—for example, banking—women have occupied
a growing proportion of jobs which were once staffed by men.
Banking
In addition to employment as secretaries, typists, bookkeeping
machine operators, and other office machine operators in banks,
a large number of women are employed as tellers. In 1973 nearly
300,000 tellers, or about 90 percent of all tellers, were women. In
1960 about 70 percent were women and in 1950, only 45 percent.
In areas for which data were available,39 standard weekly earnings for note tellers, the highest paid teller occupation, ranged
from $113 in St. Louis to $143.50 in Washington, D.C., in 1973.
Commercial and commercial savings tellers, the next highest paid
groups, generally earned between about $100 and $125 weekly.
All-round tellers mostly earned between $100 and about $120
weekly; savings tellers' weekly earnings were in a similar range
in the areas studied.
Among other occupations in which a large proportion of employees were women, average standard weekly earnings for
Class A bookkeeping machine operators ranged from $107 in
Baltimore to $140 in Detroit and Boston; for proof-machine
operators, from $89 in Louisville to $110 in Detroit; and for
safe-deposit clerks, from $103 in Indianapolis to $126 in Detroit.
Life Insurance
The life insurance industry employed approximately 564,000
persons in 1971. Although there has been little change in the
proportion of women employed (45 percent) over the years,
significant internal occupational shifts have occurred, with increasing opportunities opening up in somewhat higher paying
jobs. Increasing numbers of women have been employed in the
relatively higher paying electronic data processing jobs. At the
same time, there has been a decline in employment of women in
lower paying clerical jobs, such as file clerks and premium ledgercard clerks. Nevertheless, men substantially outnumbered women
in most of the higher skilled and higher paying occupations.
Women accounted for virtually all workers in the office jobs
studied. Weekly salaries in these office clerical jobs (excluding
secretaries) averaged (nationwide) less than $120 in December
1971.40 Secretaries as a group averaged $135 a week, ranging
from $172 for Class A to $118 for Class D. Women Class A com39 Data are from the BLS Occupational Wage Survey in Banking in the summer and fall
of 1973, in 17 areas (Atlanta, Baltimore, Boston, Chicago, Cincinnati, Denver, Detroit, Hartford, Indianapolis, Louisville, Memphis, Miami, Milwaukee, Minneapolis, New Orleans, St.
Louis, and Washington, D.C.). (An industry wage survey bulletin on banking will probably be
available in 1975 covering many more areas.) See footnote 33. Average weekly earnings rose
by nearly 7 percent from October 1973 to July 1974 for all nonsupervisory employees in
banking.
40 See footnote 33. Average weekly earnings rose by about 16 percent from December 1971
to July 1974 for all nonsupervisory employees in life insurance.
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T a b l e 7 4 . — A V E R A G E W E E K L Y E A R N I N G S IN SELECTED INSURANCE
OCCUPATIONS, BY SEX, DECEMBER 1 9 7 1 1
Insurance occupation

Claim approvers, Class B
Underwriters, Class B
Underwriters, Class C
Assemblers2
Clerks, correspondence, Class B
Clerks, policy evaluation 2
Premium acceptors2

Women

Men

$138.00

$184.00

182.50

209.00

146.00

171.50

90.50
113.50
106.50
98.00

1 Average straight-time weekly earnings of employees in home offices and regional head
offices of life insurance companies. Earnings have been rounded to the nearest half dollar and
relate to regular straight-time salaries that are paid for standard workweeks.
2

Mostly or nearly all women.

Source: U.S. Department of Labor, Bureau of Labor Statistics: "Industry Wage Survey,
Life Insurance, December 1971," Bulletin 1791.

puter programers, business, averaged $211 a week (about $7.50
less than men in the same occupation) and women Class B computer programers, averaged $192 a week ($2 more than men).
Women computer systems analysts, business, Class B, averaged
$227 a week ($9 less than men in the bame classification).
Average weekly earnings in a group of occupations unique to
the insurance industry is shown in table 74. Women underwriters,
Class B, had average weekly earnings of $182.50—$26.50 less
than men in the same occupation. Women underwriters, Class C,
had average weekly earnings of $146, $25.50 less than men. Women
claim approvers, Class B, had median weekly earnings of $138.00
—$46.00 less than men.
C ommunications
Women employed as telephone and telegraph workers were 53
percent of the total 865,000 communication work force in December 1971. They averaged $3.11 hourly in late 1971 if they
were switchboard operators in telephone companies (experienced), $3.09 if they were telephone operators in the domestic
telegraph industry, and $3.23 hourly if they were domestic nonMorse telegraph operators (experienced) .41 Almost all these operators were women. Experienced switchboard operators' salaries
grew by more than 75 percent from 1957 to 1971.
Clerical employees, most of them women, employed by telephone
companies averaged $3.62 an hour nationwide in 1971. Clerical
supervisory workers averaged $5.51, compared with $3.45 for
nonsupervisory clerical employees. Business office and sales em41 U.S. Department of Labor, Bureau of Labor Statistics: "Industry Wage Survey, Communications, 1971," Bulletin 1805. See footnote 33. Average hourly earnings rose by about 26
percent from the last quarter of 1971 to July 1974 for all nonsupervisory workers in telephone
communication; for telephone switchboard operating employees, the rise was about 22 percent.
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ployees, the majority of them women, averaged $4.76 an hour;
$6.76 if they were supervisory and $4.26 if they were nonsupervisory telephone carrier employees. Central office repair workers
averaged $4.52 hourly; 2,500, or 4 percent, of the 67,000 persons
studied were women in telephone companies in 1971.
Contract Cleaning Services
A relatively new industry, contract cleaning services, more than
tripled in employment between 1959 and 1971—from 92,000 to
298,000. Women were 30 percent of the nearly 120,000 workers
surveyed in 1971. They were employed primarily in light cleaning
tasks, such as sweeping floors, dusting furniture, and emptying
waste baskets. Men were likely to be employed in heavy cleaning
work, such as operating heavy motor driven cleaning equipment,
wet mopping floors, and cleaning walls.
The average hourly earnings of women42 employed as light
cleaners varied considerably among the 24 areas surveyed, ranging from $1.66 in Memphis to $3.33 in the San Francisco-Oakland
area. Their pay usually was lowest in the South, where it typically
fell below $2 an hour. Among the other higher paying areas
($2.49 to $2.84 an hour) were Chicago, Los Angeles, New York,
and Seattle-Everett.
Women light cleaners, usually employed at night and frequently
working less than 30 hours a week, generally averaged from 10
to 34 percent less an hour than men performing heavy cleaning,
although in a few cities women light cleaners earned more than
men in heavy cleaning.
Grocery Stores
A survey of union wage rates,43 undertaken by the Bureau of
Labor Statistics, provides the rates for a number of occupations
in grocery stores in 68 cities of 100,000 inhabitants or more as of
July 1971. Although wage rates are not available separately for
men and women, certain jobs—for example, checkout cashiers—
are filled mainly by women, while jobs in the meat department
are filled largely by men, although women are increasingly entering that area of work.
The average hourly rate for full-time cashiers was $3.56. However, the rates varied considerably among the 68 cities surveyed.
The high top wage rates ranged from $2.40 in Jacksonville,
Florida, to $4.77 an hour in San Francisco-Oakland, Fresno, and
Sacramento. Occupational wages tended to be highest on the West
Coast, particularly in California, and lowest in the South.
42 U.S. Department of Labor, Bureau of Labor Statistics: "Industry Wage Survey, Contract
Cleaning Services, July 1971," Bulletin 1778, 1975.
43 U.S.
Department of Labor, Bureau of Labor Statistics: "Union Wages and Hours,
Grocery Stores, July 1, 1971," Bulletin 1772, 1975. See footnote 33. Average hourly earnings
rose by about 24 percent from July 1971 to July 1974 for all nonsupervisory employees in
grocery, meat, and vegetable stores.
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Among other occupations, the average rates per hour were:
journeymen meat cutters, $4.53; full-time grocery clerks, $3.73;
full-time produce clerks, $3.57; full-time stockers (day), $3.52;
and baggers, $2.11. The rates for full-time personnel were higher
than for part-time employees in all occupations.

Time and its Dollar Value in Household W o r k

44

Time devoted to work is usually compensated in dollars and
cents; however, a major exception is household work performed
by family members, particularly the wife. How many hours would
it take and how much would it cost to pay someone else to provide
all the services needed to feed, clothe, house, and nurture the
family ? Research with a sample of 1,378 families in upstate New
York has shown that the extent of services that each family provides for its members depends primarily on three things: the
number of children under 18, the age of the youngest child, and
whether the wife is employed in the labor force. The average time
spent on household work by the wife and husband-—as reported
by the families who participated in the study—is illustrated in
table 75.
The data from the survey show that the housewife contributed
most of the time that went into household work. The housewife's
daily time varied from the low of 3.5 hours a day when she was
young, employed, and had no children, to a high of 12 hours a
day when she was not employed and had 7 or more children, one
of whom was a baby. Time spent on household work by husbands
averaged about 1.5 hours a day with some variations by family
type. Children age 12 to 17 contributed about 1 hour a day a child,
on the average.
To put a monetary value on time contributed by family members, the various household work tasks were priced by using wage
rates of persons who perform similar services (for example, cooks,
dishwashers, cleaning women or men, handymen or women,
laundry workers, child care specialists, homemaker aides, and
accounting clerks). The hourly wage rates were assigned to the
household work tasks and then applied to the amount of time
spent by each family member in the 1,378 families surveyed. The
estimated average annual dollar value of time contributed by
family members is shown in table 76.
u Based on an article by Kathryn E. Walker and William H. Gauger in Family Economics
Review, Fall 1973, Consumer and Food Economics Institute, Agricultural Research Service,
U.S. Department of Agriculture.
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Tat ile 7 5 . — A V E R A G E DAILY TUNI E CONTIIIBUTED B Y VARIOTrs F A M I LY
MEJVIBERS IN HOUSEH OLD WOK,K

Number
of
children

Age of wife
or youngest
child

Ilours contr ibuted by—
ERnployed-wi fe
]households

Nonem ployed-wif e
hoiiseholds

Child
12-17 i

Wife

Husband

3.5
3.6
4.3
4.3

1.4
1.4
.8
1.1

5.0
5.7
4.6
6.4
<a)

1.8
1.2
1.4
.5
(2)

1.1

.9
.8
.8
(2>
(*)

4.8
5.4
6.2
6.2
7.7

1.7
1.5
1.7
3.5
1.6

1.2
1.0
1.2
C)
(2)

.9
1.1
.9
1.0
(a)

6.1
5.3
<a)
<a)
(*)

1.2
.9
C)
C)
C)

1.4
.8

Wife

Under 25
25-39
40-54
55 and over

51.1
5.9
6.2
5.4

1.2
1.5
2.0

12-17
6-11
2-5
1
Under 1

7.0
6.9
6.8
7.5
8.3

2.0
1.5
1.7
1.7
1.6

1.2

2

12-17
6-11
2-5
1
Under 1

7.1
7.4
8.2
8.8
9.5

1.7
1.6
1.6
1.7
1.5

4

12-17
6-11
2-5
1
Under 1

6.4
8.0
9.1
8.7
10.5

1.1
1.4
1.4
1.9
2.1

None

Husband

Child
12-17 i

Wife

0.9

Youngest
child

1

1

Averaj?es for children are f<:>r each childL in family.

2

Sampl<2 too small for estima.te.

— _
— •
—

—

—
—
—
—

(2)

Source: Data collected by New York Stat;e College o>f Human ICcology, Coirnell Univ€;rsity,
included 1,3]L8 urban-suburban ho useholds, Sy racuse, N.'Y., 1967-68 and 60 rui•al househo Ids,
Cortland County, N.Y., 1971.

Women Receiving Benefits
Women are paid benefits under the Railroad Retirement Act,
civil service retirement system, State and local government retirement systems, the uniformed services retirement system, and
worker's compensation laws. Some women also receive benefits
under unemployment insurance, State disability, public assistance,
private retirement, and other programs. However, by far the
most widespread protection for women is provided under the
Federal old-age, survivors, disability, and health insurance program. Some women receive retirement income from more than
one source, and some receive employment income as well as retirement benefits. For many, however, social security benefits are
their chief source of income.
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Table 7 6 . — A v e r a g e A n n u a l D o l l a r V a l u e of Time C o n t r i b u t e d by
Various F a m i l y Members in A l l Household

Value of time contributed by—

Age of wife
or youngest
child
of
children

None

Work
;
Employed-wife
households

Nonemployed-wife
households

Wife

Wife

Under 25
25-39
40-54
55 and over

Dollars
3,900
4,500
4,600
4,100

Husband

Child
12-17 i

Wife

Husband

Dollars Dollars Dollars
—
700
2,600
—
2,800
900
—
1,200
3,200
3,200
1,600
—

Dollars
1,100
1,100
600
900

1,400
900
1,200
400

Child
12-17 1

Dollars
—
—
—

Youngest
child

1

2

4

5,300
5,200
5,200
5,900
6,600

1,600
1,200
1,400
1,400
1,300

900

12-17
6-11
2-5
1
Under 1

5,600
5,600
6,400
6,900
7,600

1,300
1,300
1,300
1,300
1,200

700
600
600
(2)

3,600
4,100
4,800
4,900
6,200

1,300
1,200
1,400
2,800
1,300

900
700
900

12-17
6-11
2-5
1
Under 1

4,700
6,100
7,000
6,800
8,400

800
1,100
1,200
1,500
1,700

700
800
600
800

4,600
4,100
(2)

1,000
700

1,000
600

1

Values for children are for each child in family.

2

Sample too small for estimate.

—
—
—
—

(a)

C)

3,700
4,400
3,600
5,000

800

12-17
6-11
2-5
1
Under 1

(a)

(V

(2)

(3)

(a)
(a)
(2)

—
—
—
—

(a)
n

(2)

(2)

C)

Source: Data collected by New York State College of Human Ecology, Cornell University,
included 1,318 urban-suburban households, Syracuse, N.Y., 1967-68 and 60 rural households,
Cortland County, N.Y., 1971. Based on 1971 wage rates.

The Social Security Act of 1935, as amended, provides for
partial replacement of income lost when employment is cut off
because of age, disability, or death. The program is financed
through a tax on workers and their employers and on self-employed
persons, and is administered by the Federal Government. A series
of amendments have greatly expanded the original act (see sec.
95).
In 1973, 90 percent of workers in paid employment were covered
under the social security system. Most of those outside the system
are under other comprehensive retirement schemes. Perhaps 5
percent of workers have earnings so marginal or occasional that
they are not covered by these systems.
One in seven Americans now gets a monthly social security
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check.45 They include retired workers; people under 65 who have
become disabled; and wives, widows, and children of retired, disabled, or deceased workers. The 28.5 million social security beneficiaries also include dependent husbands and widowers, surviving
dependent parents, and surviving divorced wives and widows.
More than 50 percent of all beneficiaries in 1973 were women.
The system today has an uneven impact on women and men.
Before World War II, only a small percentage of married women
worked outside the home. The beneficiary population then was
clearly divided into workers eligible for insurance benefits and
nonworkers eligible for dependents' payments. With the increased
labor force participation of married women, many women have
overlapping roles as workers and dependents (or dependent survivors), making them eligible for both kinds of payments and
raising issues of equity between working and nonworking women.
Similarly, the fact that people are taxed as individual workers,
but benefits are paid to families, raises issues of equity between
single people and married couples (both men and women). In the
early 1940's* about one-fourth of women beneficiaries 65 years
old and over were retired workers, and the rest were widows and
wives of retired men. Now about half of aged women beneficiaries
are retired workers.46
In recent years, statutory increases in all benefits have been
passed, cumulating to 52 percent between 1969 and 1973. Benefits
now increase in accordance with automatic cost-of-living provisions of 1972 legislation.
At the beginning of 1974, 15.1 million women were beneficiaries
of social security as retired or disabled workers, wives of retired
and disabled workers, widows of insured workers, mothers of
insured workers or special aged 72 beneficiaries. The largest group
was made up of the 7.4 million women worker beneficiaries who
accounted for nearly half of all female beneficiaries in 1973 and
received benefits in their own right, based on earnings when they
worked (see chart Q). This ratio was only 23 percent in 1950, 41
percent in 1960, and 46 percent in 1970. The average monthly
benefit received by all women worker beneficiaries was $146.43 in
1973 (see table 77). This average is based on amounts received
by three groups of women worker beneficiaries. When looked at
separately, the group of women worker retirees who retired on
full benefit averaged $163.44 monthly, the highest amount for the
women worker beneficiaries as well as for all other groups; disabled women workers received $152.73 a month, and those who
45 U.S. Department of Health, Education, and Welfare: " W h a t Women Should Know About
Social Security," Publication No. (SSA) 74-10652.
46 United States Organization for Economic Cooperation and Development, Manpower and
Social Affairs Committee: "The Role of Women in the Economy," National Report, November
1973.
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claimed worker benefits before age 65 received $135.78 a month.
In 1973 nearly half of women beneficiaries were entitled to
benefit payments based on their husband's record of earnings.
Widows of insured workers numbered 4.2 million and received
an average of $151.19 monthly; wives of retired and disabled
worker beneficiaries numbered 3.2 million in 1973 and were
entitled to $81.29 monthly. Although this is lower than the widow's
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amount, it represents only that portion which is the woman's entitlement and is part of the total received by a family unit.
A growing number of aged women have overlapping benefit
credits, on their own record as workers and on their husband's
as a wife or widow. Such women are counted as retired workers,
and make up about one-sixth of retired women. According to the
Social Security Administration's Survey of New Beneficiaries
(1968-70), many married women claim retirement benefits at age
62, or soon thereafter, while their husbands continue working.
When their husbands retire, the income of the couple usually
drops sharply, but the wife's individual benefit may be increased
by a supplement based on her husband's earnings record.47
T a b l e 7 7 . — W O M E N RECEIVING SOCIAL SECURITY BENEFITS,
BY T Y P E OF BENEFICIARY, 1 9 7 0 AND 1 9 7 3
Number of beneficiaries
with benefits in current
payment status at end of
year (in thousands)
Type of beneficiary

1970

Total
Women worker beneficiaries
Retired _
Full benefit
Benefit reduced, claimed before
age 65
Disabled
Wives of retired or disabled worker
beneficiaries
_
With beneficiary child in her care __
Husband retired
Husband disabled
Without children (aged 62 and over) _
Husband retired
Full benefit
Benefit reduced, claimed before
age 65
Husband disabled Widows of insured workers _
With beneficiary child in her care1—
Without children
Aged 60 and over
Disabled aged 50 to 62
Mothers of insured workers
Special aged 72 beneficiaries
1

1973

Average amount
of monthly
benefit,
1973

13,257

15,094

$132.19

6,085
5,661
2,352

7,355
6,756
2,463

146.43
145.87
163.44

3,309
424

4,293
599

135.78
152.73

2,943
409
168
241
2,533
2,492
862

3,181
519
193
326
2,662
2,607
777

81.29
54.82
56.86
53.61
86.45
86.86
100.15

1,630
42
3,747
523
3,224
3,175
49
27
455

1,831
55
4,225
572
3,653
3,575
78
24
309

81.22
66.84
151.19
118.16
156.36
157.35
111.16
141.41
57.24

Includes surviving divorced wives (1,566) at end of 1971.

Source: U.S. Department of Health, Education, and Welfare, Social Security Administration, Office of Research and Statistics, Division of Retirement and Survivor Studies.
47 U.S. Department of Health, Education, and Welfare, Social Security Administration:
"Women Newly Entitled to Retirement Benefits," Social Security Bulletin, April 1973.
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The replacement of the State-Federal programs of public assistance to aged, blind, and disabled people with the Supplemental
Security Income programs for people with limited income and
resources has resulted in some shift of persons from payments
under social security to payments under the new program. Payments were made to more than 3.2 million aged, blind, and disabled
persons starting January 1974. Of these, 1.9 million were awarded
benefits on the basis of age (65 or older). Effective July 1974,
the guaranteed monthly income level for an individual was $146;
for a couple, $219.

W o m e n as Shareowners
Women accounted for half of the Nation's adults who owned
stock in 1970. About 22 percent of women (21 years of age and
over) owned stock, compared with about 25 percent of adult men.
Women stockholders were nearly 30 percent of all shareholders
of record.48
Women owned shares with an estimated market value of $172.1
billion, or 25 percent of the total owned by individuals. On the
basis of a total of $1.1 trillion value of all shares owned by individuals, brokers and dealers, and various other institutions in
1970, women owned 16 percent and men owned 23 percent of
the total value.
The average age of the more than 30 million shareowners was
48 years in 1970, with the greatest concentration (25 percent) in
the 45- to 54-year-old group (7.6 million). Substantial numbers
were 65 years and older (4.3 million), and under 21 years (2.2
million). Over 50 percent of the Nation's adult shareowners had
attended college, and another 31 percent had a high school diploma.
Housewives, retired persons, and other adults not in the labor
force were the largest group of individual adult shareowners,
representing 37 percent of all. Professional and technical workers,
the next largest group, were 22.5 percent of individual adult
shareowners, followed by clerical and sales workers at 16 percent,
and managers, officials, and proprietors at 14 percent.
Nearly 18 million shareowners, or 58 percent of all individual
shareowners, were in households earning less than $15,000 a year.
The median household income of shareowners was $13,500 in
1970. More than three-fourths of all shareowners lived in metropolitan areas.

48

New York Stock Exchange: Shareownership 1970: Census of Shareowners.
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EDUCATION, TRAINING, AND
EMPLOYMENT OF WOMEN
The work status of a woman is greatly affected by her educational attainment. The more education she has received, the greater
the likelihood she will be engaged in paid employment. Unemployment rates for women generally decline with increasing amounts
of formal education. Moreover, with more education, when a
woman is employed, it is likely she will earn more. To a great
extent, the amount and type of education or training a woman
has also determines the type of job she can obtain.
The amount of education that women receive has been growing
steadily. Current and projected school enrollment data indicate
that the educational attainment of women workers will continue
its long-term rise during the 1970's and 1980's.

Education of W o m e n in the Population
and Labor Force
In March 1974,1 25.5 million women workers, or more than 72
percent of those 16 years of age or over in the labor force, had
completed at least 4 years of high school. About 39 percent of
these high school graduates had completed 1 year of college or
more, and about 18 percent were college graduates. At the lower
end of the educational scale, nearly 10 percent of the women
workers had 8 or fewer years of schooling and nearly 18 percent
had completed only 1 to 3 years of high school (see chart R).
Women 16 years of age or over in the labor force had more
schooling, on the average, than did women who were not in the
labor force. The median school years completed was 12.5 for
1 Preliminary data for March 1974 from the Current Population Survey. Data will be
published as "Educational Attainment of Workers, March 1974," in the Monthly Labor Review
and as a Bureau of Labor Statistics Special Labor Force Report No. 175. Data on educational
attainment of women workers by age and race and the occupational distribution of women
workers and their unemployment rates by educational attainment were not yet available for
March 1974 at the time of preparation of this chapter. Data for March 1973 are thus presented.
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women labor force members, compared with 12.0 for women who
were not in the labor force. The difference wasr much more marked
for women who were college graduates: more than twice as high
a proportion of women in the labor force (13 percent) as women
not in the labor force (6 percent) were college graduates. A much
higher proportion of women who were not in the labor force
had 8 or fewer years of schooling (25.5 percent) than did labor
force members (9.7 percent) (see table 78).

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

182

Table 7 8 . — D i s t r i b u t i o n of P e r s o n s in t h e Labor F o r c e a n d N o t in
t h e Labor Force, by Number of S c h o o l Y e a r s Completed,
March

1974

1

(Persons 16 years of age and over)
Women
Number of school
years completed

In labor
force

Men

Not in
labor force

In labor
force

Not in
labor force

42,791
100.0

54,312
100.0

15,392
100.0

.2

1.4

.4

2.7

.9
3.4
5.2

3.6
8.4
12.1

1.9
5.0
7.4

7.1
11.5
16.8

High School:
1 to 3 years
4 years

18.1
44.2

22.9
34.6

18.0
36.0

26.7
17.5

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

15.2
8.6
4.2

10.9
4.5
1.5

14.9
9.1
7.3

12.0
3.6
2.2

12.5

12.0

12.5

10.3

Total (number in thousands) __ 35,321
Percent
100.0
No years
Elementary:
1 to 4 years
5 to 7 years
8 years

,

Median school years completed
1

Preliminary data.

Source: U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report
No. 175.

57. Rise in Educational Attainment
The educational attainment of women workers has been rising
steadily. In October 1952, only about half (51 percent) of the
women workers 18 to 64 years of age had completed at least 4
years of high school.2 In March 1973 nearly three-fourths of all
women workers were high school graduates. The proportion of
women with some college education increased from about one-sixth
of all women workers in October 1952 to more than one-fourth
in March 1973. Perhaps an even more dramatic change occurred
in the proportion of women workers with 8 years of schooling or
less. More than 30 percent of all women in the labor force in
October 1952 had completed 8 or fewer years of school. By March
2 Note that the discussion of the rise in educational attainment applies to women 18 to 64
years of age in order to be comparable with data prior to March 1973. Chart and discussion
of the educational attainment of women workers in March 1973 applies to all women 16 years
of age or older. The difference in the age groupings in March 1973, for example, for the percentage of high school graduates among women workers is: 18 to 64 years = 74.7; 16 and
over = 70.9 percent.
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Table 7 9 . — H i s t o r i c a l C o m p a r i s o n s of W o m e n i n t h e C i v i l i a n L a b o r
Force, by Y e a r s o f S c h o o l Completed, S e l e c t e d Y e a r s 1940 t o 1 9 7 3 1
Percent distribution by years of school completed

Year 2

Total,
18 to 64
years (in
thousands)

1940 4
1952
1957
1959
1962
1964
1965
1966
1967
1968
1969
1970
1971
1972
1973

13,150
18,310
19,548
20,431
21,996
23,327
23,845
24,571
25,674
26,859
27,783
28,950
29,429
30,566
31,530

1

Elementary

High School

College

Less than
Total 5 years 3

5 to 8
years

1 to 3
years

4
years

1 to 3
years

Median
school
years
4 years
or more completed

100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0

30.9
25.0
21.9
20.6
17.8
17.1
15.8
15.0
14.0
13.3
12.1
11.3
10.7
9.6
8.7

18.7
18.4
19.1
19.2
18.8
18.9
18.9
18.5
18.5
17.7
17.4
17.0
16.4
16.4
15.5

28.6
34.7
37.3
39.0
39.7
41.8
42.9
43.9
43.8
44.5
45,9
46.3
46.2
47.1
47.6

8.8
9.0
9.3
9.8
11.2
10.7
10.5
11.0
11.9
12.3
12.5
13.3
14.0
13.9
14.6

6.6
7.7
8.4
8.2
9.7
9.5
9.9
9.9
9.9
10.6
10.5
10.7
11.4
11.8
12.5

6.4
5.2
3.9
3.3
2.8
2.1
2.0
1.7
1.9
1.6
1.6
1.4
1.3
1.2
1.2

11.0
12.0
12.1
12.2
12.3
12.3
12.3
12.3
12.4
12.4
12.4
12.4
12.5
12.5
12.5

Data for 1940-59 include only persons reporting educational attainment.

Figures for each year refer to March of that year, with the exception of 1940 and 1952.
For these years, data refer to April and October, respectively.
2

3

Includes persons reporting no school years completed.

1940 Census of Population figures revised for comparability with labor force estimates
from the Current Population Survey for 1952-59.
4

Note.—In other tables in this chapter, population and labor force comprise all persons 16
years old and over in the civilian noninstitutional population and labor force rather than those
18 to 64. Because of rounding, sums of individual items may not equal totals.
Source: U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report
No. 161.

1973 the proportion had declined to less than 10 percent (see
table 79).
Projections made by the Bureau of Labor Statistics indicate
that the rise in the educational attainment of women workers is
expected to continue. The percentage of women who will complete
at least 4 years of high school is projected to increase to nearly
78 percent by 1985. The projected educational attainment of
women workers at the lower end of the educational ladder is
particularly significant. The proportion of women with 8 or fewer
years of formal schooling is expected to continue to decline rapidly,
so that by 1985 the percentage will be about half of that in 1973.
In contrast, the proportion of women workers with 4 or more
years of college is expected to increase to about one-sixth of all
women workers, as compared with less than one-eighth in March
1973. Chapter 5 provides further discussion of the projected rise
in the educational attainment of women workers.
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Table 8 0 . — D i s t r i b u t i o n of W o m e n W o r k e r s by E d u c a t i o n a l
and Age, M a r c h

Attainment

1973

(Women 16 years of age and over)
Total

Age

16 years and over
16 to 19 years
20 to 34 years
35 years and ever

Number
(in
thousands) Percent

33,905
3,423
12,561
17,921

100.0
100.0
100.0
100.0

Less
than
4 years
of high
school

29.1
55.3
14.9
34.0

High school graduates

Total

4 years
of
high
school

1 to 3
years
of college

4 years
or more
of college

70.9
44.7
85.1
66.0

45.1
37.9
48.4
44.3

13.8
6.8
19.8
11.0

12.0
.1
16.9
10.7

Source: U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report
No. 161.

58. Educational Attainment of Women Workers by
Selected Characteristics
Age
Younger workers—both women and men—have more education
than older workers. Of the women workers in the 20- to 34-yearage group in March 1973, for example, more than 85 percent were
high school graduates. In contrast, only about 66 percent of women
workers 35 years of age or older had completed high school. The
proportion of women workers who had 1 year or more of college
education was also much greater in the younger group. Nearly 37
percent of the 20- to 34-year-old women workers had completed
at least 1 year of college compared with less than 22 percent of
women 35 years of age or older (see table 80).
Race
Minority race women workers in 1973 3 had less education, on
the average, than did white women workers. The median school
years completed by white women workers was 12.5 years, as
compared with 12.1 years for minority race women. Almost threefifths of minority race women, compared with almost three-fourths
of white women workers, were high school graduates. About onefifth of minority race women workers had completed at least 1
year of college, as compared with more than one-fourth of white
women workers. A much higher percentage of minority race
women than of white women were concentrated at the lower end
of the educational ladder. About 17 percent of the minority race
women workers had completed 8 or fewer years of schooling, as
compared with less than 10 percent of white women workers.
Comparison with prior years shows a significant closing of the
gap between the educational attainment of white and minority
3

All figures refer to March of the year.
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race women workers (see chart S). Between 1962 and 1973 the
median number of school years completed by minority race women
workers rose from 10.5 to 12.1. For white women, the comparable
figures were 12.3 to 12.5 years. In 1962 less than 38 percent of
minority race women workers were high school graduates; in
1973 nearly 59 percent had completed at least 4 years of high
school. For white women, the comparable proportions were 63
and 73 percent. The largest change has been at the lowest educational level. In 1962 nearly 37 percent of minority race women
workers had completed 8 or fewer years of formal schooling; by
1973 the proportion had declined to about 17 percent.
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59. Comparison of Educational Attainment of Women and
Men
A higher proportion of women workers (72 percent) than of
men workers (67 percent) had completed high school in March
1974. However, a higher proportion of men workers (31 percent)
than of women workers (28 percent) had had some college education. A smaller proportion of women workers than of men
workers were in the lowest educational groups. Less than 10
percent of women workers but nearly 15 percent of men workers
had completed 8 years of schooling or less (see table 78).
Between men and women workers, the gap in average (mean)4
years of schooling completed has been narrowing since 1940 and
has now almost disappeared. In 1940 the mean years completed
by women workers 18 to 64 years of age was 9.8 years—1.2 years
above that for men workers. By 1973 the corresponding means
were 12.1 among women workers and 12.0 among men workers.
60. Educational Attainment and Labor Force Participation
Whether a woman is in the labor force or not is affected greatly
by the amount of schooling she has had. As mentioned earlier, the
more education a woman has received, the greater the likelihood
that she will be engaged in paid employment. A high school diploma is a prerequisite for many jobs today, and education beyond
high school is being required for an increasing number of jobs.
Women with college degrees are more likely than other women
to be in the labor force because they are motivated to seek employment outside the home by the higher earnings available to them
and because of their desire to use the skills they have acquired
through higher education.
In March 1974 nearly 70 percent of women 16 years of age or
older who had completed 5 years of college or more and 61 percent
of those with 4 years of college were in the labor force. About
4 Because the major changes that have occurred in the educational attainment of the population and labor force have been concentrated at the extremes of the educational distribution,
the arithmetic mean is a more sensitive measure of these changes than is the median. The
median is particularly insensitive to these changes because over one-third of the labor force is
concentrated within the median interval of 12 years. Under these circumstances, it is felt that
the mean, rather than the median, is a more useful measure of changes in the central tendency
of the educational distribution of workers by years of schooling. Changes in these two measures
over the past two decades illustrate this point with respect to the civilian labor force age 18
to 64:

Median
Mean
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October
1952

March
1957

March
1962

March
1968

March
1973

11.1
9.9

11.8
10.3

12.1
10.9

12.3
11.4

12.5
12.0
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half of the women who were high school graduates (but who had
not gone to college) were in the labor force. For women high
school dropouts, the proportion was about two-fifths, and for those
with 8 years of schooling only, it was about one-fourth.
The relationship between educational attainment and labor force
participation is also evident when women are distributed by
marital status. The highest labor force participation rates were
for women with 4 years of college or more, and the lowest rates
were for those with 8 or fewer years of schooling—whether the
women were single, married (husband present), widowed, divorced, or separated. Even when the data on women were distributed by marital status and age, the pattern of greater labor
force participation among women with higher educational attainment generally held true. The median school years completed by
women who were in the labor force was higher than that for
women who were not in the labor force; this was true for women
who were single, married (husband present), widowed, divorced,
or separated.
62. Educational Attainment and Occupational Distribution
of Women Workers
The amount of education a woman has received greatly affects
the type of job she can obtain (see table 81 and chart T). In March
1973, for example, nearly three-fourths of the employed women
who were college graduates were in professional and technical
occupations. On the other hand, four-fifths who had fewer than
8 years of schooling were operatives or service workers either
inside or outside the home.
Among women who had attended college, there was a significant
difference in occupational distribution according to the number
of years of schooling completed. For example, about 83 percent
of the women with 5 years or more of college were in professional
and technical occupations and another 8 percent were managers
or administrators. For those with 4 years of college, 69 percent
were in professional and technical occupations and 6 percent were
managers or administrators. In contrast, only 25 percent of the
women who had completed only 1 to 3 years of college were in
professional and technical or managerial occupations.
Among women who had completed high school but had not gone
on to college, 47 percent were in clerical positions and nearly 12
percent were in professional and technical or managerial occupations. On the other hand, a much smaller proportion (21 percent)
of the women who dropped out of school before completing high
school were clerical workers; they were mainly operatives (24
percent) or service workers outside the home (27 percent).
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Table 8 1 . — O c c u p a t i o n a l D i s t r i b u t i o n of Employed W o m e n , by Y e a r s
of

S c h o o l Completed, M a r c h

1973

(Women 16 years of age and over)
Elementary
Major
occupation
group

Number (in
thousands)
Percent

8
yeiars

31,924
100.0

1,511
100.0

1,807
100.0

15.1

1.0

2.3

2.0

5.0
6.8
34.1

3.0
2.2
5.4

3.4
6.5
9.7

1.3

2.1

13.2

32.7

Total

Professional,
technical
workers
Manager,
administrators
(except farm) _
Sales workers
Clerical workers _
Craft and kindred
workers
Operatives (except transport).
Transport
equipment
operatives
Laborers (except farm)
Private household workers
Service workers
(except private
household)
Farm workers
Source:
No. 161.

High school

Less
than
8 years

.5

—

1 to 3
years

College

4
years

1 to 3
years

5,685 14,492
100.0 100.0

4
years

5 years
or more

4,485
100.0

2,668
100.0

1,277
100.0

6.3

18,7

69,1

82.7

3.0
8.4
20.8

5.3
7.6
47.0

6.6
7.3
48.0

6.2
3.2
15.5

7.9
.7
5.5

1.9

1.8

1.4

.9

.4

.2

31.4

23.1

11.5

3.3

1.3

.6

.8

.7

.6

.4

.1

.9

2.6

1.3

1.4

.8

.4

.1

4.3

18.7

9.3

9.9

1.9

1,3

.5

.5

17.5
1.3

28.4
3.9

29.5
3.9

27.0
1.9

16.6
1.0

12.7
.4

3.5
.1

1.4
.5

—

U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report

The relationship between the amount of education received by
women and the occupation held is perhaps more clearly illustrated
by examining the distribution of women employed in each occupation group by educational attainment. Of the 4.8 million women
employed in professional and technical occupations in March
1973, nearly 78 percent had attended college and 60 percent had
at least a bachelor's degree. Of the 10.9 million clerical workers,
about 24 percent had attended college and an additional 63 percent were high school graduates (with no college attendance).
Only about 11 percent of the clerical workers were school dropouts and only about 2 percent had not attended high school. Women
in private household work had the least amount of schooling of
women in any other occupation group. About one-third of these
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women had 8 or fewer years of schooling and more than two-fifths
had 1 to 3 years of high school.
The effect of the level of education on the kinds of jobs women
are able to obtain can be demonstrated further by comparing the
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Table 8 2 . — M a j o r Occupation Group of E m p l o y e d 1973 W o m e n
S c h o o l Graduates N o t E n r o l l e d in C o l l e g e and of
S c h o o l Dropouts,

October

Major occupation group

All occupation groups:
Number (in thousands)
Percent
Professional, technical workers
Managers, administrators (except farm)
Sales workers
Clerical workers
Craft and kindred workers
Operatives (except transport)
Transport equipment operatives
Laborers (except farm)
Private household workers
Service workers (except private household)
Farmers and farm managers
Farm laborers and supervisors
Source:
No. 170.

High

1972-73

1973
1973 high
school
graduates

1972-73
school
dropouts

560
100.0

182
100.0

2.9
.4
10.2
47.8
.7
13.1
—
1.6
3.2
19.9
—
.4

.6
—
3.9
18.9
.6
24.4
—
2.8
11.1
37.2
—
.6

U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report

occupational distribution in October 1973 of 1973 high school
graduates not enrolled in college with 1972-73 school dropouts
(see table 82). Whereas about 48 percent of the women high
school graduates were employed in clerical jobs, less than 19 percent of the employed women who had dropped out of school held
clerical jobs. Similarly, more than 10 percent of the women high
school graduates, compared with less than 4 percent of women
school dropouts, were employed in sales jobs. About 48 percent
of the school dropouts were in service jobs (both in and outside
private households), whereas only about 23 percent of high school
graduates were employed in service jobs. About 24 percent of
women school dropouts but only 13 percent of high school graduates were employed in operative jobs.
62. Educational Attainment and Unemployment
In general, there is an inverse relationship between the amount
of education women workers have and the percentage who are
unemployed; that is, the less education, the higher the unemployment rate. For example, in March 1973 women who had completed
8 years of schooling had an unemployment rate of 6.3 percent;
women with 4 years of high school, 5.3 percent; those with 1 to
3 years of college, 4.3 percent; and women college graduates, 2.7
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percent. Also, as has been indicated, women workers with more
schooling generally have higher earnings (see chart U).
However, women with 1 to 3 years of high school had the
highest unemployment rate (9.7 percent)—even higher than
that for women with less than 5 years of schooling (8.0 percent).
This paradox is explained in large part by the differing age
composition of workers in these two groups. About one-third of
the workers with 1 to 3 years of high school are 16 to 24 years
old, while workers with 5 years of school or less are predominantly
25 years of age or older. The unemployment rates of the younger
persons are several times higher than for persons 25 years of
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age and over, regardless of the number of years of schooling. This
is due, in part, to the fact that older workers are more likely to
have developed occupational skills and to have acquired job
seniority.
Table 83 shows the unemployment rates of women workers 18
years of age and over for March 1968 through March 1973 for all
women workers and for white and minority race women separately for the group with the lowest unemployment rate—college
graduates—and the group with the highest rate—school dropouts.
For school dropouts, the unemployment rates for minority race
women in March 1972 and 1973 were about double those for
white women. But for college graduates, there was little difference
in the unemployment rates for white and minority race women.
The effect of limited educational attainment on unemployment
is demonstrated by a comparison of unemployment rates in October 1973 of the 1973 high school graduates (not enrolled in
college) and the 1972-73 school dropouts. The unemployment
rate for all women high school graduates not in college was 15.2
percent; for single women high school graduates, it was 14.8
percent. The comparable rates for school dropouts were 18.0 percent for all women and 20.0 for single women. The differences in
unemployment rates between high school graduates and school
dropouts were much greater among men than among women.
For 1973 male school graduates who had not enrolled in college,
the unemployment rate was 9.4 percent in October 1973; for male
1972-73 school dropouts, the unemployment rate was 24 percent.

T a b l e 8 3 . — U N E M P L O Y M E N T RATES OF W O M E N WORKERS, BY EDUCATIONAL
A T T A I N M E N T AND RACE, M A R C H 1 9 6 8 TO M A R C H 1 9 7 3
(Women 18 years of age and over)
Education and race

High school, 1 to 3 years
All women
White
Minority races 1
College, 4 years or more
All women
White
Minority races 1

1968

1969

1970

1971

1972

1973

6.6
5.8
__ 10.3

6.2
5.5
9.2

7.4
6.7
10.3

9.8
8.8
14.3

9.2
7.7
15.5

8.0
6.8
13.3

1.6
1.7
.6

1.1
1.2
.7

2.0
2.1
1.5

2.8
2.6
5.3

3.1
3.1
3.0

2.7
2.6
2.8

_

i The term minority races denotes Negro, American Indian, Japanese, Chinese, Filipino,
Korean and persons of all other races except white. Negroes constituted 89 percent of persons
other than white in the United States in 1970.
Source:
No. 161.

U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report
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Table 8 4 . — D i s t r i b u t i o n of W o m e n E m p l o y e d i n

Nonagricultural

I n d u s t r i e s , by F u l l - a n d P a r t - T i m e S t a t u s a n d
Attainment,

March

Educational

1973

(Women 18 years of age and over)
Percent distribution

Years of school
completed

Total
Elementary school:
Less than 8 years 1
8 years
High school:
1 to 3 years
4 years
College:
1 to 3 years
4 years or more
1

Full time

Part time
1 to 34
hours a, week

Number
(in thousands)

Total

35 hours
or more
a week

31,414

100.0

67.2

32.8

1,447
1,731

100.0
100.0

64.9
63.7

35.1
36.3

5,558
14,305

100.0
100.0

53.2
71.1

46.8
28.9

4,445
3,928

100.0
100.0

65.6
77.1

34.4
22.9

Includes women reporting no school years completed.

Source:
No. 161.

U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report

63. Educational Attainment and Hours of Work
Women with a limited amount of formal education are more
likely to be employed part time than are highly educated women.
Many of the occupational opportunities open to women with little
schooling are in private households, other service work, and retail
sales work. Many of these jobs are part time. Among women
employed in nonagricultural industries in March 1973, the likelihood of working part time was generally diminished with each
higher level of educational attainment (see table 84). For example, nearly 47 percent of school dropouts were working part
time, whereas less than 29 percent of high school graduates were
working part time.
64. Educational Attainment and Earnings
Women with more years of schooling generally have significantly
higher earnings than women with less education. Median dollar
earnings of year-round full-time women workers who were college
graduates, for example, were more than twice as high as for
women who had 8 or fewer years of schooling. As can be seen in
table 85, the median earnings generally rise with the increase in
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Table 8 5 . — M e d i a n D o l l a r E a r n i n g s of Y e a r - R o u n d , F u l l - T i m e W o m e n
W o r k e r s , by E d u c a t i o n a l A t t a i n m e n t , M a r c h 1973
(Women 18 years of age and over)

Occupation

Total
White-collar workers
Professional and technical workers
Managers and administrators (except farm) _
Clerical and sales workersBlue-collar workers
Service workers
Farmers and farm laborers

High school

College

Elementary,
8 years
or less

1 to 3
years

4
years

1 to 3
years

4
years
or more

\j>5,970 $4,303

$5,037

$5,769

$6,465

$8,925

Total

6,664

5,102

5,692

6,071

6,649

8,997

8,725

5,500

6,306

7,819

8,146

9,232

7,063

6,000
4,871
4,486
3,758
3,350

5,781
5,611
5,105
4,039
2,667

6,581
5,876
5,386
4,551
1,250

7,906
6,097
5,469
5,429
750

10,350
6,934
5,833
6,278
5,750

5,899
5,070
3,308
2,861

W O M E N ' S MEDIAN E A R N I N G S AS PERCENT OF M E N ' S

Total
White-collar workers
Professional and technical workers
Managers and administrators (except farm) _
Clerical and sales workersBlue-collar workers
Service workers
Farmers and farm laborers
Source:
No. 161.

58.5

56.8

56.3

57.3

59.0

60.9

54.9

58.0

56.8

56.6

55.8

59.8

66.1

62.5

58.1

65.4

68.9

63.9

54.3
57.7
54.0
55.2
54.9

62.4
59.8
55.4
60.2
81.7

56.0
58.5
56.3
58.1
56.6

55.1
59.8
54.0
52.1
20.3

59.2
58.2
54.4
56.9
9.8

59.9
53.9
54.2
58.4
65.7

U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Report

educational attainment, even when women workers were distributed by occupation group. (More discussion of women's income
and earnings and their educational attainment is provided in
chapter 3.)

School Enrollments
The rise in the educational attainment of women reflects the
increase in the enrollment of women in high school and college.
In October 1973 nearly 28 million females 5 to 34 years of age
were attending school.5 From 1964 to 1971, the number of women
5 See Current Population Reports, P-20, No. 261 (Advance report), March 1974, Bureau of
the Census, U.S. Department of Commerce. Data on enrollments for persons 35 years of age
and older are provided later in this section.

195
211-953 0 - 76 - 14

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

enrolled in school increased from less than 17 million to nearly
29 million. Between 1971 and 1973, the number declined by about
a million. The recent decrease in school enrollment resulted primarily from a drop in the number of elementary school students.
This reflects a decrease in recent years in the number of persons
of kindergarten and elementary school age as the children born
in the mid-igGO's replace on the school rolls those born in the
high fertility period in the 1950's. The number of births in the
United States began to decline in the early 1960's and elementary
school enrollment decreased after 1970 as those children reached
school age.
65. Enrollments by Age
Nearly all elementary school-age girls 7 to 13 years (99 percent)
were enrolled in school in 1973. More than 97 percent of teenage
girls 14 and 15 were also attending school. As young women pass
age 16 (the compulsory school attendance age in many States),
the proportion who remain in school drops—it decreased to 87
percent among 16- and 17-year-olds in 1973. With graduation from
high school, the proportion of young women attending school
dropped to about 38 percent for those 18 and 19 and to 26 percent
for those 20 and 21.
Relatively fewer females 5 to 34 years of age than males of the
same age group were attending school in 1973 (see table 86).
There was little difference in the proportion of males and females
age 5 to 17 who were enrolled in school. But among those 18
years of age and over, there was a significant difference in the
proportion enrolled. In October 1973 nearly 48 percent of the
males 18 and 19 years of age were enrolled in school, compared
with 38 percent of the females. Similarly, among those 20 and 21,
more than 34 percent of the men were attending school, as compared with 26 percent of the women. Among those 22 to 34, the
proportion of men attending school—nearly 12 percent—was almost double that of women.
A higher percentage of white females than of black females 5
to 34 years of age were enrolled in school in October 1973. The
enrollment rate for white and black females was about the same
for those aged 5 through 17. But for those aged 18 and 19, nearly
39 percent of white women, compared with less than 33 percent
of black women, were enrolled in school. The biggest difference
was in the age group 20 and 21 years; 27 percent of the white
women and 17 percent of the black women were enrolled in school
in October 1973. This would indicate that black females are still
somewhat less likely than white females to continue in school
past the compulsory attendance age. High school dropout rates
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Table 8 6 . — E n r o l l m e n t S t a t u s of t h e P o p u l a t i o n 1 3 t o 34 Y e a r s
Old, by Age, Race, a n d Sex, O c t o b e r 1973
(Numbers in thousands)
Females
All
Enrolled in school

Age

Number

3 and 4 years
5 and 6 years
7 to 9 years
10 to 13 years
14 and 15 years
16 and 17 years
18 and 19 years
20 and 21 years
22 to 24 years
25 to 29 years
30 to 34 years

816
3,066
5,426
7,979
3,973
3,536
1,500
987
553
431
238

1

Males

White

Black

Enrolled in school

Enrolled in school

Percent
Percent
of popof population N umber ulation

23.8
92.9
99.3
99.2
97.1
87.2
38.2
26.3
10.2
5.4
3.6

657
2,584
4,556
6,762
3,376
3,011
1,297
881
465
375
206

22.9
93.2
99.3
99.3
97.1
87.3
38.7
27.4
9.9
5.4
3.6

Percent
of popNumber ulation

142
421
799
1,104
543
475
173
81
75
48
28

28.5
90.9
99.2
98.9
96.5
86.4
32.8
17.3
11.1
5.5
3.8

Enrolled in school

Number

Percent
of population

876
3,162,
5,610
8,274
4,145
3,700
1,783
1,157
961
878
342

24.5
92.2
99.0
99.2
97.9
89.4
47.9
34.4
19.1
11.8
5.6

Civilian noninstitutional population.

Source: U.S. Department of Commerce, Bureau of the Census: School Enrollment in the
United States: October 1973 (Advance report), Current Population Reports, P-20, No. 261,
March 1974.

(that is, the proportion of the age group not enrolled in school
and not high school graduates) were higher for black women than
for white. Of those 18 and 19 years old, about 23 percent of the
black women, compared with 13 percent of the white women,
were not enrolled in school nor were they high school graduates.
66. Enrollments by Type of School
Of the 28.5 million girls and women age 3 to 34 who were enrolled in the fall of 1973, about 17.5 million (61 percent) were in
elementary school or kindergarten and nursery school; 7.5 million (26 percent) were in high school (grades 9-12) ; and 3.5
million (12 percent) were in college. There were almost as many
female students as male students at the elementary and secondary
school levels. But there were about one-third more men, than
women at the college level. About 8 percent of the females enrolled in high school were attending private schools; nearly 23
percent of college women were enrolled in private colleges.
Secondary School
The number of young persons (both women and men) who enrolled in and graduated from high school rose steadily during the
1960's and the early 1970,s. The increase, in part, resulted from
the growth of the number of young persons in the population. It
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also resulted from the rising percentages of young people who
remained in high school until graduation. The decline in the school
dropout rate undoubtedly reflects the awareness of young people
and their parents of the necessity of securing a high school diploma
in order to qualify for most jobs.
From 1964 to 1973 the number of young women enrolled in
high school (grades 9-12) increased from less than 6.4 million
to more than 7.5 million, or 18 percent. The number of young
women who graduated from high school increased by nearly onethird over this period—from 1,167,000 in the 1963-64 school year
to 1,552,000 in the 1972-73 school year. Projections by the Office of
Education indicate that the number of high school graduates will
begin to decline after the 1976-77 school year as the number of
young people in the 17- and 18-year-age group begins to decrease,
reflecting the continuous decline in the number of births since
1960.
The percentage that high school graduates were of 18-year-olds
in the population increased substantially from the school years
1961-62 to 1965-66; for women, it rose from 72 percent to nearly
78 percent; and for men, from 67 percent to 74 percent. From
school year 1965-66 to 1972-73, the percentage did not change
greatly (see table 87). Large numbers of young women and men
still leave school before earning their high school diploma. About

T a b l e 8 7 . — N U M B E R OF H I G H SCHOOL GRADUATES AND PERCENT T H E Y A R E
OF PERSONS 1 8 Y E A R S OLD, BY S E X , 1 9 6 2 - 7 3
(Numbers in thousands)
High school graduates

School year

Women

Percent graduates
are of
18-year-olds

Number of
18-year-olds1

Number
Men

Year

Women

Men

Women

Men
67.0

1961-6 2

984

941

1962

1,368

1,404

71.9

1962-6 3

991

959

1963

1,419

1,456

69.8

65.9

1963-6 4

1,167

1,123

1964

1,643

1,692

71.0

66.4

1964-65 -

1,351

1,314

1965

1,774

1,829

76.2

71.8

1965-6 6

1,346

1,326

1966

1,736

1,790

77.5

74.1

1966-6 7

1,348

1,332

1967

1,746

1,800

77.2

74.0

1967-6 8

1,360

1,341

1968

1,786

1,840

76.1

72.9

1968-6 9

1,427

1,402

1969

1,841

1,898

77.5

73.9

1969-70 .

1,463

1,433

1970

1,882

1,944

77.7

73.7

1970-7 1

1,487

1,456

1971

1,924

1,992

77.3

73.1

1971-7 2
1972-73

2

1,520

1,495

1972

1,971

2,042

77.1

73.2

1,552

1,524

1 9 7 3 2 2,010

2,080

77.2

73.3

1

Age 18 as of October 1 of the year.

2

Estimated.

Source: U.S. Department of Health, Education, and Welfare, Office of Education: "Projections of Educational Statistics, 1982-83," OE-74-11105.
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784,000 young persons 16 years of age or older dropped out of
high school between October 1972 and October 1973; of these,
342,000 were women. About 1 out of 3 of the women dropouts had
been married. In addition to those 16 years and over, about 126,000
persons 14 and 15 years of age dropped out of school.
Higher Education
High school graduates entering college.—Nearly 3.1 million
persons graduated from high school in 1973. About 47 percent of
them were enrolled in college the following October. The proportion of women going on to college in the fall following graduation
from high school was down to 43 percent in 1973 from a high of
50 percent in 1971 (see table 88). The proportion of men going
on to college in the fall following high school graduation also declined—to 50 percent in 1973 from the peak of 63 percent in 1968,
when young men had the added incentive to go to college to postpone military service. Factors contributing to the decline in
college enrollment in the early 1970's may be the increase in tuition
and related costs and the greater difficulty young college graduates
have had in finding suitable jobs in recent years.
Because many young women and men delay entering college
after graduating from high school, the percentage of high school
graduates that eventually go on to college is greater than that
shown previously and in table 88. For example, about 10 percent
of the 16- to 24-year-old persons enrolled in college in October
1972 had not been in school the previous October—295,000 women
and 384,000 men. About half of them were freshmen. Apparently

T a b l e 88.—PROPORTION OF H I G H SCHOOL GRADUATES ENROLLED IN COLLEGE
IN OCTOBER OF THE Y E A R OF GRADUATION, BY SEX, 1 9 6 2 - 7 3
(Percent)
Year of
graduation

All
persons

Women

Men

49
45
48
51
50
52
55
54
52
53
49
47

43
39
41
45
43
47
49
47
49
50
46
43

55
52
57
57
59
58
63
60
55
58
53
50

196 2
196 3
196 4
196 5
196 6
196 7
196 8
196 9
197 0
197 1
197 2
197 3

Source: U.S. Department of Labor, Bureau of Labor Statistics: Special Labor Force Reports Nos. 155 and 168, and Summary Special Labor Force Report, April 1974.
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Table 89.—COLLEGE ENROLLMENT OF THE POPULATION1 14 TO 34 YEARS OLD,
BY RACE AND SEX, OCTOBER 1964 TO OCTOBER 1973
(Numbers in thousands)
All races
Year

1973
1972
1971
1970
1969
1968
1967
1966
1965
1964
1

White

Black

Total

Female

Male

Total

Female

Male

Total

Female

Male

8,179
8,313
8,087
7,413
7,435
6,801
6,401
6,085
5,675
4,643

3,502
3,460
3,236
3,013
2,987
2,677
2,560
2,337
2,172
1,755

4,677
4,853
4,850
4,401
4,448
4,124
3,841
3,749
3,503
2,888

7,324
7,458
7,273
6,759
6,827
6,255
5,905
5,708
5,317
4,337

3,105
3,061
2,867
2,693
2,681
2,412
2,345
2,172
1,991
1,617

4,218
4,397
4,407
4,066
4,146
3,843
3,560
3,536
3,326
2,720

684
727
680
522
492
434
370
282
274
234

326
343
317
269
256
213
171
128
148
114

358
384
363
253
236
221
199
154
126
120

Civilian noninstitutional population.

Source: U.S. Department of Commerce, Bureau of the Census: "School Enrollment in the
United States: October 1973" (Advance report), Current Population Reports, Series P-20, No.
261, March 1974.

many of the late entrants had worked, traveled, or served in the
military between graduating from high school and entering
college. About one-third of the women and men students in this
group were married.
There are some data which indicate that some women delay
enrolling in college for several years after graduating from high
school. For example, in a nationwide study, Jewish high school
students in the 10th, 11th, and 12th grades were interviewed about
their college and career plans. Eight years later these same young
persons were contacted (by mail) and questioned about their
educational experience. It was found that 5, 6, or 7 years after
graduating from high school 6.9 percent of the young women
were college freshmen and another 4.8 percent were college
sophomores.6
College enrollments.—Women attended college in increasing
numbers during the 1960's and early 1970's. However, still in
1978 about one-third more men than women were in college (see
table 89). Women were more likely to have attended college at
the freshman or sophomore level than at the upper college level.
About 47 percent of freshmen were women, compared with 42
percent of juniors and seniors and 36 percent of graduate students (see table 90).
There were about 3.5 million women under 35 years of age enrolled in college in October 1973.7 The number of women in college
6 See Sol Swerdloff and Howard Rosen, "Eight Years Later:
Education and Careers of
Young Jewish Adults," B'nai B'rith Career and Counseling Service, Washington, D.C., 1973.
7

In addition, an estimated 400,000 women 35 years of age and over were enrolled in college.
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Table 9 0 . — C o l l e g e E n r o l l m e n t o f P e r s o n s 14 t o 34 Y e a r s O l d , 1 by
Type of C o l l e g e and Y e a r of E n r o l l m e n t , October 1973
(Numbers in thousands)
College and year
of enrollment

Total

Female

Male

8,179

3,502

4,677

2,282
1,807
1,476
1,230
1,384

1,077
787
625
515
498

1,205
1,020
851
715
886

1,798

785

1,013

929
743
126

452
285
48

477
458
78

6,160

2,610

3,551

1,226
1,018
1,302
1,230
1,384

557
479
561
515
498

669
539
742
715
886

ALL COLLEGES

Total 2
First year
Second year
_
Third year
Fourth year
Fifth year or higher

. _

_

.

_

2

2-YEAR COLLEGES

Total

_

__

First year
Second year
Third year

_

__
.

__

_

_ _
_ -

4-YEAR INSTITUTIONS

Total

-

First year
Second year
_ __ _
_ _
Third year
- —
Fourth year
. _
Fifth year or higher
— _

-

_

1

Civilian noninstitutional population.

2

Includes enrollment not reported by type of college.

Source: U.S. Department of Commerce, Bureau of the Census: "School Enrollment in the
United States: October 1973" (Advance report), Current Population Reports, P-20, No. 261,
March 1974.

in October 1973 was nearly double that in 1964. The number of
men attending college (4.7 million) was about three-fifths more
than in 1964. Women accounted for nearly 43 percent of college
students under 35 years of age in 1973, compared with 38 percent
in 1964.
Of the 3.5 million women under 35 years of age who attended
college in October 1973, 88.7 percent were white, 9.3 percent were
black, and 2 percent were members of other races. The number
of black women in college in October 1973 (326,000) was nearly
3 times the number in October 1964.
The Office of Education provides information on enrollments
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in higher education by type of institution.8 Opening fall enrollment in 1973 showed about 2.9 million women in 4-year institutions
of higher education. The number of women in 4-year institutions
more than doubled in the decade 1963 to 1973. Nearly all the
women (more than 98 percent) in 4-year institutions were taking
courses creditable towards a bachelor's or higher degree.
About 32 percent of women college students were enrolled in
2^year institutions of higher education in the fall of 1973. The
number of women in 2-year institutions in the fall of 1973
(1,365,019) was more than 4 times the enrollment in such schools
in 1963. Nearly one-third of the women attending 2-year colleges
were in occupational or general studies programs not chiefly creditable towards a bachelor's degree but which prepared them for
technical, semiprofessional, craft, or clerical positions. The proportion of women in 2-year colleges who were in nondegree programs increased from about 21 percent in 1962 to more than 32
percent in 1972.9
The growth in attendance in 2-year colleges can be attributed,
in part, to the increasing enrollment pressures in the last decade
on all institutions of higher education. But there have been other
factors which have influenced the faster growth in 2-year institutions. Two-year community colleges bring higher education within
financial and commuting reach of many students who might not
otherwise be able to attend college. Furthermore, 2-year colleges
serve students who seek courses beyond the high school level which
will prepare them for immediate employment. These colleges frequently offer educational facilities to adults who wish to improve
or refresh their skills or expand their general education. Some
States, by various means, are deliberately channeling students into
public 2-year institutions because the expenditures per student
are considerably less in community colleges than in large State
universities or public 4-year colleges.
About 38 percent of all students enrolled in institutions of higher
education in the fall of 1973 were attending school only part
time.10 Among students attending part time, there was considerable difference between the proportion of those in 2-year institu8 Data on enrollments previously cited in this chapter are based on Current Population
Surveys (CPS) conducted by the Bureau of the Census. The Office of Education (OE) also
collects enrollment information from individual school systems in 50 States and the District of
Columbia. Data from these two sources are not exactly comparable. Data from the CPS (Series
P-20, No. 261) are limited to enrollments of persons under 35 years of age, whereas OE data
are for persons regardless of age; thus the enrollment figures from OE are somewhat higher
than those from the CPS.
9 The 1973 enrollment data are preliminary figures from the Office of Education. Data regarding degree and nondegree students were not available for 1973 at the time this chapter was
prepared.
10 Part-time students are those enrolled in courses equal to less than 75 percent of a
normal, full-time semester load. Data on full- or part-time status were not available separately
for women and men.
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tions and those in 4-year institutions. Nearly 56 percent of students
at 2-year institutions were part time, compared with about 30
percent of those at 4-year colleges. Similarly, a much higher percentage of students in nondegree programs were attending school
part time as compared with students in degree credit programs.
About 78 percent of all college students were attending publicsupported colleges in the fall of 1973. Nearly 95 percent of students
in 2-year institutions were attending public colleges, whereas about
70 percent in 4-year institutions were in such schools.
There were about 943,000 graduate students attending college
in the United States in the fall of 1972; 372,000, or 39 percent
of them were women. Of all women attending 4-year colleges,
about 13 percent were graduate students.

W o m e n Earning Degrees
In the 1972-73 school year, women earned nearly 529,300 bachelor's or higher level degrees from U.S. colleges and universities.
About 415,000 of these degrees (78 percent) were bachelor's;
104,400 (20 percent), master's; 4,200 (0.8 percent), first professional; 11 and 5,700 (1.1 percent), doctor's, except first professional.
The number of degrees earned by women increased greatly in the
1962-63 to 1972^-73 decade. The number of bachelor's degrees
earned in 1972-73 was nearly 2.5 times that in 1962-63, and the
number of master's degrees earned by women was more than 3
times as great in 1972-73 as in 1962-63.
67. Fields of Study in Which Women Earned Degrees
Although women earn degrees in a broad and varied range of
subjects, most of the degrees received by women are concentrated
in a very limited number of fields of study. The field of education
alone accounted for 36 percent of the bachelor's degrees earned
by women in the 1970-71 school year12 and for 54 percent of the
master's degrees.
Degrees Below Bachelor's Level
Of the associate degrees and other awards granted in 1970-71,
about 154,000 were in occupational curriculums at the technical
or semiprofessional level. Women received about 70,000, or 46
percent, of these degrees or awards. Most of the degrees or awards
made to women were in the health or medical fields (for example,
11 The following specified degrees are included as first professional: Dentistry (D.D.S. or
D.M.D.), law (L.L.B. or J.D.), Medicine (M.D.), Theology (B.D.), Veterinary Medicine
(D.V.M.), Chiropody or Podiatry (D.S.C. or D.P.S.), Optometry (O.D.), and Osteopathy
(D.O.).
12

Latest year available at the time this chapter was prepared.
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Table 9 1 . — E a r n e d B a c h e l o r ' s D e g r e e s C o n f e r r e d o n W o m e n , by S e l e c t e d
Fields of Study, 1961-62, 1965-66, a n d

1970-71

1970-71

Percent
distribution

As percent
of all
bachelor's
degrees
conferred

1965-66

1961-62 i

Number

Number

_ 367,687

100.0

43.5

221,052

154,009

539

.1

4.2

160

95

667
10,571
10,803
3,813

.2
2.9
2.9
1.0

12.0
29.3
9.3
35.3

102
7,535
5,263
1,221

55
4,779
3,903
826

324
132,236
403
18,169
15,285
19,680
44,782
932
9,494
3,014
17,037
4,566
57,918
17,454

.1
36.0
.1
4.9
4.2
5.4
12.2
.3
2.6
.8
4.6
1.2
15,8
4.7

13.6
74.4
.8
59.7
74.8
77.2
61.0
92.0
38.1
14.0
44.7
49.1
37.0
53.7

1
86,694
166
10,746
10,747
11,693
28,740
589
6,651
2,307
6,842
1,218
31,512
8,865

70,101
131
7,566
5,188
8,871
17,481
338
4,239
2,123
3,780
443
17,323
6,764

Number

Field of study

All fields
Agriculture and natural
resources
_
Architecture and environmental design
Biological sciences
Business and management
Communications
Computer and information
sciences
Education
Engineering
Fine and applied arts
Foreign languages
Health professions
Letters
Library sciences
Mathematics and statistics
Physical sciences
Psychology
Public affairs and services
Social sciences
Others2 — _

_

.

1 Not comparable with data for later years. Prior to 1965-66, bachelor's degrees were defined as those which required 4 but less than 5 years of college education. In 1966 bachelor's
degrees were redefined to include those requiring 4 or 5 years of college.
2 Includes home economics, military sciences, theology, interdisciplinary studies, and area
studies.

Source: U.S. Department of Health, Education, and Welfare, National Center for Educational Statistics.

registered nurse, practical nurse, dental hygienist, dental assistant) ; business and commerce (secretarial technology and marketing) ; and data processing and public service fields.
Bachelor's Degrees
More than 132,000 women received bachelor's degrees in education in the 1970-71 school year (see table 91). The number of
women receiving bachelor's degrees in education has increased
from about 87,000 in the 1965-66 school year and from about
70,000 in the 1961-62 school year. However, as a percentage of all
bachelor's degrees conferred on women, those earned in the field
of education decreased from more than 45 percent in 1961-62
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and from 39 percent in 1965-66 to 36 percent in the 1970-71 school
year. Women received about three-fourths of all bachelor's degrees in education awarded in 1970-71. Most of the bachelor's
degrees earned by women (nearly 83,000) were in elementary
education.
The second largest number of bachelor's degrees conferred on
women was in the social sciences—mainly in sociology and
history. The number of bachelor's degrees obtained by women in
this field increased sharply in recent years from about 17,000
in 1961-62 and about 32,000 in 1965-66 to nearly 58,000 in
1970-71. Social sciences accounted for nearly 16 percent of all
bachelor's degrees conferred on women in 1970 compared with
11 percent in 1961-62 and 14 percent in 1965-66. In 1970-71
nearly 45,000 women received bachelor's degrees in letters (principally English), nearly 20,000 in nursing and other health professions, 18,000 in fine and applied arts, 17,000 in psychology,
15,000 in foreign languages, nearly 11,000 each in business management and biological sciences, and more than 9,000 in mathematics and statistics. A particularly rapid growth in the number
of bachelor's degrees received by women between 1961-62 and
1970-71 was in some of the smaller fields in which women majored.
The number receiving degrees in communications increased from
about 800 to about 3,800, and the number in public affairs and
services grew from 443 to nearly 4,600.
Master's Degrees
Master's degrees earned by women in 1970-71 were even more
concentrated in the field of education than were bachelor's degrees
—56 percent compared with 36 percent (see table 92). Women who
have majored in another field of study at the undergraduate level
often obtain their master's degree in education in order to qualify
for teaching jobs in secondary schools.
Other than education, the largest proportion of master's degrees
conferred on women was in letters, primarily English and speech
(7.9 percent), library sciences (6.1 percent), social sciences (5.1
percent), and public affairs and services (4.4 percent). Women
received about 40 percent of all master's degrees. By field, they
received 81 percent of those in library sciences, 65 percent of those
in foreign languages, 58 percent of those in letters, and 56 percent
of those in education. In contrast, women received less than 4 percent of all master's degrees awarded in business and management,
13 percent of those in the physical sciences, 28 percent of those
in social sciences, and 29 percent in mathematics and statistics.
Doctor's Degrees (Except First Professional)
Compared with bachelor's or master's degrees, a smaller percentage of doctor's degrees awarded to women in 1970-71 was
in education. Of all doctor's degrees earned by women, less than
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T a b l e 9 1 . — E a r n e d Bachelor's D e g r e e s C o n f e r r e d o n W o m e n , b y S e l e c t e d
Fields of Study, 1961-62, 1965-66, a n d

1970-71

1970-71

1965-66

1961-62 i

Number

As percent
of all
Percent master's
distridegrees
bution conferred

Number

Number

92,896

100.0

40.1

47,485

28,704

144

.2

5.9

82

41

243
1,943
1,045
642

.3
2.1
1.1
.7

14.1
33.8
3.9
34.6

41
1,148
336
128

15
660
180
54

164
50,020
185
3,165
3,126
.
3,272
7,328
5,713
.
1,524
853
1,651
_ 4,099
4,710
3,069

.2
53.8
.2
3.4
3.4
3.5
7.9
6.1
1.6
.9
1.8
4.4
5.1
3.3

10.3
56.2
1.1
47.4
65.4
55.4
57.5
81.3
29.3
13.4
37.2
48.8
28.5
39.1

15
24,198
76
2,259
1,957
1,249
4,182
2,914
1,000
515
798
2,331
2,761
1,495

15,952
40
1,293
768
667
2,100
1,707
501
370
563
1,435
1,497
861

Field of study

All fields

-

_

Agriculture and natural
resources
_
Architecture and environmental design
Biological sciences
Business and management
Communications
Computer and information
sciences
Education _
_
Engineering
Fine and applied arts
Foreign languages
Health professions
Letters
Library sciences
Mathematics and statistics
Physical sciences
Psychology
Public affairs and services
Social sciences
Others2

-

-

1 Not comparable with data for later years. Certain degrees such as master of library
science and master of social work were classified as first professional in 1961-62 but were reclassified as master's degrees in 1966.
2 Includes home economics, military sciences, theology, interdisciplinary studies and area
studies.

Source: U.S. Department of Health, Education, and Welfare, National Center for Educational Statistics.

30 percent were in education (see table 93). About 13 percent
were in the biological sciences, 12 percent in letters, 11 percent
in the social sciences, 9 percent in psychology, and nearly 7 percent in foreign languages. Although women earned only 14 percent13 of all doctor's degrees conferred in 1970-71, their share
in some fields was considerably larger—38 percent in foreign languages, 24 percent in psychology, 24 percent in letters, 22 percent
in fine and applied arts, and 21 percent in education. On the other
hand, women accounted for less than 1 percent of all doctor's
13 Preliminary data indicate that women accounted for a higher proportion (16 percent)
of all doctor's degrees conferred in 1972.
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Table 9 1 . — E a r n e d Bachelor's Degrees

C o n f e r r e d o n W o m e n , by

Fields of Study, 1961-62, 1965-66, a n d

Selected

1970-71

1970-71

Field of study

All fields
Agriculture and natural
resources
_ .
Architecture and environmental design
Biological sciences
Business and management
Communications
Computer and information
sciences
Education
Engineering
_ _
Fine and applied arts
Foreign languages
Health professions
Letters
Library sciences
Mathematics and statistics
Physical sciences
Psychology
Public affairs and services
Social sciences
Others2
1

As percent
of all
doctor's
degrees
conferred

1965-66

Number

Number

Percent
distribution

Number

1961-62 i

4,579

100.0

14.3

2,116

1,245

31

.7

2.9

9

3

3
595
23
19

.1
13.0
.5
.4

8.3
16.3
2.8
13.1

1
305
17
3

159
5

3
1,355
23
138
297
77
567
11
93
246
427
43
507
121

.1
29.6
.5
3.0
6.5
1.7
12.4
.2
2.0
5.4
9.3
.9
11.1
2.6

2.3
21.2
.6
22.2
38.0
16.5
23.5
28.2
7.8
5.6
24.0
24.2
13.9
17.4

596
9
80
123
26
225
5
57
131
217
32
211
69

___

359
4
54
65
9
119
3
24
87
149
16
128
61

Except first professional.

Includes home economics, military sciences, theology, interdisciplinary studies, and area
studies.
2

Source: U.S. Department of Health, Education, and Welfare, National Center for Educational Statistics.

degrees awarded in engineering, 3 percent of those in business
and management, 3 percent of those in agriculture and natural
resources, and 6 percent of those in physical sciences.
First Professional Degrees
In the 1970-71 school year, more than 2,400 women received first
professional degrees (see table 94). This was more than double
the number in 1965-66 and more than 3 times the number in
1961-62. Despite this increase, women earned only 6.3 percent of
all first professional degrees awarded in 1970-71. More than half
of the first professional degrees earned by women were in law.
The number of women receiving law degrees increased from 273
in 1961-62 and 470 in 1965-66 to 1,240 in 1970-71. Nevertheless,
women received only about 7 percent of the law degrees awarded
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Table 9 4 . — E a r n e d F i r s t P r o f e s s i o n a l Degrees C o n f e r r e d on W o m e n , by
Selected Field of Study, 1961-62,1965-66, and 1970-71
1970-71

Field of study

All fields
Medicine2
Dentistry3
Other health professions
Law 5
Theology and others6

As percent
of all first
professional
degrees
conferred

1965-66

1961-62 1

Number

Percent
distribution

Number

Number

2,402

100.0

6.3

1,142

771

809
42
127
1,240
184

33.7
1.7
5.3
51.6
7.7

9.1
1.1
5.1
7.1
3.4

503
33
62
470
74

389
17
31
273
61

1 First professional degrees include professional degrees requiring 5 years or more of higher
education. In 1966 they were redefined to include only professional degrees requiring 6 years
or more of higher education. Master of library science and master of social work, included as
first professional degrees from 1961 to 1965, were reclassified as master's degrees iii 1966.
2 M.D.
3
4

degrees only.

D.D.S. or D.M.D. degrees.
Includes degrees in chiropody or podiatry, optometry, osteopathy, and veterinary medicine.

5

LL.B. or J.D. degrees.

a

In 1971 theological professions made up 94 percent of this category.

Source: U.S. Department of Health, Education, and Welfare, National Center for Educational Statistics.

in 1970-71. Most of the other first professional degrees conferred
other than law were in medicine. About 9 percent of all degrees
in medicine awarded in 1970-71 went to women.
Enrollment data of the last few years would indicate that the
number of women receiving degrees in law and medicine can be
expected to increase greatly. Enrollment of women in law schools 14
increased dramatically from 1,883 (3.8 percent of total enrollment) in 1963, and 3,704 (5.9 percent of total enrollment) in
1968, to 16,760 (15.8 percent of total enrollment) in 1973. The
first-year enrollment of women in law schools increased from
3,542 in the fall of 1970 to 7,464 in the fall of 1973. Women were
10 percent of first-year students in fall 1970 and 20 percent in
fall 1973.
Enrollment of women in medical schools also increased greatly.
For example, there were 2,786 women first-year students in U.S.
medical schools,15 and they represented 19.7 percent of all firstyear students in the 1973-74 school year. In contrast, in the
1969-70 school year, there were only 948 women first-year students
14 Data on enrollment of women are for American Bar Association approved schools as of
October 1. Source: Law Schools and Bar Admission Requirements, American Bar Association,
1974.
15

Data are from the Association of American Medical Colleges.
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Table 95.-- T Y P E

OF SCHOOL ATTENDED BY PERSONS 35 YEARS OLD
AND OVER, BY SEX AND RACE, OCTOBER 1972
Total

College

Percent

Elementary
and high
school

Full
time

Part
time

1,458

100.0

6.9

9.1

45.0

39.1

- _

748
710

100.0
100.0

7.4
6.3

7.4
10.8

48.8
41.0

36.5
41.8

White
Minority races -

1,289

100.0
100.0

5.0
20.7

8.4
14.2

45.7
39.6

40.9
25.4

Sex and race

Number
(in
thousands)

Both sexes _
Women
Men

169

Trade or
vocational
school

Source: See "Going Back to School at 35," Special Labor Force Report No. 159;, Bureau of
Labor Statistics, U.S., Department of Labor, 1973.

in U.S. medical schools, and they accounted for only 9.1 percent
of all first-year students. The 7,824 women enrolled in medical
schools at every level in the 1973-74 school year represented 15.4
percent of total enrollment. This compares with a female enrollment of 3,392 in the 1969-70 school year (9 percent of total
enrollment), and female enrollment of 2,244 in the 1963-64 school
year (7 percent of total enrollment).

W o m e n Returning to School
One of every 50 women and men age 35 and over were attending school in October 1972 in order to earn a degree or to train
for an occupation (see table 95). Many were studying to keep up
with new developments in their chosen field or to obtain the credentials necessary to enter a different line of work. Some were
housewives taking college courses to obtain undergraduate or
graduate degrees before reentering the labor market. Others
were workers seeking high school diplomas or college degrees in
response to rising employer requirements for hiring and promotion.16
College attendance.—About 788,000 adults 35 years of age and
over were in college either as undergraduate or as graduate students in October 1972. Over half of these adults (53 percent)
10 See "Going Back to School at 35," Special Labor Force Report No. 159, Bureau of Labor
Statistics, U.S. Department of Labor. Data were obtained as part of the October 1972 Current
Population Survey. Only persons enrolled in elementary or secondary schools; colleges; graduate
or professional schools; or business, trade, or vocational schools outside the regular school
system were included in the data. Data in this report differ from Office of Education figures on
adult education (referred to later in this chapter) because the CPS data is more limited in
scope and includes only those persons going to school to earn a degree or to train for an occupation. Not included are the thousands of persons who attend courses such as art and practical
courses in auto repair or furniture refinishing, which enrich their lives and augment their home
maintenance skills but are not primarily designed for career development.
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were women (in contrast, among college students under age 35,
only 42 percent were women). About 12 percent of the college
students 35 or over were persons of minority races; about the
same proportion as among college students under 35.
The overwhelming majority of women age 35 and over who
were attending college in October 1972 were going to school part
time. Nearly 3 out of 4 of these part-time women students were
working or seeking work—a proportion much higher than for
women in the same age group who were not in school. Nearly 7
out of 10 of all women college students age 35 and over were
married, and nearly all of these women were in school part time.
Even though they had home responsibilities, the great majority
of these married women students were in the labor force in
October 1972.
Elementary and Secondary School Attendance.—About 100,000
persons age 35 and over were in elementary or high school in October 1972. Slightly more than half were women. Some of these
persons may have needed educational credentials in order to get
a job or to advance in their present job. Others may have had
personal reasons for returning to school—perhaps to communicate
better with their children or to satisfy a long-delayed ambition
to finish school.
These adults were enrolled in basic education classes at the
elementary school level or in general education classes which
prepare for the high school equivalency examination. As many
were age 45 and over as were 35 to 39 years old. Six out of 10
of all women students enrolled in elementary or high school
classes were working or seeking work.
Trade or vocational school attendance.—About 39 percent (570,000) of all persons age 35 and over who were attending school
in October 1972 were in trade or vocational schools. Women and
men were enrolled in these schools in about equal numbers. More
than half of the women were in the labor force. These schools
may or may not require a high school diploma for entrance and
they vary greatly in the kind of training offered and in hours of
instruction. Such schools provide instruction in a wide range of
skills, including secretarial training, bookkeeping, practical nursing, cosmetology, barbering, auto mechanics, electronics, and
truck driving.
Adults in trade or vocational schools tended to be older than
those in regular schools: about 45 percent of those in such schools
were age 45 or over; about 34 percent of those in regular schools
were in this age group. Older workers may be more interested in
going to trade or vocational schools to learn a specific skill rather
than investing several years to obtain more generalized training
in college.
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Women in trade or vocational schools were less likely to be
working or seeking work while attending school than were women
in college. This is partly because women who enter trade or vocational school may have had fewer years of schooling than women
who enter or return to college, and labor force rates tend to be
directly related to years of schooling.

Financial Assistance for College and Other
Post-High School Students
As more and more high school graduates seek education beyond
the secondary level, and as college costs continue to rise, financial
aid has become an increasingly important problem to college students. Institutions of higher education, the Federal and State
governments, and many private groups and organizations offer
assistance to students. It has been estimated that $4 billion in
financial aid 17 has been awarded in each of the last few years to
help students meet the cost of their education.
Many colleges have set aside funds to be used for financial aid
to students. About half of the States have scholarship and loan
programs. Parent-teachers associations, community scholarship
funds, employers, unions, churches, civic and fraternal groups,
and professional organizations also have them. To help society's
need for educated women and men, Congress has, in recent years,
authorized a number of federally assisted aid programs in the
form of grants, loans, and employment opportunities. These programs are available to students who are seeking postsecondary
training at participating colleges and universities and at vocational business or technical schools. Students who want details
about any of these programs should inquire at the school to which
they are applying or in which they are enrolled. These programs
include:
Basic Educational Opportunity Grant Program
This program makes funds available to eligible full-time students attending approved colleges, community junior colleges,
vocational schools, technical institutes, hospital schools of nursing,
and other post-high school institutions for the first time. It provides grants of up to $1,400 for each undergraduate year. According to regulations developed by the Office of Education, the grant
cannot exceed one-half the difference between the amount a student and his or her family can contribute and the total expenses
of attending college. The amounts offered in any year will depend
upon money made available by Congress.
17 See "Meeting College Costs in 1974-75," College Scholarship Service of the College Entrance Examination Board.
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Supplemental Educational Opportunity Grant Program
Grants up to $1,500 a year (not less than $200) may be awarded
to students with "exceptional financial need" (in most cases students from families whose gross income is less than $9,000). Normally, a grant may be received up to 4 years but cannot exceed
$4,000. However, a grant for $5,000 may be received up to 5 years
when the course of study requires the extra time.
National Direct Student Loans (formerly known as National
Defense Student Loans)
Students who have been accepted for enrollment or are already
in attendance on at least a half-time basis at participating colleges, universities, or vocational, business or technical schools and
who need financial help for educational expenses are eligible for
these long-term, low-interst loans. The amount that may be borrowed is limited to a total of $2,500 for the first 2 years of undergraduate or vocational study, but persons who have completed 2
years leading to a bachelor's degree may borrow up to $2,500 a
year. The total that may be borrowed for undergraduate or vocational study is $5,000; the combined total for undergraduate and
graduate study is $10,000. Repayment of principal and payment of
3 percent interest on loans begins 9 months after the borrower
leaves school, except that payment may be deferred for as long as
the borrower continues to be enrolled at least half time in an educational institution, or for up to 3 years for service in the Armed
Forces or as a volunteer in the Peace Corps or in VISTA.
All or a portion of the loan to a student may be forgiven if the
student subsequently enters certain kinds of teaching occupations
or subsequently serves in the Armed Forces in a combat zone. Participating institutions select the recipients and determine the
amount each student needs, in accordance with criteria established
by the Office of Education.
Guaranteed Student Loan Program
Students enrolled or accepted for enrollment in approved colleges, universities, or vocational, technical, trade, or business
schools may obtain low-cost insured loans from private commercial lenders. Such lenders may be banks, credit unions, savings and
loan associations, insurance companies, or colleges that elect to
become lenders under the program. The loans are guaranteed by
a State or nonprofit agency or insured by the Federal Government.
The interest charged the student may not exceed 7 percent. The
maximum loan is $2,500 a year, but some States authorize a lesser
amount. The total that may be borrowed is $7,500 for undergraduate or vocational study, or $10,000 if graduate study is included.
In some instances, students are eligible for Federal interest
benefits. If the student is found to be eligible, the Federal Government will pay the interest to the lender on behalf of the student
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until it is necessary to begin repayment of the principal—between
9 and 12 months after the student has left school or graduated. No
loan may exceed the cost of education, less other financial assistance received. The student who is not eligible for the Federal
interest benefit may receive a guaranteed student loan, but will
have to pay the interest over the life of the loan.
It is up to the student to find a lender willing to make the loan.
There are approximately 20,000 participating lenders across the
Nation, and more than 8,000 participating institutions, including
some foreign schools. For further information, students should
get in touch with the educational institution's financial aid office,
participating lenders, Regional Offices of Education of the Department of Health, Education, and Welfare, and/or State guarantee agencies.
College Work-Study Program
Students with demonstrated financial need may be employed
through the federally supported College Work-Study Program to
earn a part of their educational expenses. The jobs performed are
either at the institutions themselves or at public or nonprofit
agencies or organizations with which the institution has an agreement (that is, community service agencies such as hospitals and
recreation centers). Students normally work an average of 15
hours a week while school is in session, and may work up to 40
hours a week during vacation periods.
Participating postsecondary institutions select the students to
be employed, define the jobs to be performed, supervise the work,
and pay the students. In general, the salary received is at least
equal to the current minimum wage and may be as much as $3.50
an hour.
Cooperative Education
Cooperative Education is a student educational assistance program provided for by the Higher Education Act of 1968. The act
authorizes Federal grants to colleges to help them establish programs of alternate full-time academic study and full-time public
or private employment. The primary aim of the program is to give
students an opportunity to develop educational and career ladders
through full-time work experience that is directly related to their
academic or occupational objectives. It also provides students with
an opportunity to earn needed funds.
Social Security
The Social Security Administration of the Federal Government
has extended benefits to unmarried full-time students up to the
age of 22, if one parent is retired, disabled, or deceased. Benefits
must be applied for—they are not given automatically. Information can be obtained at local offices of the Social Security Administration.
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Veterans Administration
Veterans can qualify for up to 36 months of educational assistance, according to their length of service. Widows of veterans
or women whose husbands are disabled as a result of serviceconnected injury or disease are also eligible for education benefits.
Information may be obtained from the Veterans Administration.

Federally Aided Vocational Education
More than 6.4 million women were enrolled in public vocational
courses in Fiscal Year (FY) 1972.18 (The 1972 Fiscal Year was
from July 1, 1971 to June 30, 1972.) Women made up more than
55 percent of the 11.6 million persons enrolled. Of all persons enrolled, 62 percent were in secondary school programs, 11 percent
were in postsecondary school programs, and nearly 27 percent
were in adult education programs.19 A total of 1.6 million disadvantaged persons and 221,000 handicapped persons received special services in order to succeed in vocational education.
About 2.9 million, or 45 percent, of the women receiving federally aided vocational training in FY 1972 were enrolled in
consumer and homemaking classes. About 92 percent of the enrollees in these courses were women. These home economics courses
were designed primarily to improve the quality of home and family life. The Vocational Education Act of 1963 provided for additional courses directed toward gainful employment. In FY 1972
an additional 241,000 women (nearly 4 percent of all women in
vocational courses) were enrolled in occupational home economics
courses. These women gained knowledge and skills in such home
economics subjects as food and clothing management, production,
and services; child care and guidance; home furnishings and
equipment services; and home and institutional management.
Although federally aided vocational training in office occupations had not been authorized prior to the 1964-65 school year,
by FY 1972 about 1.8 million women, or 28 percent of women
vocational students, were taking such training. The largest group
of women (more than half a million each) were enrolled in secretarial, stenography, and typing courses. Large groups of other
women were receiving training in office machine operation and
18 See "Summary Data Vocational Education F Y 1972," Vocational Education Information
No. 1, Bureau of Adult, Vocational, and Technical Education, Office of Education, U.S. Department of Health, Education, and Welfare. Data for FY 1973 enrollment were not available
separately for women. All enrollments (women and men) increased by more than 4 percent
between F Y 1972 and F Y 1973. It is likely that enrollments for women also increased by about
4 percent.
19 Data on the percentage that women made up of all enrollees by level of school were not
available for F Y 1972. In F Y 1970, women made up nearly 63 percent of enrollment at the
secondary school level, 39 percent at the postsecondary level, and 46 percent of adult enrollment.
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filing, accounting and computing, data processing, personnel, and
office management. More than three-fourths of the enrollees in
office occupation courses were women.
The 290,000 women who were in distributive education programs during FY 1972 represented more than 45 percent of all
enrollees in the field. These women were studying such subjects
as salesmanship, buying, pricing, advertising and display, fashion,
and business organization. About 1 out of 4 persons enrolled in
distributive education programs (both women and men) was participating in cooperative education programs in which periods of
work (on-the-job training) were alternated with class attendance.
More than 285,000 women were enrolled in health occupation
courses in FY 1972. This was more than double the number enrolled in FY 1968. This growth reflects both the stimulus of Federal funds and the increasing demands for hospital and other
health personnel. Despite this increase and the great demand for
health workers, only about 4.4 percent of all women in public
vocational programs were enrolled in health occupation courses.
Programs of study in the health occupations include nurse (associate degree), practical nurse, nurses' assistant, medical laboratory
assistant, dental assistant, and dental hygienist. These programs
are generally carried out in cooperation with hospitals or other
health agencies.
Nearly 280,000 women were enrolled in public vocational courses
in trade and industrial occupations in FY 1972. Women represented nearly 12 percent of all enrollees in this field. The number
of women enrolled increased by about 76 percent over the 159,000
women enrolled in trade and industrial courses in FY 1968 when
women accounted for less than 10 percent of all enrollees. The
largest number of women were enrolled in cosmetology, textile
production and fabrication, commercial art, public services, and
drafting occupations programs, and in supervisory training. In
recent years, women's enrollment has increased in occupational
training courses in which few women have previously been enrolled. For example, between FY 1968 and FY 1972, the number
of women enrolled in air-conditioning courses increased from 70
to 2,664; in auto body and fender repair, from 7 to 1,082; in auto
mechanics, from 906 to 5,299; in carpentry, from 111 to 1,451; in
metal working occupations, from 1,367 to 3,081; in law enforcement training, from 2,225 to 5,943; and in woodworking occupations, from 592 to 5,373.
About 33,000 women were enrolled in technical education
courses, and they represented less than 10 percent of all enrollees
in this field. The largest numbers of women were enrolled in scientific data processing, police science technology, and electronics.
Significant increases in enrollment have occurred in such male-
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T a b l e 96.—FOLLOWUP OP PERSONS COMPLETING PROGRAMS IN PREPARATORY VOCATIOL*AL EDUCAL'ION,1 FLS CAL YEAR 1972
Total,
all programs 2

Available for placement
Not available for placement
Status unknown

Percent

Number

Percent

Number

Percent

930,213

100.0

558,322

100.0

197,951

100.0

173,930

100.0

—
_

547,691
258,440
124,072

58.9
27.8
13.3

297,170
203,582
57,570

53.2
36.5
10.3

139,359
32,947
25,645

70.4
16.6
13.0

111,162
21,911
40,857

63.9
12.6
23.5

Not available for placement .

-

258,440

100.0

203,582

100.0

32,947

100.0

21,911

100.0

to1
I-

c*

183,188
75,252

70.9
29.1

150,442
53,140

73.9
26.1

20,479
12,468

62.2
37.8

12,267
9,644

56.0
44.0

547,691

100.0

297,170

100.0

139,359

100.0

111,162

100.0

416,675
86,721
44,295

76.1
15.8
8.1

207,863
60,630

69.9
20.4
9.7

118,602
13,109
7,648

85.1
9.4
5.5

90,210
12,982
7,970

81.1
11.7
7.2

_
__

_

-

Continued full-time school
Other reasons

_

Available for placement
Employed in field trained or related
Other employment
Unemployed

_

-

Adult
(prepara
itory)
Number
Percent

Number

Status of persons

Completed program requirements3

Postsecoiidary

Secondiary

-

28,677

* Status of persons as of November 1972.
Does not include reports for California, Colorado, Hawaii, Indiana, Kentuc]ky, Minnesota, Missouri, !New York, Ohtio, Pennsylvania, Americsa.n Samoa,
Puerto Rico, Virgin Islands.
2

3

Includes 72,421 persons who terminated their training in a program prior t<o normal comj>letion time and were emj)loyed in fi€ild for which 1trained,

Source: U.S. Department of Health, Education, and Welfare, Office of Educat:Lon, Bureau of Adult, Voc;ational, and T<ichnical Ediication: "Sumimary Data
Vocational Education FY 1972," Vocational Education Information No. 1.
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dominated fields as architectural technology, from 289 women
enrolled in FY 1968 to 1,151 in FY 1972; industrial technology,
from 443 to 1,143; and in police science technology, from 208
to 4,180.
Of the persons who had completed public vocational education
programs in FY 1972 (for whom data were reported), 58.9 percent
were available for placement in employment. (Most persons not
available for placement had continued full-time schooling.) Of
those available for placement in November 1972, 76 percent were
employed in the field for which they had been trained or in a related field, 16 percent were employed in other fields, and 8.1 percent were unemployed (see table 96).

Career Education
In 1971 the Commissioner of Education proposed a new concept
in public education in the United States that he called "career
education." This new education thrust may have an important
impact on the role of women in the working world of the future.
New kinds of education and training experiences would enable
them to expand their options, prepare for and enter nontraditional
careers formerly reserved "for men only," and equip them to pursue a wide variety of occupational goals.
In advocating that we reorder our whole education effort around
the new concept, the Commissioner said:
I propose that the universal goal of American education,
starting now, be this: that every young person completing
our high school program at grade twelve be ready to enter
higher education or to enter useful or rewarding employment. . . .20
According to a National Institute of Education (NIE) report: 21
A recent NIE-sponsored survey shows that Americans
place preparation for work, economic success, and better
jobs above a variety of other reasons why people should
go to school. While public expectations regarding the contribution of schooling to success in life are high, there is
considerable evidence that young people leaving school are
not well prepared for the adult world.
20 The National Advisory Council on Vocational Education: " A National Policy in Career
Education," 8th Report, September 1974.
21 Department of Health, Education, and Welfare, National Institute of Education: "Career
Education Program, Program Plan for Fiscal Year 1975," September 1974.
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Supporters of career education have noted that each year
about 2.5 million youth leave school without a high school
diploma, as general curriculum graduates or as college
dropouts. On the basis of somewhat diverse evidence, it is
believed that many of these youth (and a large proportion
of the graduates) have left school without the skills required to obtain employment or to continue their education,
a sense of where their career interests and competencies lie,
adequate information about job availability and requirements, or much understanding of what it is like to have
adult responsibilities.
Understandably, youth and their parents are concerned
that educational reforms give as much attention to preparation for career development as schools traditionally have
given to preparation for professional and higher education.
Their concern is echoed in reports of national commissions
which find that young people experience increasing difficulty
in making the transition between full-time school and fulltime work, between youth and adulthood.
What is career education?—The goal of career education, according to the U.S. Department of Health, Education, and Welfare,
is to improve education's ability to assist individuals in preparing
for and progressing in the various roles they must play in the
world, especially participation in the world of work. The aim of
career education is to help people through life to (1) become
aware of their interests and competencies as these develop and
change, (2) examine the career opportunities available in the
world of work, and (3) find and use the means necessary to match
their abilities with career opportunities. These efforts are to start
in the schools of the Nation beginning at the kindergarten level
and continue through the postsecondary years.
Vocational and technical education is an essential component
of career education. However, the scope of career education is
broader than that of vocational education in that it (1) considers
preparation for the world of work to begin with the early school
years and to include more than just specific skills acquisition for
a job and (2) helps individuals explore, prepare for, and perform
in various occupations and work-related roles.
Career education is concerned with educational improvement
and innovations that:
• help people make informed, realistic decisions about
career goals and the education needed to reach them
• bring people in contact with a variety of occupational
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settings and roles for purposes of career exploration and
the acquisition of general and specific skills
• greatly expand the options through which individuals
can reach their educational goals in terms of the variety of
programs available, locations where education takes place,
ways in which education is delivered, and times when education is offered
• improve ways to give financial aid to people who do not
have adequate resources to begin or continue their occupational development.
Career education programs.—In the past 3 years (1971-74)
nearly one-third of all school districts in the United States have
initiated career education efforts. Thirty-five or more State departments of education have appointed career education coordinators.
At least 20 State boards of education have passed resolutions supporting career education. At the Federal level, both the National
Institute of Education (NIE) and the U.S. Office of Education
support activities in career education. The Federal role is that of
supporting program research, development, and evaluation, and
dissemination of information.
The National Institute of Education's mission in career education is to increase understanding of the relationship between education and work and to improve career education through research
and program development. NIE supports research concerning the
relationship of education and work. These include studies of the
changing economic and noneconomic returns to individuals and
society from the investment in education and policy analyses examining assumptions about the match between educational experience and world of work experience. Based on the findings of
research and policy analyses, NIE supports design and development projects to evaluate a range of suggested improvements.
NIE also disseminates the results of its research and development
activities.
The Office of Education's career education mission is to provide
assistance to States and localities in understanding career education concepts and converting such concepts into effective and comprehensive career education programs. The Office of Education
provides technical assistance to States and localities—both directly
and through grants and contracts—for moving career education
concepts into action programs. Such assistance includes providing
"seed" monies required for initial planning and implementation
of career education, providing assistance for evaluation of programs, supplying answers to questions raised by career education
practitioners, and providing assistance for curriculum modifications and materials adaptation.
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The Office of Education also supports demonstration and exemplary programs designed to build expertise in expanding the
career education concept to a wide variety of kinds and levels of
educational settings. Demonstrations of career education practices
designed to meet special needs of persons such as females, minorities, the handicapped, and the gifted and talented are supported.
In addition, the Office of Education assists local and State agencies
and postsecondary agencies through grants and contracts in the
implementation of comprehensive career education programs, including personnel development and site implementation costs.
Under the Education Amendments of 1974, a National Advisory
Council for Career Education was created, which is responsible
for examining career education related programs and offering
recommendations for additional legislation.

Federally Funded Manpower Training Programs
The Manpower Development and Training Act of 1962 (MDTA)
formed the keystone of Federal manpower training programs. In
addition, there were some training programs mandated under the
Economic Opportunity Act of 1964 (EOA), the Social Security
Amendments of 1967, and the Emergency Employment Act of
1971 (EEA). Up to 1974 the Department of Labor administered
these training programs, as well as a wide range of other categorical programs generated under the MDTA, as part of the overall national effort to meet manpower demands and fully utilize
human resources. The emphasis in these programs was to give
training and necessary supportive services to unemployed and
disadvantaged persons, and to groups with special employment
problems, such as youth, older people, and members of minority
groups.
68. The Comprehensive Employment and Training Act
(CETA)
After more than a decade of centralized responsibility in the
Federal Government for manpower training programs, a major
shift toward decentralization occurred with enactment of the
Comprehensive Employment and Training Act on December 28,
1973.22 Under CETA, which superseded MDTA, EOA, and EEA,
Federal funds are distributed under principles of special revenue
sharing to prime sponsors, mainly State, city, and county governments, with a minimum of Federal direction on program design
22 The Manpower Report of the President, April 1974, includes much of the information on
which this section is based.
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and operation. These sponsors, for the first time, have the authority to decide the mix and kinds of comprehensive manpower programs and services to be established, subject to Federal approval
of the grant applications.
Prime sponsors are allowed considerable flexibility in establishing manpower programs; if they choose, they may continue, at the
local level, the kinds of programs and services which were formerly
provided at the national level under MDTA, EOA, and EEA. Such
programs include MDTA institutional and on-the-job training;
later discussion will describe the impact of such programs on
women. Prime sponsor plans for fiscal year 1975 do not show any
major changes in the mix of program activities planned, although
more innovative program design may appear as prime sponsors
become more experienced with administering programs under
CETA. Manpower programs such as the Work Incentive (WIN)
program authorized under the Social Security Amendments and
the apprenticeship program under the Fitzgerald Act (with the
exception of Apprenticeship Outreach Programs) are not affected
by CETA.
CETA continues the Federal concern emphasized in earlier
legislation for the disadvantaged. The purpose of the act is "to
provide job training and employment opportunities for economically disadvantaged, unemployed, and underemployed persons,
and to assure that training and other services lead to maximum
employment opportunities." 23
CETA represents the first major social program that has been
decentralized with congressional assent. Funds are allocated
through grants to implement comprehensive manpower programs
in States and localities.
Manpower services and activities authorized under CETA include, but are not limited to: outreach, intake and assessment,
job referral, orientation, counseling, institutional education and
skill training, on-the-job training, subsidies to employers, supportive services, subsistence and expense allowances for enrollees,
and programs conducted by community-based organizations such
as Community Action agencies. In addition, provision is made for
an employment program similar to the Public Employment Program described later.
Under CETA, funding becomes available for public employment
in areas with a 6.5-percent or more unemployment rate for 3 consecutive months. Funds may be used for public service transitional
jobs designed to (1) develop new careers, (2) provide opportunities for career advancement, or (3) provide opportunities for
continued training. To safeguard promotional opportunities for
23 Comprehensive Employment and Training Act of 1973, Public Law 93-203, Sec. 2, 93d
Congress, S.1559, December 28, 1973.
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regular employees, public service jobs can be created above entry
levels after compliance with applicable personnel procedures and
collective bargaining agreements. The maximum salary that can
be subsidized in a public employment program is $10,000.
Under title III of CETA, the Secretary of Labor is authorized
to provide services for special groups of women and men, including
youth, offenders, persons of limited English speaking ability,
older workers, and other persons determined by the Secretary
to have particular disadvantages in the labor market. As a result
of congressional findings that American Indians and Alaska natives, as well as migrant and seasonal farm workers are economically disadvantaged, the Secretary is specifically instructed to
conduct programs for them. These disadvantaged groups of workers were also serviced under earlier legislation. The Secretary of
Labor must consult with the Secretary of Health, Education, and
Welfare (HEW) when arranging services of a health, education,
or welfare character, and obtain approval of the HEW Secretary
when direct arrangements are made for the provision of basic
education and vocational training. In addition, the Secretary of
Labor is authorized to conduct research and demonstration programs and provide technical assistance and staff training to prime
sponsors.
All prime sponsors must establish planning councils to advise
on program activities and to help monitor and evaluate the programs. CETA regulations make it clear that women should be
appointed to the planning councils. As a part of the grant application, each prime sponsor must submit an annual comprehensive
plan to the Secretary of Labor for approval.
An important new feature of the act is the establishment of
the National Commission for Manpower Policy to identify national manpower goals and needs of the Nation and to assess the
extent to which employment and training, vocational education,
institutional training, vocational rehabilitation, economic opportunity, and other programs represent a consistent, integrated, and
coordinated approach to meeting such needs and achieving such
goals. Membership of the Commission includes the Secretaries of
Labor; Health, Education, and Welfare; Defense; Commerce; and
Agriculture; and the Administrator of Veterans' Affairs, as well
as 11 representatives of labor, industry, commerce, education,
State and local government, and the general public. The Commission will conduct relevant studies, hearings and research; examine
the effectiveness of federally assisted manpower development programs; evaluate major Federal programs aimed at achieving the
objectives of manpower and related legislation; and develop information and knowledge about manpower problems through research
and demonstration projects.
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69. Federally Assisted Manpower Programs Prior to CETA
In fiscal year 1973, before the implementation of CETA, a total
of about 1.5 million people, 655,500 of them women, were newly
enrolled in a wide variety of selected training programs administered by the Department of Labor (see table 97). In addition,
about 1.3 million persons (both men and women) were enrolled
in other federally assisted work and training programs.24 These
included more than 100,000 persons in veterans programs, 500,000
in vocational rehabilitation, and over 700,000 in other programs.
By far the largest of these other programs was social service
training for public assistance recipients funded under grants to
States by the Social and Rehabilitation Services Administration,
U.S. Department of Health, Education, and Welfare. The sections
below discuss the training programs administered by the Department of Labor. Following also will be a discussion of emerging
developments and information on vocational rehabilitation administered by the Department of Health, Education, and Welfare.
MDTA Institutional and On-the-Job Training
In the 1963-73 period about 700,000, or 40.5 percent, of the total
1.4 million MDTA institutional and on-the-job trainees were
women. Of all trainees, approximately 2 out of 3 completed training, and 3 out of 4 who completed were employed after training.
In fiscal year 1973 more than 71,000 women were enrolled for
the first time in MDTA institutional and on-the-job training programs. The 39,500 women in institutional programs represented
about one-third of all institutional enrollees. The 31,800 women
in on-the-job programs made up about one-fourth of all new enrollees in these programs.
Institutional training.—Institutional training is classroom and
other training offered in public and private schools, community
colleges, skills centers, and elsewhere. This training effort has
initiated many new approaches, such as provision for basic education instruction, open-entry and open-exit scheduling which allows trainees to leave when employment is ready, and the adoption
of educational clusters to allow greater latitude in occupational
selection.
In fiscal year 1973, about 39,500 enrollees, or one-third of the
total enrollees in institutional training, were women. Many of the
women reached were among the disadvantaged. Fifty-six percent
of the women enrollees were heads of families or households; 70
percent were primary wage earners; nearly 78 percent were unemployed; and 67 percent had family incomes under $4,000. About
38 percent of the women were black; nearly 11 percent were
Spanish American.
24

See Manpower Report of the President, April 1974.
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T a b l e 97.—CHARACTERISTICS OF N E W TRAINEES ENROLLED IN SELECTED WORK AND
TRAINING PROGRAMS ADMINISTERED BY THE DEPARTMENT OF LABOR, FISCAL YEAR 1 9 7 3
Percent of total enrolleesi who were

to
to

Training programs

Number

Median
age

Women

Black1

Institutional
On-the-job Training (national contracts)
JOBS-Optional Program (JOP)
Neighborhood Youth Corps, In-School
and Summer
^
Neighborhood Youth Corps, Out-of-School—
Work Incentive Program
Job Opportunities in the Business
Sector (JOBS) _
Concentrated Employment Program
Operation Mainstream
Job Corps
Public Service Careers A and B
Public Employment Program 4

119,600
27,600
48,000

25.7
26.7
26.1

32.7
23.1
22.8

30.1
31.1
19.6

553,700
74,700
238,500

Under 19
Under 19
31,5

46,9
53.7
70.0

48.4
44.2
44.6

51,500
68,800
37,500
43,400
14,200
177,900

24.3
23.8
46.6
Under 19
28.7
29.3

30.4
45.3
34.4
26.4
63.4
27.7

40.5
58.0
19.7
59.2
31.3
26.1

1

Spanish
American

8

Disadvantaged

Public
assistance
recipients 2

9.9
6.4
16.4

58.0
38.8
75,5

12.9
4.7
9.6

14,0
17.6
9.7

100.0
97.5
87.4

37.3
38.6
100.0

16.6
16.3
14.4
12.0
15.1
14.2

100.0
99.0
93.7
100.0
77.5
37.5

17.0
15.7
19.9
39.5
19.5
14.2

Substantially all the remaining enrollees were white, except for 3 to 12 percent in each program who were American Indians, Eskimos, or Orientals.

The definition of "public assistance" used for these figures varies somewhat among programs (for example, it may or may not include recipients of food
stamps and "in kind" benefits). In the NYC program, public assistance may relate to families of erjrollees as well as to enrollees themselves.
2

3

Includes Mexican Americans and Puerto Ricans only; data for other Spanish Americans are not available.

4

Includes enrollees in summer programs.

Source: U.S. Department of Labor, Manpower Administration, Office of Administration and Management, Division of Reports Analysis.
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In fiscal year 1971—the latest available data for women enrollees—most of the women enrolled were in training for work in
women's traditional fields; about half were learning clerical or
sales work, and many others were training for service occupations
such as cosmetologist, practical nurse, nurse's aide, and health
attendant. Large numbers of other women were training in professional, administrative, and technical fields, mainly as registered
nurses, technicians, and therapists. In 1973 the completers of
MDTA institutional training averaged $2.76 an hour in their first
post-program job. For women, the average hourly earnings were
$2.36, compared with $3.05 for men.
On-the-job training.—In MDTA on-the-job training (OJT),
participants earned pay while learning job skills in private employment. Except for contracts on a national basis, this program
was phased out in fiscal year 1970. The national OJT program
enrolled nearly 27,600 persons in fiscal 1973, about 6,400 of them
women. Some contracts were with national trade associations
which developed the training plan and conducted the training. The
associations also sought employer members who were willing to
accept trainees and have the training conducted on their premises.
A State-administered JOBS-Optional program (JOP), which
succeeded the MDTA on-the-job training at local levels, included
about 10,900 women in its 48,000 enrollees in fiscal 1973. The proportion of disadvantaged participants in the JOP program (76
percent) was about twice that in the national OJT program (39
percent). The median age of women in both programs was about
26 years. In their first post-program job, women JOP completers
earned an average of $2.14 an hour and national OJT completers
earned $2.74 an hour. The hourly rates were higher for men completers—$2.71 (JOP) and $4.54 (OJT).
Job Opportunities in the Business Sector (JOBS) was a joint
effort of the U.S. Department of Labor and the National Alliance
of Businessmen to first hire, then train the disadvantaged on
jobs in private industry. Of the 51,500 persons enrolled in fiscal
year 1973, more than 15,600 were women. In JOBS, employers
were reimbursed for the extra costs involved in taking on the
disadvantaged unemployed. These extra costs included remedial
education, minor medical care, and day care. The program was
endorsed by organized labor, and unions cooperated in an on-thejob "buddy" effort to help new workers adjust. In fiscal year 1973,
the post-program employment rate for JOBS was only 52 percent
—low in comparison with many other programs.
As indicated earlier, MDTA institutional and on-the-job training programs are no longer conducted as national programs, although prime sponsors may elect to utilize this form of program
design.
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Neighborhood Youth Corps
Neighborhood Youth Corps (NYC) provided part-time work
and training opportunities to in- and out-of-school youth (under
age 22) from disadvantaged families. The in-school program, the
larger of the two because of its summer program, provided parttime work which enabled many potential dropouts to remain in
school. For school dropouts or graduates having no job-ready
skills, the objective was increased employability.
Almost half (48 percent), or about 300,500, of the 628,400 NYC
enrollees in 1973 were female. By program, 260,200 of the 553,700
in-school and summer trainees, and 40,300 of the 74,700 out-ofschool enrollees were women. The median age for all enrollees was
under 19; more than half were of minority races. Virtually all
were from disadvantaged families and the great majority of the
families had incomes under $4,000; more than 1 out of 3 youth
was from families on public assistance.
In addition to training on the job, youth were offered basic
and remedial education, counseling, and job placement, if necessary. The work projects were sponsored by both private and public
organizations in local communities—among them schools, community action agencies, libraries, hospitals, and conservation groups.
The young women worked as aides in libraries, hospitals, schools,
cafeterias, museums, and old-age and nursing homes.
The Neighborhood Youth Corps is no longer a discrete program;
prime sponsors now carry out training and employment activities
for youth under CETA.
Concentrated Employment Program
The Concentrated Employment Program (CEP) was designed
to utilize all available resources in a concentrated effort to help
the disadvantaged cope with their employment problems in large
city slum areas and certain rural areas. In fiscal year 1973, 45
percent, or 31,000, of the nearly 70,000 enrolled were women. The
proportion of blacks (58 percent) of all enrollees was among the
highest, and the median family income of $2,136 annually was
among the lowest for all programs.
Each local CEP combined, under single sponsorship, all available manpower services needed to help the disadvantaged move
from unemployability to self-sufficiency through a coordinated
manpower program approach. It utilized a spectrum of training
and work experience programs—among them, those described in
this section. All supportive services were provided as needed to
move enrollees into productive employment. CEP included reliance
on counselors and coaches working on a one-to-one basis. Followup
functions and guidance were provided after employees had been
placed on jobs.
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CEP registered strong performance in fiscal 1973, achieving
a 65-percent placement rate, a 20-point improvement over 1972.
However, year-to-year earnings gains were low ; women averaged
$2.03 an hour in 1972 and $2.06 in 1973, compared with respective
figures for men of $2.38 and $2.54.
Currently, there are only four CEP's (rural) which are independently funded; CEP activities may be funded by CETA prime
sponsors.
Operation Mainstream
Conceived as a program to assist chronically unemployed and
poverty-stricken older adults, Operation Mainstream (OM), on
both the local and national levels, offered jobs in projects for improvement and rehabilitation of the physical environment and
community facilities, such as improvement of parks, forests, and
wildlife areas; roadside beautification; water and air pollution
control measures; and provision of centers to furnish social services. In fiscal 1973 the 13,000 women enrollees (about one-third
of all enrollees) worked in urban and rural centers to furnish
social services for the poor or to improve outdoor recreational
and roadside facilities. The median total family income of $1,991
for all enrollees was at the lower end of the income scale, compared
with other programs. The median age of enrollees—47 years—
was highest among manpower programs.
The only presently existing OM programs are those funded on
the national level (National Older Workers Program (NOWP) —
Operation Mainstream). Some CETA prime sponsors, though,
have continued the funding of what were previously local OM
programs. During fiscal year 1975, the Department of Labor's
Manpower Administration awarded $20 million of CETA title III
funds for the continuation of the NOWP-OM program. This program, formerly authorized under title I-B of the Economic Opportunity Act of 1964, provides subsidized part-time community
service employment opportunities for elderly low-income persons
in 47 States, Washington, D.C., and Puerto Rico.
The Manpower Administration awarded the funds to five national-level organizations which have participated in the program
for the past several years: Green Thumb, Inc.; National Council
on the Aging; National Council of Senior Citizens; National Retired Teachers Association-American Association of Retired Persons; and the U.S. Department of Agriculture, Forest Service.
The program will be in operation through June of 1975. Recently much emphasis has been placed on moving enrollees into
unsubsidized work. Placement in unsubsidized work for fiscal
year 1974 was approximately 18 percent (1,750 enrollees) of the
enrollment level. There are approximately 9,000 enrollees in OM;
227
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44 percent of these enrollees are women. The average wage is
$2.22 an hour, and enrollees work approximately 20 hours a week;
56 percent of those enrolled are 65 years of age or older.
Another nationally funded program similar to the OM program
is the Senior Community Service Employment Program, authorized
under title IX of the Older Americans Comprehensive Services
Amendments of 1973. The 1975 enrollment level of this program
will be approximately 3,400.
Public Employment Program
The Public Employment Program (PEP) was created by the
Emergency Employment Act of 1971 to provide transitional public
service jobs for unemployed and underemployed individuals; giving special attention to welfare recipients, migrant and seasonal
farm workers, and Vietnam War veterans. City, county, and State
governments exercised considerable freedom in determining which
public agencies would get funds, the jobs to be created, and supportive services to be supplied.
The number of women enrolled in fiscal year 1973, nearly 50,000
of the 178,000 total, made PEP next to the largest training program for adult women. Over 404,000 women and men have been
enrolled since its inception in 1971. PEP jobs have been generally
acknowledged as "rear' not "make work." From August 1971 to
June 1973, a significant percentage of jobs have been in public
works and transportation (22 percent), education (20 percent),
law enforcement (12 percent), health and hospital services (9
percent), and parks and recreation (8 percent).
Following PEP training, women averaged $3.14 an hour—or
the highest rate received by women in any major training program. Women's earnings differential compared with men's, lower
by 43 cents an hour, was the smallest among training programs.
In the first half of the year prior to entering PEP, all participants
earned $3,490 on an average annual basis; in the first 6 months
after leaving PEP, average earnings for all participants jumped
to $5,260—more than a 50-percent increase.
Although PEP is no longer in existence, CETA makes provision
for a similar public employment program run by State and local
governments.
Public Service Careers
The Public Service Careers (PSC) program has helped disadvantaged persons obtain entry-level jobs, or upgrading, in public
service agencies at local, State, and Federal levels. Nearly twothirds of the 20,400 enrollees, or about 13,000, were women in
fiscal year 1973. Participants, after receiving education, training,
and supportive services, have entered jobs as aides in teaching,
nursing, and social work. The program developed a career ladder
designed to help participants move up to more responsible jobs.
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The post-program employment rate of 68 percent for PSC ranked
high among all training programs. The programs were designed
as demonstrations and the last one was scheduled to be phased
out by June 1974. However, plans were for continued sponsorship
of that phase in the Federal Government under the Civil Service
Commission.
70. Job Corps
Youth, mostly unemployed school dropouts, lacking the education and skills for jobs, are given necessary remedial training in
residential and extension centers throughout the Nation. Of 43,400
Job Corps enrollees in fiscal year 1973, more than 11,000, or 26
percent, were young women. The median age for all enrollees
was under 19 years. Nearly 2 out of 3 enrollees were members of
a minority race; the percentage (63 percent) was among the highest for all programs. Two-thirds of all enrollees had 9 to 11 years
of schooling and took advantage of mathematics, language, and
reading classes to increase their education, and some to obtain
high school equivalency diplomas. Job Corps has emphasized use
of self-instructional material geared to individual interests and
abilities.
Although median family income of $4,100 a year for all enrollees was among the highest of all programs, nearly 40 percent
of Job Corps women came from families supported by public
assistance funds. Job Corps women receive monthly allowances
beginning at $30 and may receive increments up to $50, in addition to room and board, medical and dental care, and work clothing. After a stay of at least 160 days in the program, each young
woman receives a $50 readjustment allowance for each month
of satisfactory service when she leaves the Job Corps. Of this,
she can allocate up to $25 monthly to her spouse or family; that
$25 is matched by the Job Corps each month.
Job Corps combines remedial education, work-skill training,
and on-the-job experience. A variety of vocational training programs are available. Youth often work in nearby business firms,
hospitals, and government agencies. The high overall post-program
employment rate of 78 percent for all enrollees in 1973 was
matched only by MDTA on-the-job national training contracts
among manpower training programs.
Title IV of CETA continues the Job Corps as a national program. The current number of women in Job Corps is approximately 12,800, or 28.5 percent of all enrollees.
Job Corps has recently deleted the sex designations of all
centers preparatory to making them coeducational. At present,
nine of the 60 Job Corps centers are coeducational. The operations
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of the remaining centers are being reviewed for converting them
to coeducational centers. Enrolling women in centers that were
previously all male will provide for a more equitable distribution
of male and female enrollees.
The vocational programs have been expanded to include training for women in nontraditional jobs. Women enrollees may now
receive training as welders, carpenters, cement masons, painters,
and plasterers, as well as other more traditional occupations.
71. Work Incentive Program
The Work Incentive Program (WIN) is designed to serve only
recipients of Aid to Families with Dependent Children (AFDC)
and, in this capacity, serves the highest percentage of women (70
percent) , compared with other manpower training programs. It
has had a two-phase history identified as WIN-I and WIN-II.
Begun under Social Security Amendments in 1967, the WIN-I
program started operations in August 1968. It represented a
major national effort to help people on AFDC become productive
workers. Although institutional or on-the-job training was given
to women lacking marketable skills, emphasis was also placed on
remedial education. Important to the program were the available
supportive services, such as day care for preschool children.
In the 31/2 years of WIN-I operation through April 1972, results were below expectation in terms of number enrolled as well
as number who completed training and/or got jobs. A total of
406,300 persons, or about 10 percent of the eligible adult AFDC
caseload, were referred to the program. Although women made
up 97 percent of the adult caseload, they accounted for only 60
to 70 percent of the total WIN enrollment during the 3 y% year
period because of the program's priority interest in placing unemployed male heads of households first.25 Half of the enrollees
dropped out because of illness, refusal to continue, moving from
the area, or child care needs, among other reasons. About 30
percent of the women and men enrolled since the beginning of
the program were placed in employment by June 1972. Job opportunities for women were largely in clerical, sales, and service
occupations. Pay was relatively low: in clerical and sales work
the average hourly wage was $2.18; in service jobs, $1.92. The
average pay for all persons placed was $2.34.
In 1971, amendments to the Social Security Act made significant changes in the WIN program, as reflected in the WIN-II
program which began July 1, 1972. A major change was the
mandatory registration of all adults (rather than just males) on
25 See Blanche D. Coll, " H o w Work Incentives Affect Welfare Rolls," the Social and Rehabilitation Record, May 1974.

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

230

AFDC rolls to receive manpower services, unless legally exempted
from the program. This corrected the previous requirement that
State welfare departments refer only persons they considered
"appropriate" for manpower services. Job placement instead of
job preparation was emphasized. In addition, the 1971 amendments provide for a Separate Administrative Unit (SAU) to be
established in welfare offices to arrange for the provision of supportive services to WIN participants.
Under WIN-II, participants are placed in appropriate jobs as
quickly as possible through exposure to the job market, supported
by manpower and social services as needed. To encourage job
placements, employers are allowed tax credits if they hire and
retain WIN registrants. Training remains a feature of the restructured program, with emphasis on public service employment
or on-the-job training. Supportive services provided in fiscal year
1973 included child care, family planning, homemaker and home
management, medical assistance, and transportation.
WIN-II, in its first full year of operation (fiscal year 1973)
registered 1.2 million persons (including 300,000 volunteers and
117,900 carried over from the WIN-I program).26 Comparisons
with WIN-I point out the improved performance of the new
program. Of the 356,400 WIN participants in 1973,27 about 249,500 were women. The proportion of women remains at 70 percent
because WIN has a legislative priority to place unemployed
fathers. Nearly half of all participants were of minority races;
10 percent were Spanish American. WIN-II moved nearly 137,000
persons into jobs in its first year, compared with only 127,000
who became employed during all of WIN-I's SY2 year existence.
In 1973, of the 34,300 persons who found jobs, were removed from
AFDC, and left the WIN-II program, 14,000 were females, mostly
22 to 44 years old. This represents 41 percent of those who completed job entry and who subsequently left welfare.
The median entry wage for women placed in employment in
fiscal year 1973 was $1.87 an hour, compared with $2.58 for men.
For persons who remained in jobs for 90 days and subsequently
left welfare, the median wage was $2.67 an hour; only 20 percent
earned below $2.00 an hour, and over one-third earned $3.00
or more.28 Women were placed mainly in service jobs (35 percent),
or in clerical and sales occupations (28 percent). About 16 per28 For a full discussion see " W I N - I I : A Progress Report," in the Manpower Report of the
President, April 1974. Also see Blanche D. Coll, op. ext.
27 The figure in table 97 of 238,500 is for new enrollments as distinguished from all participants (356,400). It should be noted that unemployed fathers living with their wives are
eligible for AFDC, and therefore for W I N , in only 25 States. In other States, the only men
eligible are teenaged dependents and fathers who are the sole parent in their families.
28 Supplemental welfare benefits continue to be paid to those employed female and male
single parents whose income levels still fall below the welfare grant.
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cent were placed in light factory work such as in textile plants,
and 21 percent in a variety of other jobs.
In 1974 the Manpower Administration and the Women's Bureau
put together a plan and let a contract to develop a training
package to facilitate the opening of nontraditional occupations
for women in the WIN-II program. The objectives were to (a)
enable WIN staff to develop a broader perspective of nonstereotyped training and employment opportunities available to WIN
women, leading to higher paying jobs; (b) enable WIN staff to
counter stereotyping more effectively among participants and
employers; and (c) enable WIN staff to initiate job development
strategies for increasing placement of WIN women in nontraditional jobs.
72. Apprenticeship Training
Apprenticeship is one of several paths that can be utilized by
women and men to enter the skilled trades.29 In 1973, 463,000
women were employed as craft workers-—only 4 percent of the
total. Since only about 2,000, or less than 1 percent, of the Nation's
255,000 registered apprentices 30 are women, it is apparent women
are using a variety of other routes to become craft workers. Still,
the apprenticeship system can be an important alternative to
other forms of training, especially for persons who do not have
the resources for formal full-time academic career preparation.
Starting wages for apprentices must be at least equal to the Fair
Labor Standards Act minimum, and are progressively increased,
making the apprenticeship system a unique pathway which ties
together earning and learning.
Apprenticeship is one of the oldest methods of organized skill
training. Through cooperative efforts of management and labor,
apprenticeship programs combine experience and training on the
job with related and theoretical instruction. The number of apprenticeship slots available rests largely on the number of current
or prospective job vacancies. Applications for apprenticeship may
be made by persons at least 16 years old to employers, labor
unions, joint apprenticeship and training committees, or the
nationwide network of local State employment service offices.
Depending upon the particular trade, the apprenticeship term is
from 1 to 6 years, with certification as a full-fledged journeyman
upon completion. The Bureau of Apprenticeship and Training in
29 See "Steps to Opening the Skilled Trades to Women," Women's Bureau, Employment
Standards Administration, U.S. Department of Labor, June 1974. See also "Sex Stereotyping:
Its Decline in Skilled Trades," Monthly Labor Review, May 1974, Bureau of Labor Statistics,
U.S. Department of Labor.
30 An undetermined number of apprentices are in nonregistered programs which turn out
well-qualified craft workers.
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the Manpower Administration of the Department of Labor,
through its field staff in every State, works with local employers
and unions and with State apprenticeship agencies to develop and
improve apprenticeship and training programs.31 Although apprenticeship programs are offered in approximately 1,100 recognized skills or crafts, in a wide variety of industries, about 40
percent of the registered apprentices were in the construction
industry in 1973.
Women have worked in crafts and service fields since colonial
days. But present-day technology has created job opportunities
unheard of before, and now increasing numbers of women are
training for careers in a great many of the approximately 350
apprenticeable trades. National data giving sex distribution by
apprenticeable occupation are not yet available; however, in
Wisconsin, which had about one-third of the Nation's female
apprentices in 1970, the vast majority (82 percent) in that year
were cosmetologists, some were cooks (11 percent), and the remainder were scattered in a handful of trades. Such concentrations in a narrow range of occupations considered traditionally
as women's occupations were probably characteristic nationwide.
Although apprenticeship has long been recognized as an effective method of skill training, a number of exploratory efforts
have been made in recent years to improve and expand the system
through research and demonstration projects. A Wisconsin study
focused on a demonstration of ways in which obstacles to the
employment and fuller utilization of women workers in the apprenticeship system could be isolated, analyzed, and minimized.32
In order to dispel myths that obstruct equal employment opportunity, a film was produced, "Never Underestimate the Power of
a Woman." 33
Many of the observations and conclusions from the Wisconsin
project point up the possibility of considerably broadening opportunities for women in apprenticeship. The project found that
negative and stereotyped attitudes toward women in apprenticeship, on the part of both employers and officials in public institutions, could be changed through facts made available in different
ways. Most actions that served to discriminate against women
entering apprenticeship were found to stem not from malice but
from sincerely held idealized beliefs of what family and employment patterns ought to be (rather than on hard facts). The
31 A listing of regional and State apprenticeship offices is in "The National Apprenticeship
Program," Bureau of Apprenticeship and Training, Manpower Administration, U.S. Department of Labor, 1972 (rev.).
33 See "Women in Apprenticeship—Why N o t ? , " Manpower Research Monograph Np. 33,
Manpower Administration, U.S. Department of Labor, 1974.
33 For information on purchase or rental, contact Bureau of Audio-Visual Instruction, University of Wisconsin, 1327 University Avenue, Madison, Wisconsin 53706.
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schools, among other public institutions in Wisconsin, were found
to be shaping negative attitudes among females toward entering
so-called male work. Most encouraging was the shift that occurred
in jobs in which women were apprentices in Wisconsin as a result
of the project's efforts. In March 1973 nearly triple the number
of women were in occupations other than cosmetology, compared
with the number in March 1970. Less than half of the female
apprentices were in cosmetology in 1973. Rather than being in a
narrow range of 10 occupations, by 1973 they were in nearly 40
occupations as apprentices and trainees, including sizable numbers
in such newly conceived areas as day care teacher and home health
aide. They were also widely dispersed in such traditionally male
fields as die maker, newspaper printer, second-class engineer,
musical instrument repairer, and dental laboratory technician.
Among the Wisconsin study's recommendations were (a) reevaluation of occupations that are apprenticeable, including the
development of training in new occupations, such as the allied
health fields;34 (b) inclusion of affirmative action for women in
the equal employment opportunity order for apprenticeship; and
(c) reexamination of those practices among guidance counselors
and the educational system which contribute to the persistence
of sex stereotyping.
In 1974 some unique federally funded programs were underway
to help women enter the skilled trades. One apprenticeship outreach program in Denver (Better Jobs for Women), sponsored
by the YWCA, is specifically designed to place women in apprenticeship and nontraditional occupations. Better Jobs for
Women has placed women in such occupations as business machine
repairer, telephone installer, plumber, painter, and operating engineer. A similar program, Women in Apprenticeship, sponsored by
Advocates for Women, is located in San Francisco.
In April 1974 the Manpower Administration, with the assistance of the Women's Bureau, initiated a pilot project with three
of its apprenticeship outreach contractors to attempt to place
women in apprenticeable and nontraditional occupations. In addition, the language in all other apprenticeship outreach contracts,
new and renewal, has been changed to include women and to
ensure that efforts are made to place them in apprenticeable and
nontraditional occupations.
73. Vocational Rehabilitation of Handicapped Women
Through a system of grants to the States, based on population,
34 Among fields excluded from apprenticeship in 1974 were selling, retailing, clerical and
managerial occupations, and professional and scientific vocations which customarily require an
academic degree.
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the Federal Government provides funds (not to exceed 90 percent)
to support a wide range of diagnostic, educational, and supportive
services required to help individuals with a physical or mental
disability which is a substantial handicap to employment. Successive improvements to the basic rehabilitation services have resulted in a comprehensive umbrella of medical, psychological,
social, and vocational services.
Since its beginning in 1920, the Federal-State program of vocational rehabilitation has restored about 4 million persons to productive roles as workers or family members. In fiscal 1973, of
the total 360,726 rehabilitated persons, an estimated 154,000, or
43 percent, were women. This percentage has been relatively
unchanged for the past 5 years. New legislation enacted in 1973
is expected to result in the rehabilitation of greater numbers of
disabled people through the expansion of present programs and
the addition of new ones.35 In fiscal 1973 there were about 500,000
new enrollees (including both men and women) in the vocational
rehabilitation program.
Eligibility for vocational rehabilitation services is still based
on a reasonable expectation that the services will benefit a mentally
or physically handicapped individual in terms of employability.
The new law gives priority for services to the severely disabled.
For each handicapped person, State agencies must develop an
individualized written rehabilitation program, developed jointly
by the counselor and client or parent or guardian, which covers
the terms under which goals and services will be provided. The
act also established an Interagency Committee on Handicapped
Employees to facilitate hiring of the handicapped.
Basic services previously provided to individuals—including
diagnosis, counseling, vocational training, books, tools, transportation, placement, and a wide range of physical and mental restoration services—have been continued and strengthened. For example,
the new legislation specifically provides for telecommunications
aids and devices. In addition to services to handicapped individuals, there is provision for special projects and demonstrations,
grants for the construction of rehabilitation facilities, a research
program, and a program of technical assistance and education.
Employability under rehabilitation legislation includes not only
regular labor force employment but also employment in a sheltered
workshop, homebound employment, and homemaking. A person is
considered rehabilitated if suitable employment is maintained for
at least 60 days.
35 The Rehabilitation Act of 1973, Public Law 93-112. See also Federal Register, May 28,
1974, and The Rehabilitation Act of 1973, The Social and Rehabilitation Record, DecemberJanuary 1973-74, Social and Rehabilitation Service, U.S. Department of Health, Education, and
Welfare.
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The latest available data, with breakdowns by sex, are for fiscal
year 1971.36 Of the total persons rehabilitated in 1971, 117,841,
or 45 percent, were women; about 24 percent were black and 4
percent had Spanish surnames. On the average, females were 35
years old at the time of referral; they had completed a median of
11 years of schooling.
More than 50,000, or 44 percent, of the rehabilitated women
took training, and their rehabilitation rate was 80 percent. Personal and vocational adjustment accounted for the largest proportion of women in training (see table 98). Adjustments included
work conditioning, literacy training, lip reading, and braille. Vocational school was the next major training path, followed by
college or university training. College training and on-the-job
training both achieved the highest rehabilitation rates for training services—more than 85 percent each. Medical and related
services to restore a person mentally or physically had a 90-percent
rate of rehabilitation.
Rehabilitation for some handicapped persons may be the return
to a former job or resumption of homemaking activities, while for
others it may signify a first entry into gainful employment, or a
reentry into the labor market in a new occupation. Homemaking
—the largest category for women—was the activity at case closure
which accounted for 32 percent of the females rehabilitated.
Employment in service occupations was next (28 percent), followed by clerical work (14 percent). Of the rehabilitated men, 45
percent were in industrial work, compared with 10 percent of
women. The overall rehabilitation rate for women in 1971 was
80 percent, compared with 72 percent for men.
The Federal agency administering vocational rehabilitation services is the Rehabilitation Services Administration in the Department of Health, Education, and Welfare. The program is
administered with consultation from the National Science Foundation and the National Academy of Sciences.
Handicapped people may receive all kinds of supportive services
or special assistance from programs other than vocational rehabilitation. The existence of such services supplements or is frequently
related in some way to vocational rehabilitation. Thus, there are
special media education services available under the Education
for the Handicapped Act: services which support the development
of medical staff in the field of mental health ; and special programs
such as the Wagner O'Day Act to encourage the purchase of
products made by the blind and other severely handicapped
30 See Information Memorandum, RSA-IM-74-22, Mimeo., October 18, 1973, Social and Rehabilitation Service, U.S. Department of Health, Education, and Welfare.

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

236

T a b l e 9 8 . — T Y P E OF CASE SERVICE PROVIDED TO REHABILITATED
CLIENTS, BY S E X , F I S C A L Y E A R 1 9 7 1
Percent 1 of clients

Rehabilitation rates 2

Type of case service

Women

Men

Women

Men

Diagnosis and evaluation
Restoration (physical or mental)
Training
College or university
Other academic2
Business school or college
Vocational school _
On-the-job
Personal and vocational adjustment
Miscellaneous
Maintenance3
Other services to clients
Services to other family members

91.1

90.4

80.7

72,2

58.7

41.7

90.0

79.6

44.0

52.5

80.4

76.0

7.4

10.2

86.1

82.2

2.2

2.9

78.4

76.0

5.4

2.7

78.5

73.5

9.2

13.4

78.8

74.8

5.4

7.9

85.3

84.1

19.7

22.8

80.4

75.1

9.5

10.3

79.6

73.9

15.4

19.4

79.5

75.4

23.9

26.9

81.7

76,2

1.8

2.0

86.0

80.7

1 Percentages add to more than 100 because many clients received more than one type of
service.
2 Includes academic training on a secondary education level or lower, as well as training in
specialized schools, such as schools for the deaf or blind.
3 Includes any service provided to cover basic living expenses so that the individual can
derive the full benefit of other vocational services provided.

Source: Information Memorandum, RSA-IM-74-22, Mimeo., October 18, 1973, Social and
Rehabilitation Service, U.S. Department of Health, Education, and Welfare.

workers.37 Many handicapped persons have received supplemental
training under the MDTA programs discussed previously. Under
both the MDTA institutional and regular on-the-job training programs, about 12 percent of all enrollees were handicapped.
A nationally funded On-the-Job Training (OJT) program specifically designed for retarded individuals is sponsored by the
National Association for Retarded Citizens (NARC). This program is aimed at work-ready retarded individuals. The current
Department of Labor-funded contract could possibly serve as a
prototype for other manpower programs. Under this model, the
nationally funded contract will bear all costs incurred in the
administration of both national level and prime sponsor training
funds. During the calendar year 1974 OJT contract, NARC contacted CETA prime sponsors in an attempt to secure additional
training funds. NARC estimates that over 4,000 individuals will
receive training in calendar year 1975 as a direct result of prime
sponsor funding.
Section 503 of the Rehabilitation Act of 1973 is designed to
provide employment opportunities for qualified physically and
mentally handicapped indivduals and to eliminate employment
37 A complete listing of all Federal programs for the handicapped is in the Congressional
Record, January 29, 1974.
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discrimination based on a physical or mental handicap. Affirmative
action is required by those who do business with the Federal
Government under a contract to provide either personal property
or nonpersonal services, including construction in any amount
in excess of $2,500. Federal agency contracts exceeding $2,500
must include an affirmative action clause which states that the
handicapped applicant or employee will be given appropriate
consideration and will not be discriminated against because of a
handicap, Affirmative action applies both to the initial employment and other considerations such as promotion, training, transfer, termination, accessibility, and working conditions.
Beginning January 1, 1976, prospective contractors will be required to execute a certificate which will be reviewed as part of
the regular procurement process to determine their eligibility as
responsible contractors. The certificate will indicate whether contractors have made a good faith effort to effectuate and carry out
the affirmative action clause contained in their past covered government contracts under Section 503 regulations. (See sec. 89.)
CETA provides funds to each State to support vocational education services by prime sponsors. Five percent of the funds available under Title I of CETA are allocated to the Governors to
provide needed vocational education through the State vocational
education boards. These services include, but are not limited to,
basic or general education, educational programs conducted for
offenders, institutional training, and supportive services.
74. Vocational Programing for Women Offenders
Until quite recently little progress had been made in improving
vocational programs for women offenders. Women offenders were
overlooked almost completely in the criminal justice system. The
fact that they made up less than 5 percent of the total prison
population38 was sometimes cited as the reason for the gross
neglect. Yet it is much more significant that they accounted for
more than 15 percent of the arrests in 1973—almost 1 million
arrests.39
Most women upon release—after serving their sentence in a
penal facility—need jobs to support themselves and often dependent children, and their successful rehabilitation or "resocialization" depends upon their finding stable employment. Yet the
woman offender seldom has been the recipient of educational and
training services that will prepare her for a productive role in
society.
38 "Persons in Institutions and Other Group Quarters," Subject Report PC ( 2 ) - 4 E , 1970
Census of Population, U.S. Bureau of Prisons, July 1973.
39

"Crime in the United States," 1973 FBI Uniform Crime Reports.
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In the stage after arrest but before trial, some pretrial intervention projects have accepted women participants but little
programing has been instituted to meet their special or unique
needs. After trial, offenders placed on probation have little vocational education and top-quality skill training available to them.
During detention or incarceration, women's institutions offer
fewer vocational programs than do male facilities. According to
a survey reported in the Yale Law Review, the number of vocational programs in a sample of male prisons was 10.2, whereas for
female prisons it was 2.7.40
While the number of programs for women partially reflects the
smaller size of women's institutions, the greatest disparity in
vocational training comes from the influence of sex stereotypes.
Women offenders are offered training for those jobs considered
appropriate for "women's work"—such as laundry workers, clerk
typists, keypunch operators, cosmetologists, domestics; or they
may work in prison industries—making flags, license plates, and
string mops, or sewing uniforms—with very little realistic job
training.
There is little "world of work" orientation, exposure to career
choices, effective vocational counseling, or assistance with job
placement. Work and study release, probably the most promising
avenue for reform in vocational programing, has not been readily
available to women.41
A growing disquiet over these facts, together with the efforts
of concerned women's groups, community and citizen organizations, and government agencies, is bringing about some changes.
Some of the significant steps that are being taken include:
• More efforts to provide training outside the institutional
setting on work-release status while the offender still resides at the prison or is assigned to half-way houses or
community-based facilities.
• More emphasis on experimenting with training for nontraditional jobs. Welding, metal technology, automotive
mechanics, and construction trades are being taught to
inmates and probationers in several programs scattered
throughout the country.
• A trend toward coeducational corrections, making the training programs of male institutions more accessible to women.
• Greater use of pretrial intervention programs with heavy
infusions of manpower services and community supportive
services.
40

"The Sexual Segregation of American Prisons," 82 Yale Law Journal 1229, May 1973.

Helen Gibson, "Women's Prison: Laboratories for Penal Reform," Wisconsin Law Review, Vol. 1973: 210.
41
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• An increased impetus for legislative changes such as abolishing employment restrictions which bar ex-offenders from,
certain job opportunities.
It should be noted that at the present time the Manpower
Administration of the U.S. Department of Labor and the Law
Enforcement Assistance Administration of the U.S. Department
of Justice are funding several major projects which deal specifically with the problems and needs of women offenders.
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5
OUTLOOK FOR WOMEN WORKERS
A number of factors will significantly affect the outlook for
women workers in the next decade. Changes in general economic
conditions are extremely important factors in determining the
immediate job prospects for women as well as men. This chapter,
however, deals primarily with long-term factors which affect both
the supply and the demand for women workers.
In terms of supply, there are expected to be many more women
participating in the labor force—8 million more in 1985 than in
1972. Another factor is that the age composition of women workers will be changing. The Bureau of Labor Statistics (BLS)
projections of labor force growth for the 1972-85 period indicate
that the major increase in the female labor force is expected to
occur among women 20 to 34 years of age. The number of women
workers under 20 is expected to decline during this period.
Women in the labor force in 1985 will have had more years of
schooling. In 1972 less than 70 percent of the women workers
had completed at least 4 years of high school. By 1985 the proportion is expected to be nearly 78 percent. The outlook for the
supply of women workers at opposite extremes of the educational
ladder is particularly significant. Between March 1972 and 1985,
the number of women workers with 8 years or less of education
is projected to decline by about 3.6 percent a year on the average,
while the number of women college graduates rises on the average
of 4.7 percent a year.
In terms of overall demand for workers by occupation, most
long-term trends in the employment by occupation groups are
expected to continue during the period until 1985. White-collar
jobs in which most women are currently employed will increase as
a proportion of total employment from 47.8 percent to 52.9 percent in the 1972-85 period. Service workers, other than in private
households, another large area of employment for women workers,
will also show a significant rise. Each of the blue-collar occupation
groups is expected to grow but will decline as a proportion of
total employment. The number of farm workers is expected to
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decline by nearly 50 percent and private household workers b;>
about 30 percent.
The large increase in the supply of women college graduates
in the labor force will coincide with an expected slowdown in the
growth in demand for elementary and secondary school teachers,
occupations in which a large proportion of college women have
been employed in the past. The absorption of increasing numbers
of college-educated women into the labor force might, therefore,
require a movement of these women into traditionally maledominated professional, technical, and managerial occupations,
and/or into occupations which are not now generally filled by
college graduates.
75. Projections of the Labor Force1
The total labor force in the United States is projected to increase
by 13 million between 1972 and 1980—from about 89 to about 102
million. Between 1980 and 1985, a further increase of almost 6
million is expected to bring the labor force to just under
108 million (see table 99 and chart V).
The labor force projections reveal a major shift in the distribution of the entire labor force by age. The postwar "baby boom"
which swelled the ranks of teenage workers during the late 1960's
will manifest itself in the ranks of workers 20 to 35 years of age
between 1972 and 1985. This shift can be illustrated by the ratio
of workers (both sexes) between 20 and 34 years of age to those
between 35 and 54. In 1960 the ratio was .72; by 1972, it had risen,
to .96; by 1980, it is expected to rise to 1.20; and by 1985, it should
decline moderately to 1.13.
The labor force is expected to grow at a faster rate in the middle
and late 1970's than in the 1980-85 period. Between 1972 and
1980, the labor force is expected to increase at an average annual
rate of 1.7 percent; between 1980 and 1985, it is expected to grow
by about 1.1 percent a year. The two periods will also show a
difference in the age composition of the labor force. Over threefourths of the projected 1972-80 labor force growth is expected
to occur among the group 20 to 34 years old. This group will grow
from 36.5 percent of the labor force in 1972 to 41.5 percent by
1980. In absolute numbers, the group will rise by nearly 10 million,
and half of the increase in this age group will be women. The age
groups 35 to 54 and 55 and over will also grow, though more
moderately. By contrast, the number of teenage workers (16 to
19)—whose massive growth between 1960 and 1972 helped to
1 U.S. Department of Labor, Bureau of Labor Statistics:
"The U.S. Economy in 1985,"
Bulletin 1809, June 1974, and "Population and Labor Force Projections," Monthly Labor Review, December 1973.
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create problems of jobs for youth—will actually decline in the
1972-80 period.
The relative labor force growth of men and women will change
significantly. During the 1960-72 period, women made up 60 percent of the net increase in the labor force. Between 1972 and
1980, they are projected to account for only 46 percent of the net
growth. The BLS projections indicate that the proportion of
women workers in the labor force is expected to continue to rise,
but at a much more moderate pace than during the 1960-72
period. In that period, the proportion of women increased from
32.3 to 37.4 percent. By the end of 1974 the proportion had risen
to 39.1 percent. Little change is projected in the 1980-85 period.
The BLS attributes the anticipated slowdown to (1) the increase
in the woman population to 1980 being concentrated in the 25to 34-year-old group, which has a lower labor force participation
243
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T a b l e 99.—TOTAL LABOR FORCE, BY AGE AND SEX, A N N U A L AVERAGE
1 9 6 0 , 1 9 7 2 , AND PROJECTED TO 1 9 8 0 AND 1 9 8 5
Number (in thousands)
Sex and age

Percent distribution

1960

1972

1980

1985

I960

1972

1980

1985

72,142
5,246
22,749
31,562
12,585
39.8

88,991

101,809

107,716

32,463
14,472
37.2

42,223
35,165
16,084
35.2

7,165
44,758

100.0
8.2
41.5
34.5
15.8

100.0

8,337

100.0
7.3
31.5
43.7
17.4

100.0

8,367

48,870
3,184
16,019
20,974
8,692

55,671
4,791
20,601
21,116
9,163

62,590
4,668
26,375
21,759
9,788

66,017
3,962
27,896
24,361
9,798

67.7
4.4
22.2
29.1
12.0

62.6
5.4
23.1
23.7
10.3

61.5
4,6
25.9
21.4
9.6

61.3
3.7
25.9
22.6
9.1

23,272
2,062
6,730
10,588
3,893

33,320
3,576
11,862
12,573
5,309

39,219
3,669
15,848
13,406
6,296

41,699
3,203
16,862
15,102
6,532

32.3
2.8
9.3
14.7

37.4
4.0
13.3
14.1
6.0

38.5
3.6
15.6
13.2,
6.2

38.7
3.0
15.7
14.0
6.1

BOTH SEXES

Total, 16 years and over
16 to 19 years
20 to 34 years
35 to 54 years
55 years and over
Median age in years

to

.
- _

.
.

33,689

39,463
16,330
35.8

—

9.4

36.5
37.9
16.3
—

—

6.7

41.6
36,6
15.2
—

MEN

Total, 16 years and over
16 to 19 years
20 to 34 years
35 to 54 years
55 years and over
WOMEN

Total, 16 years and over
16 to 19 years
20 to 34 years
35 to 54 years
55 years and over

5.4

Source: For 1960 and 1972, U.S. Department of Labor, 1973 Manpower Report of the President, Table A-2; for 1980 and 1985, "The U.S. Labor Force:
Projections to 1990," Monthly Labor Review, July 1973.

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

rate than the groups (under 25 and 35 to 54), which grew most
rapidly in the 1960's, and (2) the assumed halt in the decline of
women's fertility rates, which implies that increased labor force
participation attributable to declining fertility will not be as
evident over the coming years.
Between 1980 and 1985, not only will the labor force as a whole
grow at a slower rate than in the 1972-80 period, but growth
patterns will change. The "baby boom" group, which will cause
those 20 to 34 years old to lead labor force growth in the 1972-80
period, will shift into the 35 to 54 age group during 1980-85.
Nearly three-fourths of the projected growth in the labor force
during the 1980-85 period is expected to occur in this group—
some 4.3 million of the net gain of 5.9 million workers. By contrast, the size of the teenage labor force is projected to fall steadily
by about 240,000 a year, reaching 7.2 million in 1985. The young
adult labor force (20 to 34) is expected to increase by only
500,000 a year in contrast to 1.2 million a year during the 1972-80
period. Finally, the number of older workers is expected to rise
very slowly during this period. This is because the steady increase
in the size of the older population will be counterbalanced by the
expected continuation of the decline in the labor force participation rate of older persons. Women will account for about 42 percent of the net growth in the labor force in the 1980-85 period,
compared with about 46 percent in the 1972-80 period.
76. Projected Education of Workers
The educational attainment of the labor force is expected to
rise significantly (see chart W). In March 1972, two-thirds of the
people 16 years old and over in the civilian labor force had completed at least 4 years of high school, and nearly 1 worker in 7
had completed at least 4 years of college. According to the latest
projection,2 over 3 out of 4 persons in the civilian labor force will
be high school graduates by 1985. At that time nearly 1 worker
in 5 will have completed 4 years of college or more.
When fewer women were in the labor force, their educational
attainment was, on the average, considerably higher than that of
men. However, as more women have entered the labor force, the
educational distribution of women workers has become more
similar to that of working men, since more women with only
average amounts of schooling have been drawn into the labor
force. For example, in March 1962 almost three-fifths of women
workers had completed 4 years of high school or more compared
with roughly half of working men. By March 1972 almost seven2 For further information see "Education of Workers: Projections to 1990," Special Labor
Force Report 160, Bureau of Labor Statistics, U.S. Department of Labor.
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tenths of women workers had that much schooling compared with
well over three-fifths of male workers. This convergence is expected to continue; between March 1972 and 1985, the proportion
of high school graduates among working men is projected to
increase until it almost matches the proportion of women graduates
—76.5 percent compared with 77.8 percent.
The supply of workers at opposite ends of the educational ladder
will have very different growth patterns. The proportion of workers (both sexes) with 8 years or less of formal schooling is
projected to decline rapidly by about 3.6 percent a year and from
about 1 worker in 7 in March 1972 to about 1 in 13 by 1985.
Numerically, they would drop from about 12.8 million in 1972
down to 7.9 million in 1985. In contrast, the number of workers
with 4 years of college or more is projected to increase from 11.6
million in 1972 to 20.3 million in 1985 (about 4.2 percent a year)
and will account for nearly 1 in 5 workers in the 1985 labor force.
Even though the average educational attainment of women and
men is becoming more similar, there are still expected to be differences, especially at both ends of the educational spectrum. The
proportion of male workers in both the highest and lowest educational levels will be greater than the corresponding proportion
for female workers. The proportion of all male workers who will
have 4 or more years of college in 1985 is expected to be higher
than that for female workers—20.8 percent versus 16.7 percent.
However, a greater proportion of men than women will have 8 or
fewer years of school—8.6 versus 5.8 percent.
The supply of college graduates in the Nation's labor force is
projected to increase at over 2.5 times the rate of increase of the
labor force as a whole. This rapid buildup, it should be noted, is
not a new phenomenon. A similar disparity between the growing
supply of the college-educated and the growth of the labor force
as a whole has been characteristic of the entire postwar period.
Nevertheless, the expected continuation of this disparity suggests
either the need for continued rapid expansion in the kinds of
careers for which highly educated workers are qualified or the
entry of many college-educated workers into occupations which
did not formerly attract many college graduates. There may be
special concern for women college graduates whose numbers are
projected to grow by about 4.7 percent a year, on the average,
to 1985, compared with 4.0 percent for male college graduates.
The problem is made more difficult by the slowing down in the
rate of increase in demand for elementary and secondary school
teachers—occupations which employ a large proportion of collegeeducated women.
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77. Projected Employment by Industry
Projection of employment by major industry sectors made by
BLS 3 indicates continuation of employment shifts taking place
for most of the postwar period. Changes tend to be in degree rather
than direction, with a few notable exceptions.
Between 1972 and 1985, total employment (by job count) is
expected to rise by about 22 million.4 Employment growth is
expected to average about 2.2 million a year through 1980 and
about 1.2 million a year between 1980 and 1985. When industries
are classified as either goods-producing or service-producing, one
can see that the Nation's economy is becoming increasingly service
oriented. Service-producing industries (communication and utilities; trade; finance, insurance, and real estate; transportation;
other services; and government) will account for 71 percent of
projected employment in 1985. The proportion in 1972 was 68
percent; in 1960, 61 percent; and in 1955, 57 percent. Higher
proportions of women are employed in these types of industries
than in goods-producing. Looking at the situation in another
way, it is rather significant to observe that by 1985, less than 3
out of 10 jobs will be in goods-producing industries (manufacturing, construction, mining, and agriculture), where a smaller proportion of women are employed (see table 100).
Among goods-producing industries, employment in agriculture
is expected to continue its long-term decline, dropping below 2
million in 1985. Even though the growth in manufacturing employment is projected at about 1.5 percent a year, because of the
size of the sector, employment in 1985 is projected to be more
than 4 million greater than in 1972. Employment in construction
is expected to grow by about 800,000, and in mining it is expected
to stabilize after several years of steady decline, primarily because of the resurgence of coal as an energy source.
Among the service-producing industries, government employment is expected to increase by over 5 million in the 1972-85
period. Despite this substantial growth, the rate of increase in
a U . S . Department of Labor, Bureau of Labor Statistics: " T h e U.S. Economy in 1985,"
Bulletin 1809, June 1974, and "Projection of GNP, Income, Output and Employment," Monthly
Labor Review, December 1973.

* Statistics on employment by industry differ from statistics on employment by occupation
presented in this chapter. Data on employment by industry are based on a count of jobs,
whereas data on employment by occupation are based on the concept in which each individual is
counted only once in his or her major occupation. Since a worker may hold more than one job,
the job count data (industry) is greater than that of the count of individuals (occupation).
Additional differences between the totals occur because the job count is based primarily on data
from a survey of establishments collected by State agencies in a cooperative program with the
Bureau of Labor Statistics and the count of individuals is based on a survey of households
conducted by the Bureau of the Census for the Bureau of Labor Statistics. The reasons that
cause the employment count to differ between these two surveys are indicated in, "Comparing
Employment Estimates From Household and Payroll Surveys," Monthly Labor Review, December 1969.
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T a b l e 1 0 0 . — T O T A L EMPLOYMENT, 1 BY MAJOR SECTOR, 1 9 7 2 AND
PROJECTED TO 1 9 8 0 AND 1 9 8 5
(Numbers in thousands)
Actual
Sector

All sectors
Government
Private
Agriculture
Nonagriculture
Mining _
Construction
Manufacturing
Durable
Nondurable
Transportation, communication, and
public utilities
Transportation
Communication
Public utilities
Trade
Wholesale trade
Retail trade
Finance, insurance, and real estate
Other services2

Projected

1972

1980

1985

85,597
13,290

101,576

107,609

16,610

18,800

72,307

84,966

88,809

3,450

2,300

1,900

68,857

82,666

86,909

645

655

632

4,352

4,908

5,184

19,281

22,923

23,499

11,091

13,629

14,154

8,190

9,294

9,345

4,726

5,321

5,368

2,842

3,250

3,266

1,150

1,300

1,312

724

771

790

18,432

22,381

4,235

21,695
4,946

14,197

16,749

17,258

5,123

4,303

5,349

5,932

17,815

21,815

23,913

1 Employment is on a jobs concept and includes wage and salary workers, the self-employed,
and unpaid family workers. Persons holding more than one job are counted in each job held.
2

Includes paid household employment.

Source: U.S. Department of Labor, Bureau of Labor Statistics: Monthly Labor Review,
December 1973.

government employment is projected to slow down. This is due
primarily to the reduction in the growth of employment in public
education, where about half of all State and local government
jobs are found. Nearly all the growth in government employment
will be at the State and local levels. Federal emplojonent is projected to increase at a relatively slow rate over the 1972-85 period.
The largest expansion in employment among industry divisions
will be in the other services sector, where employment is expected
to grow by 7 million during the 1972-85 period. By 1985 this
sector will have over 22 percent of total employment. Especially
fast growth will occur in the business, professional, and medical
services industries.
Retail trade employment is expected to increase by about 3
million during the 1972-85 period, but there will be substantially
slower growth in this sector between 1980 and 1985 than during
the 1970's. Retail trade has been a job source for many, particularly for women seeking only part-time employment. As this sector
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slows somewhat more than the economy in the 1980's, job entrants
may have to seek part-time jobs or employment in other sectors
of the economy, or they may not be in the labor force at all if they
are interested only in part-time work.
78. Projected Change in Employment by Type of Work
Most long-term trends in the employment of white-collar, bluecollar, service, and farm workers are expected to continue during
the next decade, but some important changes will occur in the mix
of occupations within these broad categories, according to BLS
projections of the U.S. economy to 1985.5 Technological changes
will cause employment to increase in some occupations and to decrease in others. The spread of the computer will continue to be
a notable example of this. Also, differences in industrial growth
T a b l e 1 0 1 . — E M P L O Y M E N T BY M A J O R OCCUPATION GROUP, 1 9 6 0 AND 1 9 7 2 , AND
PROJECTED TO 1 9 8 0 AND 1 9 8 5
(Numbers in thousands)
Occupation group

1972

1980

1985

65,778

81,703

95,800

101,500

28,351

39,092

49,400

53,700

7,236

11,459

15,000

17,000

7,367

8,032

10,100

10,500

I960

Total
White-collar workers
Professional, technical workers
Managers, administrators
Sales workers
Clerical workers
Blue-collar workers
Craft and kindred workers
Operatives2
Nonfarm laborers
Service workers
Private household workers _
Other service workers
Farm workers

1

4,210

5,354

6,300

6,500

9,538

14,247

17,900

19,700

23,877

28,576

31,700

32,800

8.748

10,810

12,200

13,000

11,380

13,549

15,000

15,300

3.749

4,217

4,500

4,500

8,354

10,966

12,700

13,400

1,965

1,437

1,300

1,100

6,387

9,529

11,400

12,300

5,196

3,069

2,000

1,600

1 Data for 1960 were adjusted to reflect the occupational classification in the 1970 census to
make it comparable to the 1972 and projected 1980 and 1985 data.
2 Includes the 1970 census classification "operatives except transport and transport equipment operatives."

Source: U.S. Department of Labor, Bureau of Labor Statistics: Monthly Labor Review,
December 1973.
5 U.S. Department of Labor, Bureau of Labor Statistics: "The U.S. Economy in 1985,"
Bulletin 1809, June 1974, and "Projected Changes in Occupations," Monthly Labor Review,
December 1973. The discussion later in this chapter on implications of changing occupational
demand and supply of college-trained personnel is also based on the latter source cited here.
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will boost some occupations (for example, those in the health
field), while others will grow more slowly than in the recent past
(the educational field), and still others will continue to decline
relatively (mining jobs).
Total occupational employment is expected to increase by nearly
one-fourth between 1972 and 1985, rising from almost 82 million
to more than 101 million.6 White-collar jobs, in which most women
are employed, will rise by nearly 15 million (37 percent) in the
1972-85 period and will increase as a proportion of total employment from less than 48 percent to nearly 53 percent. Blue-collar
employment will increase by more than 4 million (15 percent)
during the period, but the rate of increase will be less than that
for total employment. The service worker group, other than private
household, in which women outnumber men, is projected to increase at a faster rate than total employment. However, private
household workers are expected to decline by about 23 percent
over the period, and farm workers, by about 48 percent (see tables
101 and 102).
T a b l e 1 0 2 . — P E R C E N T DISTRIBUTION OF E M P L O Y M E N T BY M A J O R OCCUPATION
GROUP, 1 9 6 0 AND 1 9 7 2 , AND PROJECTED TO 1 9 8 0 A N D 1 9 8 5
Occupation group

Total
White-collar workers
Professional, technical workers
Managers, administrators
Sales workers
Clerical workers
Blue-collar workers
Craft and kindred workers
Operatives2
Nonfarm laborers
Service workers
Private household workers
Other service workers
_
Farm workers

I960 1

1972

1980

1985

100.0

100.0

100.0

100.0

43.1

47.8

51.5

52.9

11.0

14.0

15.7

16.8

11.2

9.8

10.5

10.3

6,4

6.6

6.6

6.4

14.5

17.4

18.7

19.4

36.3

35.0

33.1

32.3

13.3

13.2

12.8

12.8

17.3

16.6

15.6

15.1

5.7

5.2

4.7

4,4

12.7

13.4

13.3

13.2

3.0

1.8

1.3

1.1

9.7

11.6

12.0

12.9

7.9

3.8

2.1

1.6

1 Data for 1960 were adjusted to reflect the occupational classification in the 1970 census to
make it comparable to the 1972 and projected 1980 and 1985 data.
2 Includes the 1970 census classification "operatives except transport and transport equipment operatives."

Source: U.S. Department of Labor, Bureau of Labor Statistics: Monthly Labor Review,
December 1973.
6

See footnote 4.
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7 9 . Occupational Growth and Replacement Needs
Occupational employment opportunities depend upon two principal factors. One is growth in size of the occupation. The other
is the necessity of replacing workers who retire or die or leave
the labor force for other reasons. Over the 1972-85 period, about
twice as many openings will result from replacements as from
growth. Over 61 million openings will occur due to occupational
growth and replacement needs during 1972-85, an average of
about 4.7 million jobs annually. Of these, replacement needs will
account for 2 out of 3 job openings (see table 103). Replacement
needs will be the most significant source of job openings in each
of the major occupation areas—white-collar, blue-collar, service,
and farm. However, in individual occupations expected to increase rapidly, growth requirements are likely to exceed those
for replacement. On the other hand, replacement needs are likely
to exceed the average in those occupations that (a) employ many
T a b l e 1 0 3 . — J O B OPENINGS

1

BY M A J O R OCCUPATION GROUP, 1 9 7 2 - 8 5

(Numbers in thousands)
Occupation group

Total
White-collar workers
Professional, technical workers
Managers, administrators
Sales workers
Clerical workers
Blue-collar workers
Craft and kindred workers
Operatives 2
Nonfarm laborers
Service workers
Private household workers
Other service workers
Farm workers
1

Total

Growth

Replacement

61,200

19,800

41,400

38,800

14,600

24,200

12,000

5,600

6,400

5,900

2,400

3,500

3,800

1,100

2,700

17,000

5,400

11,600

13,800

4,200

9,600

5,300

2,200

3,100

7,200

1,800

5,500

1,300

200

1,000

8,500

2,400

6,000

700

-400

1,100

7,800

2,800

4,900

50

-1,400

1,400

Resulting from occupational growth and replacement of workers who leave the labor

force.
2 Includes 1970 census classification "operatives except transport and transport equipment
operatives."

Note.—Details may not add to totals because of rounding.
Source: U.S. Department of Labor, Bureau of Labor Statistics: Monthly Labor Review,
December 1973.
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young women who may leave the labor force to assume family
responsibilities, and (b) have a large proportion of older workers
who have relatively few years of working life remaining.
80. Projected Employment by Occupation Group
The projections of employment presented later and on chart X
are based on requirements by occupation for persons regardless of
sex. It is difficult to project the relative outlook for women compared with men in the same fields. Some clues are available that
might indicate the degree of future penetration by women into
fields previously dominated by men. These include recent trends
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in the proportion of new entrants into individual fields, and data
on enrollment of women in education and training programs (for
example, enrollments in medical and law schools and in apprenticeship programs for craft work). However, it is difficult to assess
the effectiveness of antidiscrimination laws and government policy
(including affirmative action programs) in opening up or increasing women's participation in some fields. Moreover, the changing
pattern of labor force participation of women (especially the
growing percentage of mothers of small children who continue to
work) is resulting in less interruption of women's work careers.
These factors will affect the attitudes of some employers with
respect to selecting or promoting women for responsible positions.
They might also affect the attitude of women themselves regarding
their decision to enter or remain in the labor force, the kinds
of jobs they aspire to, and the amount of investment in education
and training they are willing to make.

Professional and technical workers.—This occupation group

in which 41.6 percent of the workers were women in April 1974
will continue to be the fastest growing major occupation group;
employment is projected to increase from about 11.5 million workers in 1972 to about 17 million in 1985. This is about 1.5 times the
annual rate of employment increase projected for all occupations
combined. Despite this, the projected 1972-85 growth is slower
than it was between 1960 and 1972. A major reason for this is the
expected slowdown in the growth of jobs for secondary and elementary school teachers and engineers (which together accounted
for more than one-fourth of all professional workers in 1972).
The growth in the number of teaching positions, which greatly
affects employment opportunities for women college graduates,
will slow down as the increase in the number of pupils slows.
The rate of increase in engineering jobs, which was rapid in the
1960's largely as a result of expanded space exploration and increased research and development, will be reduced because these
activities are not expected to have a comparable effect through
the mid-1980's. A small but growing number of women are employed as engineers.
Growth in demand for goods and services, resulting from population growth and rising business and personal incomes, will
continue to be a major reason underlying job growth among these
highly trained workers. As the population continues to concentrate
in metropolitan areas, requirements are expected to increase for
professional and technical workers in environmental protection,
urban renewal, and mass transportation. Requirements for professional workers also should increase because of continuing
growth of research in the natural and social sciences, although
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the rate of growth in these activities as a whole is likely to slow
from the very rapid pace of the 1960's. Demand for professional
workers to develop and use computer resources also is expected to
grow rapidly in the 1972-85 period.
Managers and administrators.—Employment in this occupational group is expected to reach 10.5 million in 1985, up from 8
million in 1972. This is a much higher annual rate of growth than
occurred in the 1.960-72 period. Changes in business size and
organization have caused the number of salaried managers to go
up, while numbers of self-employed managers have declined. Demand for the salaried is expected to continue to grow rapidly as
industry and government increasingly depend upon them. Technology will also contribute to their employment growth. For example, an increasing number of technically trained managers will
be needed to administer research and development programs and
to make decisions on the installation and use of automated machinery and automatic data processing systems. By contrast, the
number of self-employed managers (proprietors) is projected to
continue to decline as the trend toward larger firms continues.
The expansion of quick-service grocery stores, self-service laundries and drycleaners, and hamburger and frozen custard drive-ins,
however, is expected to slow the rate of decline. Women have
been increasing as a proportion of all managerial workers. In
April 1974, 18.6 percent of the workers in this occupation group
were women; in 1959 women made up 15.5 percent of managerial
employment.
Clerical workers.—Employment in clerical jobs is expected to
grow faster than total employment, rising to about 19.7 million
in 1985 from about 14.2 million in 1972. This is an important
field for employment opportunities for women. More than 77 percent of clerical workers in April 1974 were women. Among the
major occupation groups, only employment of professional workers is expected to grow faster. Nevertheless, the projected clerical
rate of growth is slower than that during the 1960-72 period.
Clerical workers, the largest major occupation group in 1972,
will be greatly affected by developments in computers, office equipment, and communication devices—all of which are expected to
retard the growth of employment for some clerical occupations
and increase it for others. For example, the use of computers and
bookkeeping machines to handle routine, repetitive work is expected to reduce the utilization of clerks in filing, payroll computation, inventory control, and customer billing. On the other hand,
the number of clerical workers needed to prepare material for
the computer is projected to increase greatly. Other types of clerical workers, however, are unlikely to be affected significantly by
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technology. For example, secretaries, typists, receptionists, and
others whose tasks involve contact with the public should not be
greatly affected. Increased use of secretaries, typists, and receptionists in industries that employ large numbers of them (such
as miscellaneous business services and legal services) is projected
to account for a growth of 2.5 million workers during the 197285 period, a large proportion of whom will be women. This would
represent about half the total growth in the clerical occupation
group over this period.
Sales workers.—The anticipated expansion of trade is expected
to increase the need for sales workers, while changing techniques
in merchandising are expected to hold down some of the increase.
Employment is projected to rise about 1 million—from 5.4 million
in 1972 to 6.5 million in 1985, but the rate of increase is slower
than that expected in total employment. As a result, sales workers'
share of total employment is projected to decrease slightly. The
projected 1972-85 rate of growth, slower than that experienced
by this group over the 1960-72 period, is caused by the projected
slower growth of trade, which employs over two-thirds of all sales
workers. As stores remain open longer and expand in suburban
areas, an increase in demand is expected for retail sales workers,
who account for about half of all workers in the group. Most retail sales clerks, especially those who work part time, are women.
However, changes in merchandising techniques, such as increased
use of self-service, checkout counters, and vending machines, will
retard the increase. In April 1974, nearly 42 percent of all sales
workers were women.
Service workers.—The growing population, expanding business
activity, increasing leisure time, and rising levels of disposable
personal income are the major factors underlying increased needs
for service workers. These occupations encompass a wide variety
of jobs and skills. They include such diverse jobs as FBI agents,
police officers, beauty operators, and janitors. Employment of
service workers is projected to rise from 11 million in 1972 to
over 13 million in 1985, a somewhat slower rate of growth than
that projected for total employment. However, employment of
private household workers is projected to decline from 1.4 million to 1.1 million. If private household workers were excluded
from the calculations, service workers would show a faster rate of
growth (29.1 percent) than total employment. More than 98 percent of private household workers and nearly 58 percent of other
service workers in April 1974 were women.
Craft workers.—Employment in the highly skilled blue-collar
occupations is expected to rise from just under 11 million in 1972
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to 13.0 million in 1985, a slower rate of growth than over the
1960-72 period. The rising demand for these workers is expected
to stem from the growth in the two major industry groups that
employ large numbers of craft workers—manufacturing and construction. Construction activity has a major effect on the number of craft workers because 1 out of 2 workers in this industry
is in this group. Expected requirements for construction craft
workers are projected to account for about one-third of the total
growth. Because of its much larger size, manufacturing—in which
about 1 out of 5 workers is a craft worker—employs about an
equal number of craft workers as does construction. Only slightly
over 4 percent of workers in this occupation group in April 1974
were women, but the number and proportion of women in craft
jobs have been expanding.
Operatives.—More blue-collar workers are in this group than
in any other. Employment of operatives is projected to rise from
13.5 million in 1972 to over 15 million in 1985, a much slower rate
of increase than that for total employment. Through the projected
period, sophisticated technological advances are expected to slow
employment growth greatly for operatives. Three out of 5 semiskilled workers in 1972 were employed as operatives in manufacturing. Large numbers were assemblers or inspectors, and many
worked as operators of material-moving equipment such as powered forklift trucks. Among the operatives employed outside factories, drivers of trucks, buses, and taxicabs made up the largest
group. Nearly 32 percent of all operatives in April 1974 were
women; in 1959 the proportion was less than 28 percent.
Nonfarm laborers.—Employment requirements for laborers are
expected to increase slowly between 1972 and 1985, despite the
employment rise anticipated in manufacturing and construction—
the two industries which employ two-fifths of laborers. This reflects a change from the 1960-72 period when employment of
laborers increased nearly 1 percent a year. Increases in demand
for laborers, as employment in construction and manufacturing
rise, are expected to be offset roughly by rising output per worker
resulting from the continuing substitution of machinery for manual labor. For example, power-driven equipment such as forklift
trucks, derricks, cranes, hoists, and conveyor belts will take over
more of the handling of materials in factories, at freight terminals,
and in warehouses. Other power-driven machines will do excavating, ditch digging, and similar work. About 8 percent of nonfarm
laborers in April 1974 were women.
Farm workers.—These workers, who make up nearly 90 percent of all workers in agriculture, are expected to decline nearly
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a half (3.1 million in 1972 to 1.6 million in 1985) ; this represents
a somewhat faster rate of decline than in the 1960-72 period.
Consequently, farm workers' share of total employment also is
expected to fall between 1972-85 from 3.8 to 1.6 percent. Declining needs for these workers continue to be related to rising productivity on farms. Improved machinery, fertilizers, seeds, and
feed will permit farmers to increase output with fewer employees.
For example, improved mechanical harvesters for vegetables and
fruits will decrease the need for seasonal or other hired labor.
Developments in packing, inspection, and sorting systems for
fruits, vegetables, and other farm products also will reduce employment requirements. About 15 percent of all farm workers in
April 1974 were women.
81. Implications for Trained Personnel
In the past two decades, the rise in the educational level of the
labor force was paralleled by rising educational requirements of
jobs. This was reflected in a more rapid growth of the major occupation groups with the highest educational attainment. The
major apparent gaps were a shortage of college graduates trained
to work in engineering, scientific, teaching, and medical professions during the late 1950's to the mid-1960,s. In looking to the
future, the question arises as to whether the increasing educational attainment of women workers will continue to be matched
by an increase in jobs which are available to them and which require their educational qualifications. The projected supply-demand
picture for college graduates points up some concerns. United
States colleges and universities—principal suppliers of the country's most trained personnel—are expected to continue turning
out record numbers of graduates through the mid-1980's. The
Office of Education has projected that a total of 20.1 million degrees, including first professional, will be awarded over the 197285 period.7
Degree

Total
Bachelor's
Master's
Doctor's
First professional

Projected number of
awards from 1972-85
(in millions)

Percent
increase,
1972-85

20.1

46

14.6
4.0
.6
.9

44
41
66
85

7 These projections are based on a continuation in the patterns of enrollment in college by
the college-age population. See "Projections of Educational Statistics to 1980-81," O E 72-99,
for additional details on the basic assumptions used by the Office of Education in developing
projections of earned degrees. (First professional degrees include those in law, medicine, and
dentistry, among others.)
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Not all degree recipients, however, can be considered part of
the effective new supply of college-educated workers. Most master's and doctor's degree recipients are employed before receiving
their advanced degrees and are already considered part of the
existing supply of college-educated workers. Other degree recipients, especially at the bachelor's level, delay entry into the
labor force to continue their education, enter the Armed Forces,
or become full-time housewives.
Relying on past patterns of entry into the labor force, the
BLS estimated that 13.2 million persons will enter the civilian
labor force between 1972 and 1985 upon receiving their degrees
—11.2 million with bachelor's, 1.2 million master's, approximately
20,000 doctor's, and 750,000 with first professional degrees (see
table 104).
In addition, the supply of new graduates will be augmented
by more than 2.0 million persons with college-level training who
will come into the labor force between 1972 and 1985. These expected additions will consist of over 900,000 immigrants as well
as delayed entrants and reentrants into the labor force—primarily
women who delayed seeking a job or who were working in earlier
years but withdrew from the labor force—and nearly 1.2 million
persons (mainly men) entering the civilian labor force after separation from the military. The new supply of college-educated personnel expected to enter the labor force from 1972-85 will total
about 15.3 million.
Job opportunities for college-educated workers will stem generally from three sources: growth in employment of occupations
currently requiring a college degree for entry; the need to replace workers in such occupations who die, retire, or leave the
T a b l e 1 0 4 . — P R O J E C T E D SUPPLY OP COLLEGE GRADUATES, 1 9 7 2 - 8 5
(Numbers in thousands)
Source of entrants

Total
New college graduates _
Bachelor's degree
Master's degree
Doctor's degree
First professional degree
Military separations
Others

-

1972-85

1972-80

1980-85

15,250

8,850

6,400

13,170
11,200
1,220
20
750

7,540
6,405
700
10
425

5,630
4,795
520
10
325

1,150

750

400

910

560

350

Source: U.S. Department of Labor, Bureau of Labor Statistics: Monthly Labor Review,
December 1973.
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labor force for other reasons; and the trend toward hiring college
graduates for jobs once performed by workers with less educational attainment.
An analysis of growth, replacement, and rising entry requirements indicates that 14.5 million new college graduates will be
needed between 1972 and 1985—7.7 million to take care of occupational growth and rising entry requirements, and 6.8 million for
replacements. The following tabulation shows proportions for selected periods:
1972-85

Total

14.5

Growth
Replacements

7.7
6.8

1972-80

1980-85

(In millions)

8.8

5.7

5.0
3.8

2.7
3.0

Thus, the available supply of college graduates would be about
800,000 above projected job requirements over the 1972-85 period. The situation in which potential supply is greater than
prospective requirements is projected to be much more acute in
the 1980-85 period than in 1972-80. The prospective "gap" is
small, roughly 100,000 for the 1972-80 period, but is 700,000 for
the 1980-85 period, or about 140,000 a year, more than 10 percent of the projected supply. The supply-demand situation may be
of special concern to women since the supply of women college
graduates will be growing at a faster rate than that of male graduates.
Despite the apparent surplus of college graduates for the
1980-85 period, which is generated by statistics based on past
patterns, it is unlikely that there will be large-scale unemployment among college graduates. Rather, it is likely that college
graduates will obtain jobs generally filled by individuals with
less than 4 years of college. In the past, graduates have reacted
to changes in the job situation by taking the best available job,
and there is no reason to assume that this will not be the case in
the future. Moreover, employers have traditionally preferred to
hire persons with the highest educational qualifications available,
especially for white-collar jobs, even when the educational attainment of the individual hired is above that really needed to perform the job. Thus, in competing for employment, college
graduates are expected to continue to have an advantage over those
with less education. Problems for college graduates will more
likely be underemployment and job dissatisfaction, resulting in
increasing occupational mobility rather than unemployment.
College-educated women will need to enter male-dominated
fields in greater numbers to make maximum use of their training. Evidence of this movement to professional occupations in
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which women constituted only a small proportion of total employment has already been mentioned—in such fields as medicine,
dentistry, law, and engineering. Another indication of movement
of college-educated women to male-dominated fields comes from
the survey of hiring plans of large business and industrial firms.
The 1974 Endicott report,8 the annual survey of policy and practice in the employment of college and university graduates in
business and industry, covering a total of 196 well-known companies, revealed the hiring of growing numbers of women. The
report states:
Separate tabulation in these surveys of the number
of college women employed by responding companies
makes it possible to report some interesting trends.
For example, in 1968, or ten years ago, the number
of women graduates employed by the responding
companies was 7% of the number of bachelor's level
college men who were hired. In 1968, or five years
ago, the corresponding figure was 11%. In 1978, the
total of 1,998 college women employed was 18% of
the number of men hired. If, in 1974, the reporting
companies are able to hire the number of women and
the number of men shown in this report, the women
will represent 24% of the number of men to be employed. To some, these percentages may appear to be
small, but a clear upward trend is indicated.
The availability of more college-trained women and men is expected to have an adverse effect on many of the less educated.
It is likely to mean that, in the future, workers with less than a
college education, particularly women, will have less chance of
advancing to professional positions, as many could do in the past,
particularly in professions such as accounting. They will also
have less opportunity for promotion to higher level positions in
sales, managerial, and some clerical and service occupations. This
is essentially a problem of credentials. If the required educational
qualifications for a job rise more rapidly than the actual education required to perform the job, the availability of more collegeeducated workers will limit advancement of workers with fewer
years of schooling. Such situations are very likely to occur in
sales.
College graduates, however, will not be in a more favorable
position in all occupations. In the crafts, workers in greatest demand will be those who have vocational training rather than a
college education; as in the past, persons with college degrees
8 Frank S. Endicott, "Trends in the Employment of College and University Graduates in
Business and Industry," 28th Annual Report, Northwestern University, 1974.

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

261

will make little inroad in the crafts. Similarly, employers seeking
operatives and laborers will be reluctant to hire college graduates except for some part-time or temporary jobs because of the
obvious potential for job dissatisfaction. Moreover, in another
broad occupational area closely related to professional work—
paraprofessional and technical work—college graduates are likely
to face stiffer competition. Community and junior colleges and
other postsecondary schools have proven they can train women
and men for many occupations in this category through 2-year
programs or less, and the number of students completing these
career educational programs is expected to increase even more
rapidly than college graduates.
Another condition which may arise is that young people in high
school will become aware of the plight of new college graduates
who are not able to enter the field of their choice, and thereby
change their aspiration for a college education. Because current
society esteems a college degree and recognizes the benefit of a
college education to aspects of life other than work, such changed
aspirations are not anticipated in great numbers. The complexity
of the problem suggests the need for growing emphasis on vocational guidance to provide young people with the background
needed to make a satisfactory choice for education and career.
In summary, the outlook is for a continued increase in the number of women in the labor force in the decade ahead. An especially rapid growth is anticipated in the number of women
workers in the 20- to 34-year-age group. The employment outlook
appears favorable for industries employing large numbers of
women; for example, service-producing industries such as health
services, retail trade, government, finance, and insurance. Most
long-term trends in the employment by occupation groups are expected to continue. White-collar jobs in which most women are
currently employed will increase as a proportion of total employment. Service workers, other than private household, another large
area of employment for women workers, will also show a significant rise. The number of women in the labor force who are college
graduates will rise significantly. This will coincide with an expected slowdown in the growth in some traditional occupations for
women college graduates (especially elementary and secondary
school teachers). The absorption of college-educated women in the
labor force might therefore require a movement of these women in
large numbers into traditionally male-dominated occupations and
point to the need for more realistic career planning by women.
82. Employment Outlook in Individual Fields
Women's opportunities for rewarding employment will be directly related not only to their level of skill and experience but
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also to the labor market demands in the decade ahead. The Occupational Outlook Handbook prepared by the Bureau of Labor
Statistics provides an assessment of the employment outlook in a
great many individual occupations. It also provides information
on the nature of work, training requirements, earnings, working
conditions, and places of employment in individual fields. The
following section provides a brief statement on employment trends
and prospects for individual fields from the 1974-75 edition of
the Occupational Outlook Handbook. It also provides information
on estimated employment in the occupation and average annual
openings. The percentage that women make up of total employment in the occupation is listed. These projections may help
women make more realistic plans for careers in which openings
will be available, in which they can more fully utilize their skills,
and in which they can earn better wages. In order to become
competitive for the more challenging jobs with advancement possibilities, women and girls should plan to train for nontraditional as well as traditional occupations.
The occupations are grouped by related jobs into clusters. These
groupings enable the reader interested in a broad field to locate
easily the employment prospects for a number of related specific
occupations. For example, persons interested in health careers
can find information on about 16 occupations in this field having
different educational and training requirements.
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EMPLOYMENT OUTLOOK IN INDIVIDUAL FIELDS
Occupation

Estimated
Projected
Percent employment employment
1972*
women 1
1985

Average
annual
openings 8

Employment trends and prospects

EDUCATION AND RELATED OCCUPATIONS
Teaching Occupations

College and university teachers

27

525,000

630,000

24,000

Kindergarten and elementary
school teachers

86

1,274,000

1,590,000

105,000

Secondary school teachers

49

1,023,000

1,045,000

40,000

If past trends of entry continue through the mid-1980's,
the supply will greatly exceed anticipated requirements.
Keen competition for prospective teachers, although a recent survey found teacher shortages in mathematics, industrial arts, special education, and some vocational-technical
subjects.

Librarians

83

120,000

162,000

11,200

Favorable overall opportunities, but some librarians may
have to compete for jobs of their choice. Best employment
prospects in public and special libraries.

Library technical assistants

O

25,000

n

O

Good employment prospects particularly for graduates of
academic programs. Especially favorable opportunities in
large public and college and university libraries.

to
c*

Library

Occupations
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Entrants may face keen competition through the mid1980's. New doctor's and master's degree holders, the main
source of supply, are expected to more than meet the expanding demand for college and university teachers.
Competition is expected through the mid-1980's. If patterns of entry and reentry continue, the number of persons
qualified to teach in elementary schools will exceed the
number of openings.

HEALTH OCCUPATIONS
Dental Occupations

Dental Assistants

98

115,000

155,000

13,000

Excellent employment prospects for dental assistants,
especially for graduates of approved training* programs.

Dental Hygienists

96

17,000

50,000

4,800

Demand is likely to continue to outstrip supply. Very good
opportunities for both full- and part-time workers.

Dental laboratory technicians

H

32,000

43,000

2,000

Very good employment prospects for experienced technicians. Very favorable opportunities for recent graduates
of approved training programs.

105,000 | 140,000

5,300

Favorable employment opportunities through the mid1980's. Newly added teaching facilities in dental schools
should allow the supply to approach needs by 1985.

16,000

19,500

1,000

Favorable opportunities. Population growth and inclusion
of chiropractic services in many insurance programs are
expected to result in a moderate increase in demand.
Favorable employment outlook for this moderately growing occupation. Most openings will result from deaths and
retirements.

Dentists
N>
O

Ul

Medical Practitioner Occupations

Chiropractors

3

a

Optometrists

H

18,700

23,300

900

Physicians and osteopathic
physicians

12

330,000

485,000

19,000

5

26,000

37,000

1,400

Veterinarians
See footnotes at end o f table.
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Very good employment opportunities for physicians.
Favorable employment outlook. Supply is expected to increase more rapidly than in the past, however, because of
increased capacity of veterinary schools.

EMPLOYMENT OUTLOOK IN INDIVIDUAL FIELDS—Continued
Occupation

Estimated
Projected
Percent employment employment
women1
1972 2
1985

Average
annual
openings 8

Medical Technician, Technologist, emcZ Assistant Occupations

to
Oi
ca

Employment trends and prospects

Excellent employment opportunities due to the very rapid
growth in the number of physicians, the principal employers. Graduates of 2-year college programs will be
especially in demand.

Medical assistants

(*)

More
than
200,000

Medical laboratory workers

o

165,000

210,000

13,000

Moderate employment expansion as a result of wide use of
laboratory services by physicians.

Radiologic technologists

70

55,000

87,000

6,500

Favorable outlook for both full- and part-time workers
due to expansion in the use of X-ray equipment and the
growing demand for medical services in general.

Licensed practical nurses

97

425,000

835,000

70,000

Very good opportunities as health facilities continue to expand and as practical nurses are increasingly utilized to
lighten the .load of registered nurses.

Nursing aides, orderlies, and
attendants

84

900,000

1,360,000

100,000

Registered nurses

98

748,000

1,050,000

75,000

Favorable employment prospects especially for nurses
with graduate training seeking positions as teachers and
administrators.

92

33,000

44,000

3,100

Rapid employment growth to meet the needs for management in the nutrition and food fields in hospitals and extended care facilities, schools, industrial plants, and
commercial eating places.

Nursing

Occupations

Other Health Occupations

Dietitians
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320,000

25,000

Very rapid employment rise. Most openings will occur from
the need to replace workers who die or retire.

Pharmacists

131,000

163,000

7,700

Very good outlook due to moderate employment growth
and openings from deaths and retirements. Many openings
are expected in pharmacies in new communities and
through the more extensive use in hospitals and clinics.

SOCIAL SERVICE OCCUPATIONSi
School counselors
V)

43,000

59,000

2,900

Favorable employment opportunities in the long run due
mainly to the Federal Government's Career Education Program. A decline in school enrollments until the late 1970's
will moderate immediate growth.

Home economists

n

120,000

140,000

9,200

Despite an anticipated slow growth in employment, many
job openings will be available due to deaths and retirements. Those wishing to teach in high schools may face
competition but those with graduate degrees should find
good employment prospects in college and university teaching.

Psychologists

40

57,000

90,000

4,300

Good job outlook for clinical and counseling psychologists.
Those wishing to teach or do research in large colleges and
universities may face some competition.

Recreation workers

46

55,000

90,000

5,500

Excellent employment opportunities for young people with
a bachelor's degree in recreation. There will be many opportunities for part-time work.

Social workers

61

185,000

275,000

17,500

Excellent employment opportunities for those with graduate degrees. Favorable outlook through the 1970's for
those with bachelor's degrees, although competition may
increase in the 1980's.

to

o*
<1

See footnotes at end of table.
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EMPLOYMENT OUTLOOK IN INDIVIDUAL FIELDS—Continued
Occupation

Estimated
Projected
Percent employment employment
women1
1972 a
1985

SOCIAL SCIENCE OCCUPATIONS
Economists
19

to
Oi
00

Average
annual
openings 3

Employment trends and prospects

36,000

46,000

1,500

Economists with master's and doctor's degrees may find
keen competition for better jobs in colleges and universities and private industry. Basic research will offer the best
opportunities for those with a bachelor's degree.

Historians

(4)

24,000

30,000

1,500

Experienced Ph. D.'s are expected to face keen competition
for college teaching. New Ph. D. recipients and those with
lesser degrees are likely to face very keen competition.
High school teaching positions may be available for those
meeting certification requirements.

Sociologists

35

15,000

23,000

1,200

Employment opportunities for Ph. D.'s are expected to be
favorable though they may face some competition for
choice academic jobs. Those with master's degrees are
likely to face some competition for academic positions, but
jobs in government and private industry will be available.

SCIENTIFIC AND TECHNICAL OCCUPATIONS
Life scientists
12
180,000

235,000

9,200

New graduates may face severe competition since the number of graduates is expected to grow more rapidly than
employment opportunities. However, those with advanced
degrees, especially the Ph. D., will experience the least
competition. Medical scientists should find the best opportunities due to the emphasis on research of cancer, heart,
and other diseases. Those with only an undergraduate degree may be limited to research assistant or technician
jobs.
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Statisticians

43

23,000

32,000

1,700

Favorable employment prospects for persons who can combine training in statistics with knowledge of a field where
it can be applied, such as economics.

Chemists

12

134,000

184,000

6,800

Favorable employment opportunities. Demand for industrial products, further research on urgent pollution and
fuel shortage problems, and the need for health-related
research will contribute to the need for additional chemists.

Drafters

8

327,000

485,000

17,900

Skilled drafters, especially those with post-high school
training, are expected to have favorable employment opportunities.

Engineering and science
technicians

6

707,000

1,050,000

39,600

Bookkeeping workers

88

1,584,000

1,900,000

118,000

Limited employment growth because of increasing automation of recordkeeping. Most job openings will result
from deaths and retirements.

Cashiers

87

998,000

1,360,000

96,000

Rapid growth in employment. Best prospects for persons
with typing and bookkeeping skills. Favorable opportunities for part-time work.

File clerks

86

272,000

318,000

22,800

Increased demand for adequate recordkeeping should result in many job openings. Limited growth due to the increasing use of computers to store and retrieve data.

to
Ci
CO

Favorable employment opportunities, especially for graduates of postsecondary training programs. Rapid growth
will result from industrial expansion and increasing opportunities in the fields of atomic energy, environmental
control, and urban development.

OFFICE OCCUPATIONS
Clerical Occupations

See footnotes at end of table.
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EMPLOYMENT OUTLOOK IN INDIVIDUAL FIELDS—Continued
Occupation

to
o

Estimated
Projected
Percent employment employment
1972 2
women1
1985

Average
annual
openings s

Employment trends and prospects

Office machine operators

74

195,000

230,000

13,700

Despite expected growth in the volume of office work, employment growth should be slow due to the expansion of
automated recordkeeping.

Receptionists

97

436,000

650,000

55,100

Very rapid employment growth due to the expansion of
businesses employing receptionists. Because this work is
of a personal nature, prospects should not be affected by
office automation.

Stenographers and secretaries

97

3,074,000

4,950,000

411,000

The increasing use of dictating machines will limit opportunities for office stenographers. Excellent prospects for
secretaries and shorthand reporters.

Stock clerks

25

511,000

750,000

34,800

Very rapid employment growth as manufacturing firms,
wholesale establishments, and retail stores continue to expand. Some competition for jobs can be expected because
many young people seek this work as a first job.

Typists

97

1,021,000

1,400,000

115,700

Rapid employment growth with good opportunities for
competent typists, especially those familiar with automatic
typewriters.

480,000

531,000

27,000

Rapid rise in employment of console and auxiliary equipment operators as the number of computer installations
increases. Declining demand for keypunch operators because of improved methods of data entry.

Computer and Related Occupations

Computer operating personnel
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Programers

186,000

290,000

13,000

Rapid employment growth as computers are used increasingly in business and government operations. Best opportunities for persons qualified in both programing and
systems analysis.

14

103,000

185,000

8,300

Very rapid employment growth as requirements for data
processing systems expand because of increased use of
computers.

Bank clerks

(4)

473,000

665,000

43,200

Rapid employment growth as new and existing banks expand their services. Best prospects for data processing
workers.

Bank officers

18

219,000

308,000

13,600

Rapid employment gains as the number of banks increases
and the services they offer expand.

Bank tellers

90

248,000

350,000

25,000

Rapid employment growth as banks expand their services.
Favorable opportunities for part-time work during peak
business hours.

Claim adjusters

(4)

128,000

152,000

5,800

Moderate employment increase due to expanding insurance
sales and resulting claims. Declining opportunities for adjusters who specialize in automobile claims as more States
adopt no-fault insurance plans; very good prospects for
other types of adjusters.

Underwriters

C)

61,000

71,000

2,500

Many opportunities as the demand for insurance protection increases. Best prospects for those with college training.

Systems analysts

Banking Occupations

to
I—1

Insurance Occupations

See footnotes at end of table.
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EMPLOYMENT OUTLOOK IN INDIVIDUAL FIELDS—Continued
Occupation

Projected
Estimated
Percent employment employment
women1
1985
1972 2

Average
annual
openings 3

Employment trends and prospects

Administrative and Related Occupations

Accountants

22

714,000

935,000

41,900

Good opportunities. Because of the growing complexity of
business accounting requirements, those with college degrees will be in greater demand than those without degrees.

6

303,000

380,000

16,500

Moderate employment rise due to the growth of legal action in such areas as consumer protection and the environment and the greater use of attorneys by low- and middleincome groups. Prospects for establishing a new practice
probably will be best in small towns and growing suburban areas; most salaried positions will become available in
urban areas. Keen competition for salaried positions.

Personnel workers

34

240,000

O

(4)

Excellent opportunities. Particularly good job prospects
for persons trained in psychological testing and in handling work-related problems. Limited chances to enter field
from clerical or subprofessional jobs.

Public relations workers

29

87,000

<4)

n

Moderate employment increase due to growth in importance of public relations.

13

1,885,000

136,000

Moderate employment growth due to construction of apartment houses, motels, and other buildings that use custodial services. Maintenance needs of condominiums also
will contribute to employment growth.

Lawyers

to
to

SERVICE OCCUPATIONS
Cleaning and Related Occupations

Building custodians
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2,430,000

Hotel housekeepers and
assistants

17,000

24,000

1,700

Bartenders

30

200,000

235,000

8,800

Moderate employment increase as new restaurants, bars,
and hotels open.

Cooks and chefs

60

866,000

1,000,000

52,000

Moderate growth in employment. Most starting jobs will
be in small restaurants and other eating places where food
preparation is fairly simple.

Waiters and waitresses

88

1,124,000

1,300,000

86,000

Moderate employment increase due to the construction of
new hotels and restaurants. Most openings, however, will
stem from high turnover.

92

500,000

670,000

51,000

Very good job opportunities for experienced workers and
newcomers. Good prospects also for those seeking parttime work.

1,437,000

1,000,000

51,000

Despite the expected employment decline, job opportunities will be very good. Many openings will result as persons discouraged by low wages seek employment in other
fields.

250,000

320,000

19,300

Moderate employment growth due to the mounting incidence of crime and the increasing numbers of plants, offices, and stores requiring protection.

Food Service Occupations

to

-a
CO

Rapid employment growth as the number of hotels increases. The best opportunities will be in new hotels and
luxury motels.

(4)

Personal Service

Occupations

Cosmetologists

Private Household Service Occupations

Private household workers

98

Protective and Related Service Occupations

Guards

See footnotes at end of table.
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EMPLOYMENT OUTLOOK IN INDIVIDUAL FIELDS—Continued
Occupation

Projected
employment
1985

Average
annual
openings 8

Employment trends and prospects

3

370,000

490,000

14,300

Increased demand for protective services should create
very good employment opportunities; specialized training
will become increasingly important.

96

230,000

232,000

16,000

Although direct dialing and other automatic devices will
restrict growth, there will be thousands of openings each
year as operators retire, die, or leave the labor force for
other reasons.

SALES OCCUPATIONS
Insurance agents and brokers

13

385,000

450,000

16,000

Moderate employment growth. Despite an expected increase in sales volume, selling is expected to remain keenly
competitive.

Manufacturers' sales workers

9

423,000

545,000

20,000

Greater business competition should stimulate employment
of manufacturers' sales workers. Most favorable opportunities for those trained to sell technical products.

Real estate sales workers and
brokers

36

349,000

435,000

25,000

Moderate employment increase to result from the growing
demand for home purchases and rentals. Mature workers,
including those transferring from other kinds of sales
work, are likely to find many job opportunities.

Retail trade sales workers

70

2,778,000

3,330,000

190,000

Good employment opportunities for full- and part-time
workers as income levels rise and stores continue to remain
open longer.

Police officers

Other Service Occupations

Telephone operators

to

Estimated
Percent employment
1972 s
women 1
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Securities sales workers

N>

9

220,000

290,000

11,900 Moderate employment growth as funds available for in-

6

688,000

860,000

31,000 Moderate employment growth resulting from expansion of

1,000,000 1,200,000

37,000 Moderate employment growth from increased construction

240,000

325,000

11,100 Rapid employment increase as construction expands and

I

s
CO

0

OS
1
CO

Wholesale trade sales workers

CONSTRUCTION 0CCUPATI01srs
Carpenters

to
Ol

3
Electricians (construction)

2

vestment increase. Many openings will also result from
deaths and retirements. Transfers of sales workers who
have left their jobs because they were unable to establish
a successful clientele should also create many additional
opportunities.
wholesalers' customer services, the duties of sales workers
and business in general.

and greater demand for carpenters in the maintenance departments of factories, stores, and large apartment and
government buildings.
more electric outlets, switches, and wiring are needed for
appliances, air-conditioning systems, electronic data processing equipment, and electrical control devices.

Painters and paperhangers

4

420,000

460,000

14,700 While most openings will be for painters, several hundred

Plumbers and pipefitters

1

400,000

500,000

16,300 Moderate employment increase due to rising construction

See footnotes at end o f table.
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jobs for paperhangers are expected to become available
yearly.

activity and growth of industries which use extensive pipework in their processing activities, such as chemical and
petroleum refining. Also, the trends toward more bathrooms per home and more central air-conditioning will
result in increased demand for these workers.

EMPLOYMENT OUTLOOK IN INDIVIDUAL FIELDS—Continued
Occupation

Estimated
Percent employment
1972«
women i

Projected
employment
1985

Average
annual
openings18

Employment trends and prospects

OCCUPATIONS IN TRANSPORTATI OIST ACTIVIT'IES

Air Transportation

Occupations

Flight attendants

Traffic agents and clerks
to

o*

39,000

76,000

C)

59,000

110,000

<*)

68,000

71,500

1,600

Slow employment rise as bus service is improved and expanded in urban areas.

1,600,000

1,800,000

46,000

Moderate employment increase because of growth in the
volume of freight.

92,000

85,000

1,600

Slow decline in employment because of the increased use
of private and rented cars and buses and subways. There
will, however, be many openings each year from deaths
and retirements. Transfer to other occupations will create
additional openings.

Driving Occupations

Local transit busdrivers
Local truckdrivers
Taxi drivers

12

8,000

7,000

INDUSTRIAL PRODUCTION AND RELATED OCCUPATIONS
13,100
All-round machinists
3
320,000
400,000

Bookbinders and related workers
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Very rapid employment increase as aircraft become larger
and increase in number. Many additional openings will
occur as attendants transfer to other occupations. Continued fuel shortages may adversely affect employment
growth.

95

65

32,000

38,000

550

Very rapid employment increase because of the anticipated
growth of passenger and cargo traffic.

Moderate employment growth due to rising demand for
machined goods such as automobiles, household appliances,
and industrial products.
Moderate employment increase

Composing room occupations

15

170,000

166,000

4,300

Slowly declining employment due to more efficient typesetting equipment. A few thousand openings are expected
yearly to replace workers who retire or die.

Assemblers

50

1,017,000

1,100,000

40,500

Slow employment growth, but thousands of openings will
occur each year from deaths and retirements in this large
field.

6

554,000

770,000

27,200

Rapid employment increase due to growth of metalworking
industries and wider use of welding.

Welders and flamecutters
1

Based on 1973 CPS data in occupatioiis for vsrhich reliable clata were avai lable; othei•wise based on 1970 Decennial Census data.

Many of the employment estimates in<jluded i:n the Occupat:ional Outlook Handbook are based on CPS data. Estimates for other occupations are based on
other sources. The BLS and other Governmesnt agenicies collect dal;a on selected <
categories <yf occupational employment directly from employers. Many professional
associations compile statistics on occupatio]rial emr>loyment from licensing statistics or f:rom their own membership records. The U.S. Civil Service Commission
compiles data on occupational employment in the F ederal Governrnent. Sources <
of employnaent data other than that derived from the CPS are provided in BLS
Bulletin 1738, Occupational Employment Statiistics, IS160-70.
2

to
-a

3
4

Openings due to growth, retirements, £
from the labor force. Doe;3 not include transfers out of the occupations,
md othe»r separations 3

Estimate not available.

Source: Occupational Outlook Handbook
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in Britif, 1974-75 Edi

tion, and Occiipational Oiutlook Quarterly, Summer 1974.
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Part II
Laws Governing Women*s
Employment and Status
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HIGHLIGHTS
Equal Rights Amendment—A proposal to amend the United States
Constitution to prohibit governmental denial or abridgment
of equal rights on account of sex has been approved overwhelmingly by Congress, after almost 50 years of attempts
to secure its passage. To date 34 States have ratified the
Amendment; 4 more must do so by March 22, 1979, in order
for it to become part of the Constitution.
15 States now have equal rights provisions in their own
constitutions, and legislatures in other States have taken preliminary steps toward submitting equal rights proposals to
their electorates.
Sex Discrimination in Employment-—40 States, the District of
Columbia, and Puerto Rico have laws prohibiting sex discrimination in private employment; this represents a dramatic increase over the last decade.
The basic Federal fair employment practices law, title VII
of the 1964 Civil Rights Act, was amended in 1972 to lower
the employee exemption, extend coverage to State and local
government workers, and give a statutory basis to equal
opportunity provisions for Federal employees. The amendments also strengthened enforcement procedures and provided for coordination of Federal equal employment
opportunity agencies. Title VII prohibits employers, labor
organizations, and employment agencies from discriminating
on the basis of race, color, religion, and national origin, as
well as sex.
Executive Order 11246, as amended by Executive Order
11375, not only prohibits discrimination by Federal contractors on the same bases stated in title VII but also requires
employers to commit themselves to affirmative action programs to assure equal opportunity.
Title IX of the 1972 Education Amendments prohibits sex
discrimination under educational programs or activities receiving Federal assistance. It affects most admissions, financial
aid, etc., as well as employment.
Equal Pay—37 States have laws specifically prohibiting pay dif-
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ferentials between the sexes for equal or substantially equal
work in private employment. Only 5 States do not have either
an equal pay law or a prohibition of pay discrimination based
on sex in a broader fair employment practices law.
The Federal Equal Pay Act was extended effective July 1,
1972, to executive, administrative, and professional employees and to outside sales personnel.
Age Discrimination in Employment—34 States, the District of
Columbia, and Puerto Rico have laws prohibiting age discrimination in private employment.
The Federal Age Discrimination in Employment Act, which
prohibits discrimination against persons 40 to 65 years old,
was amended in 1974 to lower the employee exemption and
to extend coverage to government workers.
Minimum Wage—40 States, the District of Columbia, and Puerto
Rico have minimum wage laws with minimum rates currently
in effect. Since the enactment of title VII, there has been a
marked increase in the proportion of State minimum wage
laws that cover men as well as women—from 17 out of 32 to
39 out of 42.
The Federal "wage and hour law," the Fair Labor Standards Act, was amended in 1974 to raise minimum rates and
establish timetables for future raises, extend coverage to
some groups immediately and provide for phasing out additional categorical exemptions, and establish special overtime
provisions for certain public employees. In 1975 most covered
nonagricultural workers must be paid at least $2.10 for the
first 40 hours of work per week and
times their regular
rates for additional hours. By January 1, 1978, all covered
workers must be paid at least $2.30 an hour.
Restrictive Labor Laws for Women—State laws setting maximum
daily or weekly hours for women, prohibiting or regulating
nightwork by women, and limiting women's occupations have
virtually disappeared because of their conflict with title VII of
the 1964 Federal Civil Rights Act, although a few are enforced with respect to workers not protected by title VII.
Jury Duty—Women are eligible to serve on juries in all States,
the District of Columbia, and Puerto Rico. Some jurisdictions
still permit women to be excused from jury service solely on
the basis of sex or permit only women to be excused because
of child care or family responsibilities.
Marriage Laws—45 States now set a uniform age for marriage
without parental consent at 18 years for both males and fe-
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males; only 2 jurisdictions now have different age requirements for men and women. For marriage with parental
consent, most jurisdictions still set a lower age limit for
females than males.
Divorce Laws—"No fault" divorce, which was first enacted in 1970,
has now been adopted in some form by almost all States.
Authority for the court to award alimony to either party in
a divorce, after consideration of relevant factors, also is being
accepted by an increasing number of States.
Abortion Laws—U.S. Supreme Court rulings in January 1973 that
States have no right to interfere in an abortion decision during
the first trimester of pregnancy have caused a great deal of
controversy. Most States have enacted new abortion laws, and
many of these in turn have been found unconstitutional. Some
Members of Congress have proposed amending the Constitution to give the States unrestricted right to regulate or prohibit abortion.
Sex Discrimination in Credit—-At least 40 States and the District
of Columbia have laws or regulations on some aspect of discrimination in credit based on sex and/or marital status. Local
jurisdictions also are attempting to resolve economic problems of women caused by discrimination in the granting of
credit.
A Federal law that becomes effective October 28, 1975,
prohibits discrimination against any credit applicant on the
basis of sex or marital status. Other Federal legislation prohibits sex discrimination in housing programs.
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5
FEDERAL LABOR LAWS
OF SPECIAL INTEREST TO
WOMEN*
Extensive legislative activity has marked recent years in areas
of special interest to women workers. Minimum wage rates have
been raised, and coverage has been greatly expanded. All forms
of sex discrimination have been prohibited in most public and
private employment. For the first time Federal legislation has
begun establishment of comprehensive standards in two fields:
occupational safety and health, and private pension and welfare
plans for workers.
In barely more than a decade, equal employment opportunity
laws have taken a major place in labor legislation. Attacking a
wide range of unfair practices and directed against several bases
of discrimination (race, color, religion, sex, national origin, age,
mental or physical handicap), these laws were not conceived at
one time in a single comprehensive package. Initial enactments
permitted many exemptions from coverage, differed in strength
of enforcement mechanisms, provided differently for persons in
public and private employment, and were assigned to different
agencies for administration. Amendments broadened the laws and
strengthened enforcement, and many laws and regulations were
added to meet particular problems.
Increasingly legislators, and the agencies enforcing these laws,
are concerned with "systemic" discrimination as well as individual complaints. Where courts have found patterns of employment
that result in barriers against women or minorities, whether
discrimination was intended or not, new practices have been required. The overlapping of antidiscrimination laws and administrative responsibility has led very recently to better coordination
of enforcement efforts among Federal agencies and increased
Federal-State cooperation.
*This chapter provides general information about the laws discussed. It is not to be considered in the same light as official statements of position contained in the regulations,
interpretative bulletins, or guidelines formally adopted by the agencies responsible for administering the laws.
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Of special interest to women also are Federal laws of the 1970's
on occupational safety and health and private pension plans, as
well as recent revisions in social security and unemployment compensation provisions. Not covered in this chapter are other important labor laws such as those governing collective bargaining
and workers' compensation.
Federal employees are frequently covered by separate legislation and regulations, although in recent years they have been
newly covered in revisions of laws initially applying to the private
sector, such as title VII of the Civil Rights Act.
83. Fair Labor Standards Act
The Fair Labor Standards Act (FLSA), generally known as
the Federal wage and hour law, has made possible the raising
of wage rates for those in the lowest paid occupations and/or
industries. It does not limit the number of hours that an individual may be employed, but it does require premium pay of ly^
times an employee's regular rate for hours after a specified
number—generally 40 a week—the person is "suffered or permitted" to work.
As enacted in 1938, the FLSA established a 25-cent-an-hour
minimum wage for covered employment (individuals engaged in
interstate commerce or the production of goods for commerce)
and provided for a gradual increase to a 40-cent minimum after
7 years. The law has been amended from time to time to increase
the minimum rate and to extend coverage to new groups of employees. The most recent amendments were passed in 1974.
1971* amendments.—Signed into law by the President on April
8, the 1974 amendments provide for an eventual hourly minimum of $2.30 for all covered workers,1 but the timetables for
various categories to reach that level differ, as follows:
Nonagricultural employees covered
prior to February 1, 1967

Nonagricultural employees brought
under the act in 1967 and later

Agricultural employees

1

Rate

Effective date

$2.00
$2.10
$2.80

5/1/74
1/1/75
1/1/76

$1.90
$2.00
$2.20
$2.30
$1.60
$1.80
$2.00
$2.20
$2.30

5/1/74
1/1/75
1/1/76
1/1/77
5/1/74
1/1/75
1/1/76
1/1/77
1/1/78

Rates for various classifications in Puerto Rico Jand the Virgin Islands are to be set by
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All tips received by employees must be retained by them. The
employer may consider tips the employee actually received as part
of the wages, but credit permitted for such tips cannot exceed
50 percent of the required minimum rate. The tip credit and the
cash paid by the employer must equal at least the minimum wage
required by the law.
Two large categories brought under the FLSA by the 1974
amendments were all nonsupervisory employees of Federal, State,
and local governments and private household workers whose compensation constitutes wages for social security purposes (that is,
$50 from any employer in a calendar quarter) or who work a
total of at least 8 hours a week in one or more households. In
the public sector the law had previously applied only to Federal
wage board workers, employees of Federal nonappropriated fund
activities, and State and local elementary and secondary schools
and institutions of higher education, hospitals and residential
health care establishments, and local transit operations (covered
in 1966) and employees of "preschools" (covered in 1972). The
inclusion of private household workers in 1974 represented a
major change in the concept of coverage.
The 1974 amendments also extended minimum wage protection
to additional agricultural workers, to motion picture theater employees, and to employees of retail or service establishments who
handle telegraph messages. The number of protected employees
was further increased by phasing out by January 1, 1977, the sales
volume test of individual retail or service stores that are part of
a chain or a conglomerate.
Types of workers brought under the 40-hour workweek provisions either immediately or in steps included employees of bowling establishments, operating personnel of local transit systems,
seafood canning and processing employees, and hotel and motel
employees performing maid or custodial services. Special overtime provisions were established for firefighters and law enforcers
employed by public agencies.2
Remaining exemptions.—Several types of workers are exempt
from both the minimum wage and overtime provisions of the
FLSA, while other types are covered as to minimum wage but
exempt from overtime requirements.
In terms of numbers affected, the most important exemption
from both minimum wage and overtime provisions is that of individuals employed in a professional, executive, or administrative
the Secretary of Labor upon recommendation of industry committees. Any classification on the
basis of age or sex is prohibited.
2 In January 1975 enforcement of the overtime provision for State and local fire and police
personnel was blocked by a court stay. The U.S. Supreme Court has agreed to hear arguments
in the suit brought by the National League of Cities against the Secretary of Labor.
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capacity (including persons employed in academic administration or teaching in elementary and secondary schools) or as outside salespersons.3 Others exempt from both minimum wage and
overtime provisions include babysitters employed on a casual
basis and persons employed as companions to the aged or infirm;
farm workers employed by an employer who did not use more
than 500 man-days of farm labor in any calendar quarter of the
preceding year; employees of certain seasonal amusement or recreational establishments; and elected State and local officials,
their policymaking advisers, and their personal staff. Learners,
apprentices, students, and handicapped workers are exempt to the
extent that the Secretary of Labor has issued special minimum
wage certificates for their employment, as specified. Regulations
have been issued by the Secretary of Labor to define the exemption of casual babysitters and companions for the aged or infirm.
Categories exempt from the overtime requirements include
live-in private household workers, agricultural workers, and
certain transportation workers whose industries are subject to
regulation under other Federal laws.
Enforcement.—The Wage and Hour Division of the U.S. Department of Labor enforces the FLSA with respect to private and
to State and local government employment.4 Representatives of
the Division have the authority to enter places of employment
subject to the act and to inspect records, question employees,
and investigate conditions and practices as deemed necessary to
determine whether violation has occurred or to aid in enforcement. Complaints to the Division's field offices throughout the
United States are treated confidentially.
Employers can be required to pay affected employees unpaid
back wages or overtime compensation and an additional equal
amount as liquidated damages. Unpaid wages may be restored
under the supervision of the Secretary of Labor or recovered
through court action brought by the Secretary or employees.
It is unlawful to discharge or otherwise discriminate against
an employee for filing a complaint or participating in a proceeding under the law. Willful violations of the act may result in
criminal prosecution.
In fiscal year 1974, Wage and Hour conducted 60,354 investigation and conciliation actions under the minimum wage and
overtime provisions of the FLSA. These disclosed $18.3 million
in minimum wages illegally withheld from 120,000 workers and
$46.3 million in overtime withheld from 208,000 workers.
3 These categories are covered, however, with respect to the equal pay provisions of the
FLSA (see sec. 84).
4

See sec. 97 for enforcement authority with respect to Federal employees.
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84. Equal Pay Act
The first Federal law against sex discrimination in employment
was the Equal Pay Act of 1963, although several States had enacted equal pay laws much earlier and certain wartime Federal
regulations had already established the equal pay principle.
The act prohibits employers from paying employees of one sex
less than employees of the other sex in the establishment are paid
for equal work on jobs that require equal skill, effort, and responsibility and that are performed under similar working conditions.
The law permits differentials based on a seniority system, a
merit system, a system measuring earnings by quantity or quality
of production, or any other factor other than sex. It prohibits
employers from reducing the wage rate of any employee in order
to equalize pay between the sexes. It also prohibits labor organizations from causing or attempting to cause employers to violate
the provision.
The act became effective June 11, 1964. As an amendment to the
Fair Labor Standards Act, it applied to all employees covered by
the minimum wage provisions of the FLSA. Since July 1, 1972,
when a major breakthrough was made of special concern to women
workers, it has covered executive, administrative, and professional
employees and outside sales personnel (all of whom are still
exempt from the minimum wage and overtime pay requirements
of the FLSA). Further major extension occurred in 1974, as
described in sec. 83.
The Wage and Hour Division of the Department of Labor administers and enforces the equal pay law. In a series of successful
cases in Federal courts, including the U.S. Supreme Court, the
Department has won both forceful interpretations of the law and
large awards of back wages predominantly for women. This record
has strengthened the Government's capacity to win compliance
without going to court. Over the past 3 years, $16,810,380 in income was restored to 47,553 people under supervision of the
Secretary of Labor or through court action brought by him. In
addition, the equal pay portions of two major consent decrees
won back wages of nearly $7 million each which were not included
in the above figures. Employees have also won substantial amounts
through private litigation. Even more significant than the back
wages are increases in current and future pay rates.
In a landmark decision, a Federal circuit court held that a
manufacturer must pay women selector-packers no less than male
selector-packer-stackers even though the men were called upon
from time to time to perform some 16 additional tasks different
from those performed by the women. In concluding that these
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minor duties were not significant enough to warrant a wage differential between the male and female employees, the court rejected
the company's claim that the jobs of men and women have to be
identical for them to receive equal pay and asserted that they
only have to be "substantially equal." The U.S. Supreme Court
denied the company's petition to review the decision. Shultz v.

Wheaton Glass Co., 421 F. 2d 259, 266; cert, denied, 398 U.S. 905

(1970).
Another court case should also be noted for its delineation of
principles central to the enforcement of the Equal Pay Act. In
determining that the jobs of nurses' aides and orderlies at a hospital were equal, the Court of Appeals for the Fourth Circuit outlined a number of tests, taken from past court decisions, to be
applied to the performance of "extra tasks" which are claimed by
employers to make the jobs of men and women unequal. The
court stated that higher pay for male employees cannot be considered to be related to extra duties where one or more of the
following situations exist: some men receive higher pay without
doing the extra work; female employees also perform extra duties
of equal skill, effort, and responsibility; qualified female employees
are not given the opportunity to do the extra work; the supposed
extra duties do not in fact exist; the extra tasks consume a minimal amount of time and are of peripheral importance; and third
persons who perform the extra tasks as their primary job are
paid less than the male employees in question. Brennan v. Prince

William Hospital, 503 F. 2d 282 (1974).

In the first equal pay case reviewed by the U.S. Supreme Court,
two circuit courts had disagreed in deciding the issues. Concluding
that the company's pay practices " . . . though phrased in terms of
a neutral factor other than sex, nevertheless operated to perpetuate
the effects of the company's prior illegal practice of paying women
less than men for equal work," this historic decision confirmed a
number of principles which had previously been stated by lower
courts. Specifically, the Court held that shift differences (with
the men working at night and the women during the day) did
not make the "working conditions" of the men and women "dissimilar" and thus would not justify a larger wage rate for the
men (over and above their plantwide night differential); the Court
also approved the "substantially equal" (as opposed to "substantially identical") test adopted by the several courts of appeals.
In addition, the Court held that Corning did not cure the equal
pay violation by integrating the formerly all male and all female
jobs, and paying the higher rate to the women who transferred
to the male or night job and the lower rate to the men who transferred to or were hired for the female or day job. The only way
a violation can be remedied under the act, said the Court, is for
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the lower wages to be raised to the higher. Nor could the company
equalize the wages, and then grant an additional increase to the
men and women on the night job (as a "red circle" rate), since
this rate perpetuated the effects of past discrimination. As a result of this decision, approximately $1 million in back wages was

paid. Corning Glass Works v. Brennan, 417 U.S. 188 (1974).
85. Title VII of the Civil Rights Act of 1964

A milestone in equal employment opportunity for women was
reached with the passage of the Civil Rights Act of 1964. Title
VII of that act, effective July 2, 1965, prohibits discrimination
based on sex as well as race, color, religion, and national origin
in all terms, conditions, or privileges of employment. Provisions of
the law are broad enough to encompass new and emerging forms
of discrimination.
Title VII is administered by the bipartisan Equal Employment
Opportunity Commission (EEOC), whose five members are appointed by the President. Initially powers of the EEOC were
limited largely to investigation and conciliation, but in 1972 the
act was amended to strengthen enforcement as well as extend
coverage.
The act now covers private employers of 15 or more persons,
public and private employment agencies, labor unions with 15 or
more members, public and private educational institutions, and
State and local governments. Not covered are private membership
clubs and Indian tribes. A separate section of the law protects
Federal employees and strengthens enforcement powers of the
Civil Service Commission (see sec. 97).
Unlawful practices, if based on sex, race, color, religion, or
national origin include :

For an employer

to discriminate in hiring or firing, wages and salaries, promotions, or any terms, conditions, or privileges of employment;

For a labor union

to discriminate in membership, classification, or referrals
for employment; or to cause or attempt to cause an employer to discriminate;

For an employment agency

to discriminate in classifying or referring for employment ;

For any employer, labor union, or joint labor-management
committee

to discriminate in training, retraining, or apprenticeship or
291
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to print or publish advertisements indicating discriminatorypreference or limitation.
Exceptions are permitted when sex is a bona fide occupational
qualification reasonably necessary to the normal operation of the
business (as in the case of an actor or a wet nurse). Religious
institutions may employ persons of a particular religion to further
their activities. Also, differentials in compensation may be based
on a seniority, merit, or incentive system.
The right to file a charge of discrimination is protected by the
law. Title VII prohibits an employer from taking, or encouraging
others to take, any action against a person for filing a charge of
discrimination.
When a complaint is filed in a State or local jurisdiction with
an effective fair employment practices law, the agency administering that law must be given an opportunity to resolve the complaint before the EEOC can take action. Periodically the EEOC
revises the list of State and local agencies to which it defers (see
sec. 101).
The EEOC attempts to resolve complaints informally by conciliation and persuasion. If a voluntary agreement is not achieved,
EEOC may file suit or the aggrieved persons may file suit on their
own within stated time limits. However, if the EEOC finds a probable violation by a governmental agency, it must refer the case to
the U.S. Attorney General, who may bring suit.
If prompt judicial action is determined necessary, the EEOC
or the Attorney General may seek a court order for relief until a
decision is made on the merits of the charge.
Because sex discrimination sometimes takes forms different
from race discrimination, the EEOC has issued sex discrimination
guidelines. They interpret the bona fide occupational qualification
very narrowly—stating, for example, that the refusal to hire an
individual cannot be based on assumed employment characteristics of women in general, and that the preferences of customers
or existing employees should not be the basis for refusing to hire
an individual. They bar hiring based on classification or labeling
of "men's jobs" and "women's jobs" or advertising under male
and female headings.
The EEOC guidelines declare that State laws that prohibit or
limit employment of women (in certain occupations, in jobs requiring the lifting or carrying of specified weights, for more than
a specified number of hours, during certain hours of the night,
and immediately before and after childbirth) discriminate on the
basis of sex, because they do not take into account individual
capacities and preferences. Thus, they conflict with and are superseded by title VII. A series of court cases upheld this guideline,
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and the conflict between State and Federal laws on this point
was for the most part resolved in the early 1970's.
Regarding State laws that require minimum wage and premium
overtime pay only for women, on the other hand, EEOC deems it
an unlawful practice for an employer to refuse to hire women
in order to avoid payment of such benefits or not to provide them
for men.
Similar provisions apply to other sex-oriented State employment laws, such as those requiring special rest and meal periods
or physical facilities for women; if an employer can prove that
business necessity precludes providing these benefits to both men
and women, he or she must not provide them to members of
either sex.
When a law is relatively new, the interpretations of the enforcing agency are frequently challenged in the courts (see also
sec. 102). EEOC has been upheld on many points, and the Supreme
Court has said that its administrative interpretations should be

given great deference. Griggs et al. v. Duke Power Co., 401 U.S.

424 (1971). However, disputed points of EEOC's maternity guideline are under litigation (see sec. 116), and appeals courts have
offered conflicting opinions on the guideline that would harmonize
State minimum wage laws for women with title VII by extending
the benefits involved to men.
In Arkansas an employer asked the court to declare that the
State law requiring overtime pay for women was superseded by
title VII. Both district and appeals courts found instead that there
was no conflict between the State and Federal laws because the
employer could comply with both statutes by paying men and
women the overtime rate which the State required for women.

Potlatch Forests, Inc. v. Hays et al318 F. Supp. 1368; aff'd, 465

F. 2d 1081 (1972).
In ruling on a similar California law, another appeals court
rejected this reasoning and found the State law in conflict with
title VII and unenforceable. The court held that an interpretation
which would expand the class of persons to benefit from the State
law would take lawmaking power away from the State legislature.

Homemakers, Inc. v. Division of Industrial Welfare, 509 F. 2d

20 (1974).
Each decision will apply within its own circuit, pending resolution of the question by the Supreme Court.
The Griggs decision, a race discrimination case that should have
wide applicability to sex discrimination, ruled that discrimination
need not be intentional to be unlawful. It included the following
principle:
Under the [Civil Rights] Act, practices, procedures,
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. . . neutral on their face, and even neutral in terms
of intent, cannot be maintained if they operate to
"freeze" the status quo of prior discriminatory
employment practices.
. . Congress directed the
thrust of the Act to the consequences of employment
practices, not simply the motivation.
86. Federal Contracts
Executive Order 11246, as amended by Executive Order 11875,
effective October 14, 1968, to cover sex, sets forth the Federal
program to eliminate discrimination by Government contractors.
The program stems from the responsibility of the executive branch
to establish the terms and conditions on which it will contract
with private parties to purchase supplies and services needed for
the Government's operations. Since the early 1940,s, Presidents
have issued Executive orders which use the Government's contracting power to further public policy on fair employment practices for minorities.
Now most Government contracts must incorporate requirements
stated in the order, including: "The contractor will take affirmative action to ensure that applicants are employed and that
employees are treated during employment without regard to their
race, color, religion, sex, or national origin. Such action shall include but not be limited to the following: employment, upgrading,
demotion, or transfer; recruitment advertising; layoff or termination; rates of pay or other forms of compensation; and selection
for training, including apprenticeship."
The order applies to Federal contractors or subcontractors and
contractors who perform work under federally assisted construction contracts exceeding $10,000.
The Secretary of Labor has general enforcement responsibility.
The Secretary has delegated to the Office of Federal Contract Compliance responsibility to administer the Government-wide program, to monitor and evaluate the equal employment compliance
programs of the contracting agencies, and to develop regulations,
orders, and guidelines to implement the Executive order.
Sex discrimination guidelines issued by the OFCC are similar
in many respects to those of the EEOC. Provisions concerning
maternity benefits and pensions, now under discussion pending
revision, would bring these standards more in conformance with
EEOC's guidelines.
Under OFCC's Revised Order No. 4, issued December 4, 1971,
and most recently amended July 12, 1974, service and supply contractors who have 50 or more employees and a contract of $50,000
or more are required to develop written affirmative action pro-
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grams. An affirmative action program is described as a set of
specific and result-oriented procedures to which a contractor is
committed.
In general contractors are required to conduct an in-depth
analysis of all levels and job groups of the company work force
to see where minorities or women are "underutilized," that is,
where there are fewer minorities or women in a particular job
group than could reasonably be expected from their availability in
the recruitment area. Employers are to eliminate policies which
cause this underutilization and to establish numerical goals and
timetables for expanding job opportunities for groups previously
denied opportunity. Such goals cannot be rigid and inflexible
quotas which must be met, but targets reasonably attainable
by means of applying every good faith effort to make all aspects
of the entire affirmative action program work. The employer must
communicate to employees and applicants the existence of the
affirmative action program and such elements of the plan as will
enable them to know and avail themselves of its benefits.
To assure that the different contracting agencies make the same
requirements in evaluating contractors, OFCC established standardized compliance review procedures in Revised Order No. 14,
effective May 15, 1974.
Affirmative action under construction contracts involves a different set of procedures because of the temporary nature of the
employer-employee relationship in that industry. Area-wide agreements known as "home town" plans are negotiated, or plans are
imposed requiring employment of specified numbers of minorities
in the building trades. Construction contractors may not discriminate on the basis of sex, but most affirmative action plans do
not specify hiring goals for women.
Failure of a contractor to comply with the nondiscrimination
pledges of the contract, or with the rules and regulations of the
Secretary of Labor, may result in the cancellation, termination,
or suspension of the contract in whole or in part, and the contractor may be declared ineligible for further Government contracts.
87. The Growth of Affirmative Action
The affirmative action obligation of Federal contractors is part
of a broader movement toward reexamination of total employment
systems. Earlier the phrase "affirmative action" was used with
reference to any remedy, such as back pay, to redress the rights
of employees. Its purpose is not punitive but to make the employee
whole.
Experience in enforcement of equal employment opportunity
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laws has shown that discrimination cannot be overcome by giving
attention only to individual complaints. In recent years courts
have recognized that, by nature, discrimination is not directed
toward a single individual but is more often a network of deeply
embedded practices that place barriers to the full employment of
certain groups. Affirmative action has come to be associated with
comprehensive plans to identify and remove those barriers.
The examination of a whole employment system was a relatively
new idea in the 1960's, but by December 1971 the Office of Federal
Contract Compliance had sufficient experience with monitoring
affirmative action programs for minorities to set forth specific
requirements regarding both minorities and women in Revised
Order No. 4 (see sec. 86).
Affirmative action is sometimes required under title VII, but on
a somewhat different basis. Unlike the Executive order which
makes affirmative action a contractual obligation, title VII does
not require such positive programs until after a finding of a
pattern of discrimination. Then the Equal Employment Opportunity Commission may set forth specific goals in a conciliation
agreement, or Federal courts may order even more rigorous plans
to remedy grievances and to offset the continuing effects of past
discriminatory practices. The EEOC highly recommends voluntary
affirmative action as the most desirable method of assuring fair
employment practices and avoiding costly litigation.
A few State and city governments have begun requiring affirmative action of contractors who do business with them.
88. Age Discrimination in Employment Act
The Age Discrimination in Employment Act of 1967, which
became effective June 12, 1968, prohibits discrimination in employment against persons 40 to 65 years old by employers,
employment agencies, and labor unions. It is of particular importance to women who reenter the work force after an extended
period of full-time family responsibility.
The act now applies to employers of 20 or more persons and
labor organizations which have 25 or more members or which
refer persons for employment to covered employers, or which
represent employees of employers covered by the act. Since May
1, 1974, State and local governments have been covered. Elected
officials, their appointees and certain advisers are outside the
scope of the act. A separate section of the law covers Federal
employees (see sec. 97).
It is an unlawful employment practice
• For an employer to fail or refuse to hire, or to discharge, or
otherwise discriminate against any individual with respect to
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compensation, terms, conditions, or privileges of employment, or
to limit, segregate, or classify in any way which would deprive
or tend to deprive an individual of job opportunities, or otherwise adversely affect the person's status as an employee, because
of age;
• For an employment agency to fail or refuse to refer for
employment, or in any other way discriminate, or to classify or
refer anyone for employment, on the basis of age;
• For a labor organization to exclude or expel from membership, or otherwise discriminate against, or to limit, segregate,
or classify its membership, or to classify or fail or refuse to refer
for employment, any individual in any way which would deprive
or tend to deprive the individual of job opportunity, limit job
opportunities, or adversely affect status as an employee or a job
applicant, because of age; or to cause or attempt to cause an
employer to discriminate.
For certain jobs it may be possible for an employer to establish
that age is a bona fide occupational qualification reasonably necessary to the performance of the duties of the job. It is not unlawful
to observe the terms of a bona fide seniority system or employee
benefit plan such as a retirement, pension, or insurance plan,
which is not a subterfuge to evade the purposes of the act (however, such a plan cannot be used as an excuse to refuse to hire an
individual).
The Secretary of Labor or any aggrieved person may bring suit
under the act. Suits to enforce the act must be brought within 2
years after the violation, or in the case of a willful violation,
within 3 years. Before an individual can bring court action, certain
prescribed time limits must be met and it is therefore important
to contact the nearest office of the Wage and Hour Division
promptly.
In the largest settlement to date, a unit of an oil company
agreed in May 1974 to pay $2 million to 160 former employees
and to reinstate 120 of the employees.
89. Handicapped Workers
Employers covered by sections of title V of the Rehabilitation
Act of 1973, as amended, must take affirmative action to employ
and advance in employment qualified handicapped individuals
without discrimination based on their physical or mental handicap. Nondiscrimination programs must be carried out for handicapped men and women qualified for training or employment in
Federal Government, under Federal contracts and subcontracts
in excess of $2,500, and in any program or activity receiving
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Federal funds. Discrimination is prohibited in hiring or layoff,
compensation, seniority, promotion, or training opportunities.
Affirmative action obligations of Federal agencies were announced in January 1974 by the U.S. Civil Service Commission.
Regulations covering affirmative action obligations of Federal
contractors and subcontractors were issued in June 1974 by the
U.S. Department of Labor. Both require outreach and positive
recruiting, as well as accommodation to the physical or mental
limitation of a handicapped applicant or employee if necessary
for compliance.
This nondiscrimination program is unique—it does not set goals
or timetables—because accommodation to meet the needs (if any)
of a handicapped applicant or employee is individualized to that
person's handicap.
Covered Federal contractors and subcontractors that do not
comply are subject to sanctions, which range from withholding
of partial payment to debarment from further contracting with
the Federal Government.
Employees are encouraged to resolve complaints through internal voluntary procedures. However, formal complaints are received by the U.S. Civil Service Commission if the problem is
with a Federal agency and by the U.S. Department of Labor if the
complaint is against a Federal contractor.
90. Antidiscrimination Laws or Orders for Specific
Situations
Since the enactment of the Equal Pay Act and title VII, a
number of Federal laws, orders, and regulations have prohibited
employment discrimination in special occupations or industries.
For example, title IX of the Education Amendments of 1972
specifically prohibited sex discrimination in education (see sec.
92) ; other laws and regulations required affirmative action for
minorities and women in construction and maintenance of the
Alaska pipeline, and prohibited discrimination in programs providing for intergovernment exchange of personnel, in federally
funded State extension services, in some formerly closed occupations in the armed services, in manpower training programs (see
CETA, sec. 68), and in use of general revenue sharing funds.
Virtually every Federal agency has added some form of equal employment opportunity regulation to implement the laws and programs administered by the agency, and decisions of the National
Labor Relations Board have begun to show the applicability of
labor relations laws to some forms of sex discrimination.
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91. Coordination of Enforcement Agencies
With most of the loopholes of earlier laws closed, the major
need was for strong and well-coordinated enforcement. Amendments to title VII in 1972 created an Equal Employment Opportunity Coordinating Council to develop agreements and consistent
policies among the following agencies: the EEOC (primarily responsible for title VII) ; the Labor Department (responsible for
the Equal Pay Act, the Age Discrimination in Employment Act,
and the Executive order for Federal contractors) ; the Civil Service Commission (responsible for Federal employees) ; the Civil
Rights Commission (with no enforcement power but responsible
for evaluation, advocacy, and technical assistance) ; and the Justice
Department (chief law enforcement agency in the United States
and responsible under title VII for acting on violations by State
and local governments).
As a fruit of such coordination, a significant share of the total
enforcement effort is devoted to seeking large industrywide conciliation agreements. For example, the major companies and
unions in the steel industry signed an agreement with the EEOC
and the Labor and Justice Departments to expand job opportunities
for minorities and women. The consent decree required revision
of hiring and assignment policies, modification of the seniority
system, and opening of training and advancement opportunities
to increase participation of women and black and Spanish-speaking
men where they had been underutilized. The companies also agreed
to $81 million in back pay to employees adversely affected by the
alleged biased practices.
Enforcement agencies also coordinated efforts that resulted in
two multi-million-dollar consent decrees with the American Telephone & Telegraph Co. The first, signed in January 1973, affected
women and minority men employees who had been denied equal
pay and promotion opportunities in nonmanagement jobs. The
second, filed in May 1974, provided for back pay awards to management employees who were victims of illegal sex discrimination
in pay. It also provided for computation of new uniform minimum
starting rates in the first two management levels, so as to remove
inconsistencies in salary treatment caused by basing promotion
increases on the employee's former salary.
In late 1974 EEOC and OFCC agreed to share investigative files;
consult on the selection of industrywide, companywide, or regional compliance targets and on the scheduling of investigations;
and develop mutually compatible compliance policies, including
minimum standards of remedy. The EEOC and the Treasury
Department established procedures to assist each other in resolving charges of employment discrimination against public employees.
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by State and local governments who receive general revenue sharing funds.
92. Special Discrimination Provisions in Education Laws
As women began to achieve legislative goals directly affecting
their employment rights, it soon became evident that a number
of closely related areas affected their employability and economic
status. High on the list was access to all forms of training and
educational opportunity.
Many programs in private as well as public educational institutions received support from Federal grants. Here a gap in the
Civil Rights Act of 1964 became evident: While Title VII—Equal
Employment Opportunity—included sex as a prohibited basis of
discrimination, Title VI—Nondiscrimination in Federally Assisted
Programs—prohibited denial of benefits on the ground of race,
color, or national origin, not on the ground of sex. Congress then
began to provide separate laws for individual programs supported by Federal money as needed (Executive Order 11246, as
amended, applied to employment practices of Federal contractors,
not to programs of Federal grant recipients).
Legislation in 1971 prohibited discrimination only in federally
assisted schools of medicine and nursing and other health personnel training programs. In recent years legislation funding training
programs administered by the Manpower Administration of the
Labor Department has regularly included a prohibition of discrimination based on sex, as well as race, color, and national origin.
Title IX of the Education Amendments of 1972 (approved
June 23, 1972 as Public Law 92-318) states: "No person in the
United States shall, on the basis of sex, be excluded from participation in, be denied the benefits of, or be subjected to discrimination under any educational program or activity receiving Federal
financial assistance."
The law was intended to eliminate sex-based restrictive quotas
and unequal entrance requirements for colleges and universities,
to require equality of opportunity for fellowships and scholarship
aid and access to all course offerings and services, and to prohibit
sex discrimination in employment.
Covered by title IX are public or private preschool, elementary,
or secondary schools and institutions of vocational, professional,
and higher education. Exempt are certain institutions controlled
by religious organizations and schools for training individuals
for the United States military services or the merchant marine.5
5 The Maritime Administration announced in April 1974 that women would be considered
for the U.S. Merchant Marine Academy, and several women have since been accepted. Admission
of females to U.S. military academies was included as part of a military procurement authorization bill, approved in October 1975 as Public Law 94-106.
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With regard to admissions, the antidiscrimination provision
applies only to institutions providing vocational, professional, and
graduate higher education and to most undergraduate institutions.
Private undergraduate schools are exempt from the admissions
provisions but must not discriminate against any admitted students in any educational activity or program.
The Department of Health, Education, and Welfare published
for comment on June 20, 1974, proposed rules for carrying out
most provisions of title IX. On June 4, 1975, it released revised
regulations as approved by the President. These cover such matters as transition plans for converting single-sex admissions
processes, financial assistance to students, athletics, and employment policies—but not textbooks and curricular materials (see
sec. 113 for provisions relating to pregnancy of employees). The
regulations were to become effective on July 21, 1975, unless rejected by Congress.
Title IX also amended title IV of the 1964 Civil Rights Act to
authorize the Commissioner of Education to render technical
assistance for desegregation of public education on the basis of
sex (previously only desegregation on the basis of race, color,
religion, and national origin had been covered). Regulations under
this amendment became effective July 21, 1975.
In late 1974 the Women's Educational Equity Act (part of the
Education Amendments of 1974, Public Law 93-380) authorized
development of nonsexist curriculums, new methods for training
educational personnel, new techniques of guidance and counseling
and career education, community and continuing education programs, and women's studies centers. Although Congress has not
yet appropriated funds, public and private groups in some States
and cities have begun to publicize schools' use of stereotypes about
women's roles and curriculum omissions.
Anticipating the impact of the law, major publishers of textbooks have issued guidelines on avoiding language or pictures
that demean women and showing them in a wider variety of roles.
93. Occupational Safety and Health
The stated congressional purpose of the Occupational Safety
and Health Act of 1970 is "to assure so far as possible every
working man and woman in the Nation safe and healthful working conditions and to preserve our human resources." The act,
which went into effect on April 28, 1971, covers without numerical
exemptions all private employers other than those which are
subject to occupational safety or health standards under another
Federal statute.
Responsibilities of the Secretary of Labor for promulgating and
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enforcing standards to protect workers are carried out by the
Occupational Safety and Health Administration (OSHA). The
law established the National Institute of Occupational Safety and
Health (NIOSH) within the Department of Health, Education,
and Welfare to carry out research and related functions, and to
make recommendations concerning new and improved standards.
Research, experiments, and demonstrations relating to occupational safety and health are specifically to include "studies of
psychological factors involved" and to relate to "innovative methods, techniques, and approaches for dealing with problems in the
area." The law stresses the importance of developing criteria for
dealing with toxic materials and undertaking special activities that
might be made necessary to meet new problems, including those
created by new technology.
Under the law each employer must provide employees a place
of employment free from recognized hazards and comply with
standards promulgated under the act. Each employee also has
the responsibility to comply with any applicable OSHA standards,
rules, and regulations.
Employers are required to permit inspections during regular
working hours and at other reasonable times, and to keep records
prescribed by the Secretaries of Labor or HEW. Employees who
believe that an imminent danger exists or that a safety or health
standard is being violated at the workplace may request an
inspection. Procedures established for issuing citations to and
imposing penalties on employers who violate the act must give
the employers opportunity to contest the citation, penalty, and/or
abatement period. Willful or repeated violations of the act are
punishable by fine and/or imprisonment.
The act encourages States to submit plans for the promulgation
and enforcement of occupational safety and health standards in
issues over which OSHA has jurisdiction. OSHA is authorized to
pay half of the operating costs for State job safety and health
programs which it has approved as being "at least as effective
as" the Federal program. Such approval can be withdrawn if
OSHA determines that a State plan is not being properly administered (see sec. 110).
OSHA established the following priority system for inspections:
(1) catastrophes and other fatal accidents, (2) valid employee
complaints, (3) special emphasis programs, and (4) random selection from all types and sizes of workplaces in the various
sections of the country. The special emphasis programs are (a)
five target industries with extremely high disabling injury rates
and (b) five target health hazards considered the most commonly
used and hazardous of the more than 15,000 toxic substances that
have been identified by NIOSH. The especially hazardous indus-
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tries are longshoring, meat and meat products, roofing and sheet
metal, lumber and wood products, and miscellaneous transportation equipment manufacturing. The five hazardous substances
originally selected for special emphasis were asbestos, carbon
monoxide, cotton dust, lead, and silica. Recently, however, findings
on the high incidence of a form of cancer among workers involved
in plastics manufacturing processes caused OSHA to give priority
attention to hazards of the industry. This resulted in the issuance
of stringent standards on the use of protective equipment and
on elimination of vinyl chloride fumes from workplaces.
In order to respond to the differences in hazard levels and the
variations in injury and illness incidence experience in different
sections of the country, OSHA is developing and refining systems
for setting general industry inspection priorities on a regional
basis.
Research into job environment hazards is of course important
to both women and men workers. Some aspects are, however, of
special interest to women. These include, in addition to potential
harmful effects on unborn children of pregnant workers (see sec.
118), weightlifting and noise, dust, and fume levels of certain
industries in which women predominate.6
94. Private Pension Plans
Many workers are covered by private pension plans. Some of
these are established and controlled by the employer, and some are
negotiated with unions in collective bargaining agreements. Some
are "contributory," where the employee also pays into the fund;
and some are "noncontributory," where the employer provides
the total input. Plans vary widely in the amount of benefits provided on retirement.
Two areas of pension plans have been of particular concern to
women workers. One was the typical exclusion of part-time and
part-year workers. The other was the long period of unbroken
service usually required in order to achieve "vesting," that is, a
nonforfeitable right to retirement benefits. The work pattern of
married women of leaving the labor market temporarily because
of family responsibilities or changing jobs when their husbands
are transferred left a great many women unable to meet plan
eligibility and vesting standards, and therefore no pension rights
at all, even though at retirement age their total years of work
and contributions to pension plans might be only slightly less than
those of their male counterparts.
In addition, a great many workers—women and men—who had
a An article on work environment hazards of particular interest to women appeared in the
April 1975 issue of Job Safety & Health, published by the Labor Department.
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agreed to employer contributions toward a pension plan as a form
of deferred wages realized little or no benefits because, for example,
the employer went bankrupt, the company was sold to or merged
with another company which refused to continue the plan, or the
fund was depleted due to imprudent action by trustees. Almost 10
years of congressional and administration efforts to protect pension plan participants against such personal economic catastrophes
resulted in enactment of the Employee Retirement Income Security Act of 1974 (Public Law 93-406, approved September 2,
1974).
This law supplanted the Welfare and Pension Plans Disclosure
Act of 1958, which set no eligibility, vesting, funding, or fiduciary
standards but did require employers or unions which maintained
welfare or pension plans to provide a description and annual reports to participants and to the Secretary of Labor.
The new law, popularly known as the Pension Reform Act,
affects up to 35 million workers. It does not cover plans for Federal, State, or local government workers; church plans, unless
the church or association of churches elects coverage ; or plans
maintained outside the country primarily for nonresident aliens.
It does not require companies to set up pension plans or to maintain or raise benefits of existing plans. It does, however, set
standards for existing plans whose sponsors decide to continue
them and for any new plans that may be established. These
standards are in such areas as participation (eligibility), vesting,
funding, fiduciary responsibility, and reporting and disclosure.
In addition, the Pension Reform Act establishes an insurance program for pension plans and liberalizes provisions for individual
pension plans.
The law requires additional studies on unresolved problems
with respect to pensions. Some of these are to be carried out by a
Joint Pension Task Force, composed of the staffs of five congressional committees.
Participation and survivor protection.—In general, pension
plans must allow any employee who is 25 years old and has had
at least a year of service (defined as a minimum of 1,000 hours of
employment during a year) to join the plan. A 3-year service
requirement can be set if the plan provides for full and immediate
vesting. Persons who are within 5 years of retirement may be
excluded from the right to join certain kinds of pension plans.
A pension plan which provides benefits in the form of an annuity must provide a participant and his or her spouse with a
"joint and survivor annuity," unless the participant declines such
protection for the spouse. If the participant is eligible for early
retirement and does not retire early, the plan must provide the
participant with the opportunity to elect a joint and survivor
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annuity. The survivor's annuity must be no less than half the
joint annuity.
Vesting.—Each pension plan must provide that the employee
has a nonforfeitable right at normal retirement age to all his or
her contributions to the plan. In addition, each plan must provide
as a minimum one of the following three methods of assuring
rights to employer contributions on his or her behalf:
(a) graded vesting, which gives participants a vested (nonforfeitable) right to 25 percent of accrued benefits after 5 years
on the job, with 5-percent increases in vesting for the next 5
years, 10 percent each following year, and 100 percent at the
end of 15 years;
(b) full vesting, which gives participants total nonforfeitable
benefit rights after 10 years of service with the company, but
nothing before then;
(c) the modified "rule of
which gives participants who
have at least 5 years of service 50 percent vesting when age and
years of service equal 45, with 10-percent increases in each of the
next 5 years, but gives anyone who completes 10 years of service
50 percent vesting and 10 percent more for each additional year
of service.
Of particular importance to women is the provision that a break
in service cannot cancel vesting time unless the break is longer
than the prior service credited toward vesting.
Funding.—Standards are established to assure that contributions to plans are sufficient to pay all pension benefits as they
become due and also to cover current operating costs.
Fiduciary responsibility.—Strict standards are established for
fiduciaries (persons entrusted with administering plans or managing the assets of employee benefit plan funds) to assure their
handling the assets solely in the interest of plan participants.
Investments must be diversified so as to minimize the risk of
large losses.
Fiduciaries of plans other than profit-sharing plans are prohibited from investing more than 10 percent of a fund's assets in
the employer's securities or real estate.
Reporting and disclosure.—Administrators of employee benefit
plans are required to furnish each participant and beneficiary
summaries of the plan at stated times. Administrators are also
required to make detailed annual reports, which must include
statements by a qualified public accountant and an enrolled
actuary, to the Secretary of Labor.
When vested workers change jobs, reports of their pension
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rights must be made to the Social Security Administration, which
is to send to the individuals a report on their right to vested
benefits at retirement time.
Portability.—The law does not require that a worker who
changes jobs be able to "carry along" vested benefits. It does,
however, provide favorable tax treatment for transfers from one
cooperating plan to another.
Portability of pension rights is one of the subjects the Joint
Pension Task Force is to study and report back on.
Plan termination insurance.—More than two-thirds of those
now enrolled in private pension plans will have their vested pension benefits insured by a new Pension Benefit Guaranty Corporation. If a plan terminates when it is not fully funded and doesn't
have enough money to pay the benefits, the Corporation will
guarantee at least a portion of the benefits.
Personal plans.—The Pension Reform Act amends the Internal
Revenue Code to liberalize provisions for retirement plans of selfemployed individuals and shareholder-employees ("Keogh plans"),
and provides for a new program of personal retirement plans for
workers who are not participating in another pension plan qualified under rules of the Internal Revenue Service.
For self-employed persons who elect to set up individual retirement accounts under the so-called Keogh plan, the law raises
the contribution limit from $2,500 to $7,500 (or 15 percent of
earned income if less).
The law entitles workers who are not covered by a qualified
pension, profit-sharing, or similar plan to set up their own plans
by contributing up to the lesser of 15 percent of their compensation or $1,500 to "individual retirement accounts," annuities, or
bond programs. Such contributions are excluded from the workers'
gross taxable incomes, and earnings on the accounts are tax free.
Distribution because of retirement after age 5 9 ^ or disability at
any age is taxable as ordinary income. A 10 percent excise tax is
levied on premature distributions.
Administration and enforcement.—Administrative and enforcement responsibilities, other than the termination insurance program, are handled by the Labor Department's Labor-Management
Services Administration and Treasury's Internal Revenue Service.
The new law prohibits an employer from discharging workers
in order to avoid paying pensions. Failure to comply with standards
of the law can be remedied through civil lawsuits by participants
and beneficiaries or by the Secretary of Labor, and through tax
penalties imposed by the Internal Revenue Service.
Effective date.—In general, plans established following the law's
enactment must comply with its provisions from the outset. Vari-
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ous timetables are set for existing plans to conform with new
standards.
For persons who have retired already, most of the provisions
of the new law do not apply. However, if a plan is discontinued
without sufficient funds, present retirees under that plan may be
protected by the pension insurance program. The Labor Department's Office of Employee Benefits Security will provide information on the status of a plan respecting coverage by the law.
Discrimination.—Under another act, title VII of the 1964 Civil
Rights Act, an employer may not discriminate between men and
women with respect to fringe benefits such as medical, hospital,
accident, life insurance, and retirement benefits. Benefits limited
to "head of household" or "principal wage earner" are discriminatory.
95. Social Security
When the Social Security Act was passed in 1935, title II (the
portion providing for what is popularly thought of as "social
security") consisted of 10 short sections and provided only for
benefits for certain types of employees when they reached the
age of 65.
Over the years the text of title II has grown many times as it
was amended to add benefits for survivors and dependents of insured workers ; provide protection for workers who become disabled; increase the contributions rate and base; extend coverage
to most self-employed persons, most State and local employees,
household and farm employees, members of the Armed Forces,
and the clergy; offer reduced benefits before age 65; provide benefits at age 72 for certain uninsured individuals; and, finally,
provide for the automatic increase of scheduled benefits and
contributions if the cost of living and average covered earnings
level go up. In addition, when the Federal program of health
insurance for the aged and disabled (usually referred to as "Medicare") was established, the eligibility provisions for hospital
insurance benefits were set out in title II. A recent development
was amendment of the Social Security Act to establish a meanstested system of Federal "supplementary security" payments to
aged, blind, and disabled persons.
At the outset of the social security program, the rate of "contributions" for both employer and worker was 1 percent of the
first $3,000 in wages for a maximum of $30, and the largest
possible monthly benefit for a retired worker was $85. For calendar year 1975, the wage base will be $14,100 (up from $13,200
in 1974). With the rate staying at 5.85 percent (including .90
percent for Medicare hospital insurance), the annual maximum
307
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contribution will be $824.85. The maximum monthly family benefit payable on a single account in 1974 was $557.50.
The number of quarters of work credit needed for social security
retirement benefits or survivors' benefits depends on the worker's
age, but in no case is it more than 40 to be fully insured. Benefits
are computed on lifetime covered earnings (since 1937 or 1951,
less the lowest 5 years). The minimum monthly benefit payable
in 1974 was $93.80.
The law defines "retirement age" as 65 years. Covered individuals may elect to retire as early as age 62, with a permanent
reduction in benefits based on the number of months before the
65th birthday. Persons who choose to work past retirement age
get a "bonus" of 1 percent in their retirement benefits for each
year of work up to age 72 (but there is no increase for dependents
or survivors). Retired beneficiaries may continue to work, but
until they reach age 72 their benefits are reduced by $1 for each
$2 earned over $2,520 (however, benefits are not reduced for
any month in which no more than $210 in wages is earned or
substantial services in self-employment are not performed). There
is a special minimum retirement benefit for persons who have had
low earnings during long years of social security coverage.
Disability benefits in the same amount as retirement benefits
are payable beginning the sixth full month of a physical or mental
impairment that can be expected to result in death or to last not
less than 12 months, and that prevents the individual from working. Workers who become disabled before age 24 need credit for
11/2 years of work in the 3 years before they become disabled.
Those who become disabled between 24 and 31 must have credit
for half the time between the 21st birthday and the time they
become disabled. Older workers must have as much credit as
would be needed if they reached retirement age the year they
are disabled, and—if the disability is for any cause other than
blindness—5 years of the work must be in the preceding 10-year
period.
The wife of a retired or disabled beneficiary is entitled at age
65 to a benefit equal to half of his. Beginning at age 62, such a
wife may elect to start drawing benefits at a permanently reduced
rate. There is no minimum age for the wife of a beneficiary who
has children entitled to benefits based on his record.
The social security contributions of a married woman worker
do not provide income for her husband when she retires or becomes
disabled, unless she has supplied at least half his support. In that
event, his benefit rate is half of hers, unless he has elected to draw
reduced benefits between the ages of 62 and 64.7
7 On March 19, 1975, the U.S. Supreme Court ruled in Weinberger v. Wiesenfeld that a
widower with a minor child is entitled to benefits in an amount equal to those payable to a
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Benefits are payable to unmarried children under 18 (or 22 if
full-time students) of a retired, disabled, or deceased worker.
Benefits are also payable to unmarried children 18 or over who
were severely disabled before age 22 and who continue to be disabled. Other survivors to whom benefits are payable are: a widow
or dependent widower 60 or older; widow under 60, or a former
wife, if she is caring for a deceased worker's child under 18 (or
disabled) who is getting a benefit based on the earnings of the
worker; widow or dependent widower 50 or older who becomes
disabled not later than 7 years after the worker's death, or in the
case of a widow within 7 years after she stops getting checks as
a widow caring for the worker's children; and dependent parent
age 62 or older. For the widow or dependent widower who does
not draw benefits until age 65, the benefit amount is 100 percent
of the worker's benefit if the spouse did not draw benefits before
age 65, but not less than 821/2 percent of the basic benefit.
A divorced wife age 62, a surviving divorced wife age 60, or a
disabled surviving divorced wife 50 or older is eligible for benefits
if the marriage to an insured worker lasted 20 years or longer.
Under certain circumstances children may be eligible for benefits
based on a grandparent's earnings.
An individual may not receive two benefits simultaneously-—as
a retired worker and as a spouse or widow/widower. A person is
always awarded a benefit, whenever possible, on the basis of the
individual's own wage record. If a wife or widow is eligible for a
higher benefit based on her husband's record, she will receive a
supplemental amount equal to the difference between that benefit
and her own benefit. While she was working and had appropriate
coverage, she had disability insurance for herself and survivors
insurance for her dependents.
Information on social security benefits is in chapter 3 under
Women Receiving Benefits.
96. Unemployment Insurance
Under the Federal-State unemployment insurance system, benefits are paid in cash as a matter of right, without reference to
individual need, to involuntarily unemployed persons who meet
tests of eligibility and of being "able and available" for suitable
work. Federal legislation sets certain minimum standards for
the program. For the most part, however, such matters as earnings
and/or working time requirements; duration and amount of benefits; and penalties for refusal to accept suitable work, discharge
for misconduct, or voluntary quits without good cause are dewidow with a minor child. The decision with respect to survivors' benefits is expected to affect
rulings on other sex distinctions now under attack in lower courts.
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termined by the laws of the individual States, the District of
Columbia, and Puerto Rico.8
In the 1960's units of two Presidentially appointed bodies called
attention to some areas of unemployment compensation laws that
discriminated against women. These were, in addition to the
special disqualifications for pregnant and postpregnant women
(discussed in sec. 112), the special disqualifications for leaving
work because of marital obligations and payment of dependents'
allowances to female claimants on a more restricted basis than
was applied to male claimants.9 In December 1970, and again in
May 1972, the Manpower Administration issued program letters
that urged State administrative agencies to seek early legislative
action to remove the discriminatory provisions.
There has been considerable progress in recent years with respect to quits because of marital obligations. At one time 23 States
had a special disqualification in this area, and seven of these
restricted application to women. None of the 14 provisions in
effect as of June 30,1975, is restricted to women. Nevertheless, the
impact is principally on women since they are more likely than
men to follow their spouses to a new job location or to leave work
temporarily to care for an ill family member.
In several of the States that offered dependents' allowances,
there were statutory restrictions for women claimants that were
not imposed on men (for example, requiring proof that the spouse
was unable to work because of age or physical disability). Now all
the 11 jurisdictions with dependents' allowances have the same
qualifications for men and women claimants. Since, however, dependents' allowances are generally payable to the individual who
provided more than half the support of the dependent, relatively
few women qualify for the allowances. In determining whether the
mother provided more than half the support for a child, agencies
generally take account of child support orders and social security
payments.
Millions of women work part time out of choice. If they lost
their jobs, they would probably be denied unemployment benefits
because the "able and available" requirement for claimants is
usually interpreted to refer to full-time work.
A great many women workers are denied unemployment insurance protection because their work—for State or local governments or in private households—is not "covered" under most State
unemployment insurance laws (the other large category of work
generally excluded is agriculture). At least for the next few
8 Federal civilians and ex-servicemen receive unemployment benefits in the same amounts
and under the same conditions as if their Federal service had been subject to the State law.
9 See Report of the Committee on Social Insurance and Taxes, President's Commission on
the Status of Women, October 1963; and Report of the Task Force on Social Insurance and
Taxes, Citizens' Advisory Council on the Status of Women, April 1968.
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months, however, such women who lose their jobs will be eligible
for benefits if they meet the usual State criteria with respect to
such matters as wages and length of service. This temporary
Federal program of special unemployment assistance was extended
through 1976 (continued claims payable to March 31, 1977) by a
law approved by the President on June 30, 1975.
97. Federal Employees
Employment policies required of Federal agencies, initially determined by different laws than those governing private employers,
are found primarily in title V of the U.S. Code, Executive orders,
and regulations of the Civil Service Commission (CSC). In recent
years some gains won first for private employees have been made
applicable to public employees.
Detailed information on job rights is available from each Federal agency, the CSC, and organizations of Federal employees.
Only the development of equal employment rights in civilian and
military services and recent actions pertaining to the FLSA and
occupational safety and health are described below.
Equal Opportunity in Federal Employment.—The Civil Service
Act of 1883 permitted women to compete under the merit system,
and the Classification Act of 1923 established uniform salary
ranges. For many years, however, an 1870 law which allowed
agencies to employ females for higher clerkships "at their discretion" led to requests for men only or women only in filling civil
service positions. Following a ruling by the U.S. Attorney General
in 1962 that the law was invalid and an Executive order in 1965
barring discrimination based on race, color, religion, or national
origin by Federal agencies or Federal contractors, a 1967 amendment to the order clearly prohibited sex discrimination in Federal
civil service. That same year the Federal Women's Program was
initiated under the leadership of the Civil Service Commission.
Executive Order 11478, issued August 8, 1969, strengthened
the equal employment opportunity program for Federal employees,
and directed the head of each executive department and agency to
establish and maintain an affirmative action program for all
civilian employees and applicants for employment.
The provisions of the Executive order were given legislative
support in 1972 by an amendment to title VII of the 1964 Civil
Rights Act. Now the CSC not only can issue regulations and
complaint procedures, but also can provide appropriate remedies
such as reinstatement or hiring of employees with or without back
pay. It must approve and monitor agency affirmative action plans
and publish progress reports thereon at least twice a year.
Since 1972 an employee or applicant for Federal employment
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who is not satisfied by the final action or lack of action on a complaint has had the right to file suit against the head of the
appropriate Federal agency.
The Equal Pay Act (see sec. 84) and Labor Department interpretations of it became applicable to Federal employees with
the FLSA amendments of 1974.
Recently several laws that discriminated against female Federal
employees with respect to benefits for their spouses have been
changed. For example, in 1971 the Civil Service Retirement Act
was amended to permit payment of survivor annuities to the
widowers of women employees on the same basis as to the widows
of male employees (previously annuities were payable only to
widowers who were incapable of self-support or who had received
more than half of their support from their deceased wives). The
same year legislation equalized benefits for spouses generally and
specifically extended to female employees serving in foreign areas
the maintenance allowance for spouses and children formerly
provided for the families of men in such posts. The Federal Employee's Compensation Act was amended in 1974 to improve onthe-job death and injury benefits and provide equality of benefits
for the spouses of men and women in the civilian service.
In a decision that could have far-reaching effects, the U.S.
Supreme Court in May 1973 struck down as unconstitutional sex
discrimination certain Federal laws which required a female
member of the uniformed services to demonstrate the dependency
of her spouse for the purposes of obtaining increased quarters
allowances and medical and dental benefits, while the allowances
and benefits were granted to a serviceman without regard to
whether in fact his spouse was dependent upon him. Four of the
eight concurring judges, one short of a majority, held that
..
we can only conclude that classifications based upon sex, like
classifications based upon race, alienage, or national origin, are
inherently suspect, and must therefore be subjected to strict
judicial scrutiny. Applying the analysis mandated by that stricter
standard of review, it is clear that the statutory scheme now before us is constitutionally invalid." Frontiero v. Richardson, 411
U.S. 677.
In another development affecting military service, a 1974 law
established uniform age qualifications for male and female enlistees
(however, education requirements are still different).
By administrative action the armed services opened to women
most military job specialties which had formerly been reserved
for men. Whereas women could enter only 35 percent of the
specialties in late 1971, now they can enter all except those directly
related to combat.
Age discrimination.—The Age Discrimination in Employment
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Act was amended effective May 1, 1974, to include a section
covering Federal employment.
Presidential statements had previously emphasized the need
to assure that older people receive full and fair consideration for
employment and promotions in Federal service. The new section
is specifically applicable to military departments, executive agencies, the United States Postal Service and the Postal Rate Commission, units of the legislative and judicial branches with
positions in the competitive service, and the Library of Congress.
It is not applicable to aliens employed outside the limits of the
United States.
Generally, the Civil Service Commission is charged with enforcement. Reasonable exemptions to the provision are permitted
when the Commission has established a maximum age requirement on the basis of a determination that age is a bona fide
occupational qualification necessary to the performance of the
duties of the position.
Aggrieved persons may file suit in a Federal court 30 days after
making a complaint with the Commission or giving it notice of
intent to file such action.
FLSA.—The 1974 amendments to the FLSA (see sec. 83) extended coverage to Federal employees not covered in 1966. Since
the lowest Federal pay categories were already above the new
FLSA minimum, the major impact of the new coverage has to do
with overtime provisions.
Title V of the U.S. Code and the FLSA require premium pay for
overtime for nonprofessional employees under somewhat different
terms. The congressional committees which handled the legislation
noted, however, that the title V provisions for Federal employees
would remain in effect "to the extent that they are not inconsistent
with the FLSA."
The CSC has stated that, where the two laws conflict, the law
giving the employee the greater benefit prevails. Thus Federal
employees will continue to get a premium rate for hours in excess
of 8 a day, regardless of weekly hours worked. Agencies which
"permit or suffer" employees subject to the FLSA to work more
than 40 hours a week generally must pay time and a half for the
excess hours, without the option of compensatory time off.
As to other areas of possible difference, the committees expressed the intent that the Commission would assure, in its administration, consistency in the meaning, scope, and application
established by the rulings, regulations, interpretations, and opinions of the Secretary of Labor applicable in other sectors.
The U.S. Civil Service Commission is responsible for administration with respect to most Federal employees; the Secretary of
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Labor has administrative authority with respect to employees in
the Library of Congress, Postal Service, Postal Rate Commission,
and the Tennessee Valley Authority. The Secretary may enter
into an agreement providing for the Librarian of Congress to
exercise enforcement powers with respect to Library employees.
Occupational safety and health.—Executive Order 11807, signed
September 28, 1974, tightened on-the-job safety and health protection for Federal employees. It gives the Secretary of Labor responsibility to provide leadership and guidance to the heads of
Federal agencies in carrying out their responsibilities under section 19 of the Occupational Safety and Health Act of 1970. The
Occupational Safety and Health Administration has issued guidelines for the development of job safety and health programs,
periodic inspections, and reporting systems comparable to those
required of private industry. Agency plans are to be developed
after consultation with representatives of employees.
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7
STATE LABOR LAWS OF SPECIAL
INTEREST TO WOMEN
During a century of development, State labor laws of special
interest to women have grown in number and shifted in emphasis.
Today each of the 50 States, the District of Columbia, and Puerto
Rico have laws affecting some aspect of the employment of women.
From the broad field of labor legislation, laws selected for inclusion in this chapter are those which are of special interest to
women because historically or currently they have represented
efforts to overcome exploitation or discrimination facing women.
The principal subjects fall into three categories:
• minimum wage and premium pay for overtime;
• provisions for women only, such as maximum hours, limitations on weightlifting, rest periods, special facilities;
• prohibition of sex discrimination in employment.
In recognition of recent concern about hazards in the workplace,
occupational safety and health legislation also is discussed.
Laws vary from State to State. Historically, State legislatures
sometimes took the lead before Congress, sometimes followed
Federal initiatives.
In the past decade, growing emphasis on equal employment opportunity brought a major reevaluation of laws passed earlier in
the century for women only, and a change in their legal status.
During this period of considerable flux, some trends became evident:
• State minimum wage laws increased in number and many
States that passed such laws initially for women extended coverage to men. Legislatures and wage boards remained active in
increasing minimum rates.
• State equal pay and fair employment practices legislation
advanced rapidly after enactment of the Federal Equal Pay Act
of 1963 and title VII of the Civil Rights Act of 1964.
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• Some of the State "protective" laws, so called because they
protected women from long working hours and strenuous or
hazardous employment, were declared in direct conflict with
Federal laws against sex discrimination because they limited
women's opportunity to earn overtime pay or to win skilled jobs
and promotions. This conflict was essentially resolved in the late
sixties and early seventies by repeals and amendments of State
laws, State and Federal administrative rulings, or court decisions. On the other hand, there has been considerable effort to
extend to men—through legislation or administrative or judicial decision—other protective laws that conferred benefits
only on women.
The data, verified as of July 1, 1975, remain subject to rapid
change. (Special provisions or prohibitions applying only to minors
are not noted in this chapter.)
The latest information on any particular State can be secured
from its labor department, human rights commission, or attorney
general.
98. Minimum Wage
Forty States, the District of Columbia, and Puerto Rico have
minimum wage laws with minimum rates currently in effect. Most
of these laws now apply to both men and women, but those of 3
States apply only to women.
The minimum wage laws are of two basic types: those which
contain a minimum in the law itself (statutory rate) and those
which empower wage boards to set minimum rates by occupation
or industry. Some States combine the two types by enacting a
statutory minimum for most employment and providing wage
boards to set rates for certain occupations or industries. Only the
legislature can change statutory rates, but wage boards may
modify rates or issue wage orders for new occupations or industries after complying with specified administrative procedures.
State minimum rates vary widely—from a low of $1 to a high
of $2.60 an hour. Some States provide for automatic upward
adjustment if the Federal rate is increased.
The Federal minimum wage law9 the Fair Labor
Standards Act (FLSA), was last amended in 1974
(see sec. 83). States may set rates higher than the
Federal rates; but if a State rate is lower than that
set by the FLSA, the Federal rate prevails for all
employees who come under its coverage.
There is considerable variation in coverage of State minimum
wage laws. Only a few States cover farm employment and private
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household work (see below). Some exempt such groups as employers with less than a specified number of workers; nonprofit,
religious, and charitable Institutions; workers in specified occupations; and workers covered by the FLSA. On the other hand,
State minimum wage laws often benefit workers in certain local
trade and small service establishments not covered by the Federal
law.
As of September 1974, State minimum wage laws or orders gave
protection to 5,049,000 nonsupervisory employees not covered by
the minimum wage provisions of the FLSA. Still 4,774,000 nonsupervisory employees were not assured a minimum wage by
either State or Federal law.
Historical Record
The first State minimum wage legislation was a "recommendatory" law in Massachusetts in 1912, which could be enforced by
no more than making investigations and publishing names of offenders in the newspapers. Between 1912 and 1923 minimum wage
laws were enacted in 14 additional States, the District of Columbia,
and Puerto Rico, although two were repealed soon after enactment.
For many years State minimum wage legislation was designed
almost exclusively for the protection of women and minors, and
did much to raise their extremely low pay in manufacturing and
trade and service industries. Most States chose the wage board
method of establishing rates during the early years.
Legislative progress was interrupted by a 1923 decision of the
U.S. Supreme Court declaring the District of Columbia law unconstitutional on the ground that it deprived liberty of contract in
personal employment. Adkins v. Children's Hospital, 261 U.S. 525.
A struggle ensued. Several State laws were declared unconstitutional by State or Federal courts, and others became inoperative
from lack of wage board activity or appropriations. No new minimum wage laws were passed for 10 years.
Then, despite the Supreme Court decision, the depression years
of the 1930,s brought a revival of interest in minimum wage legislation. States sought new formulations to achieve the minimum
wage objective, and these, too, were struck down. The issue was
not resolved until 1937, when the Supreme Court expressly reversed its Adkins decision and upheld the constitutionality of the
minimum wage law in the State of Washington. West Coast Hotel
v. Parrish, 300 U.S. 379.
At this point laws that had been held unconstitutional were reexamined. Some of them were declared valid, while others were
passed in new form. Several States enacted minimum wage legislation for the first time. Of the 29 jurisdictions that had enacted
minimum wage legislation at some time, 22 States, the District of
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Columbia, and Puerto Rico had minimum wage laws in effect in
1938 when Congress enacted the FLSA. The Federal law set a
minimum rate for women and men and required premium pay for
weekly overtime. Of the early State laws, only the short-lived one
in Oklahoma had applied to men as well as women.
During the ensuing decades, many States have passed minimum
wage laws for the first time and others extended and strengthened
their early enactments. Characteristic modifications have been:
Extension of coverage—
to men;
to additional occupations, for example, private household
workers, farm laborers, and employees receiving gratuities;
and
to small establishments.
Establishment of a statutory rate in addition to or instead of
wage board provisions.
Strengthening of enforcement.
Increase of the statutory rate, sometimes exceeding the Federal rate.
Provision for increasing the State minimum rate whenever
the Federal minimum increases, in the same amount and on
the same date.
Revision of wage orders.
Addition of premium pay for overtime.
The status of those State minimum wage laws which
cover women hut not men was altered hy the enactment of title VII of the Civil Rights Act of 1964, a
Federal law which prohibits discrimination in employment on the basis of race9 color9 religion, sex, or
national origin (see sec. 85).
Roster of Minimum Wage Jurisdictions
The jurisdictions with minimum wage laws in effect are:
Alaska
Arkansas
California
Colorado
Connecticut
Delaware
District of Columbia
Georgia
Hawaii
Idaho
Illinois
Indiana
Kentucky
Maine
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Massachusetts
Michigan
Minnesota
Montana
Nebraska
Nevada
New Hampshire
New Jersey
New Mexico
New York
North Carolina
North Dakota
Ohio
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Oklahoma
Oregon
Pennsylvania
Puerto Rico
Rhode Island
South Dakota
Texas
Utah
Vermont
Virginia
Washington
West Virginia
Wisconsin
Wyoming

Kansas and Louisiana have wage board laws, but no minimum
rates have been set. In addition to Arizona, which amended its
law that previously covered women and minors to cover minors
only, 7 States—Alabama, Florida, Iowa, Mississippi, Missouri,
South Carolina, and Tennessee—do not have minimum wage laws.
Type of Law and Employee Covered
Nine States, the District of Columbia, and Puerto Rico have
laws that set a statutory rate and also provide for wage boards
to establish occupation or industry rates. Twenty-six States have
statutory rate laws only. Minimum rates set by wage boards are
in effect in 5 States.
The following lists show the type of law and employee covered:
a. Statutory rate and wage board law for:
Men and Women
Connecticut
District of Columbia
New Hampshire
New Jersey

New York
Ohio
Oregon
Puerto Rico

Rhode Island
Vermont
Washington

b. Statutory rate law only for:
Men and Women
Alaska
Arkansas
Delaware
Georgia
Hawaii
Idaho
Illinois
Indiana
Kentucky

Maine
Maryland
Massachusetts
Michigan
Minnesota
Montana
Nebraska
Nevada
New Mexico

North Carolina
Ohio
Oklahoma
Pennsylvania
South Dakota
Texas
West Virginia
Wyoming

c. Wage board law only for:
Men and Women
California
North Dakota
Women1
Colorado
Utah
Wisconsin

Coverage of Workers in Private Households and in Farm Employment
In recent years workers in private households and in agriculture—workers with little previous coverage—have increasingly
come under coverage of State minimum wage laws.
1

See sees. 85 and 102.
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The Federal Fair Labor Standards Amendments of
1974 increased the number of farm employees covered and made the FLSA applicable for the first time
to private household workers (see sec. 83).
The only States with minimum wage coverage of private household workers in households with one employee are:
California
Maryland
Massachusetts
Minnesota

Montana
Nevada
New Jersey
New York

Ohio
South Dakota
Wisconsin

In Kentucky, households with at least two private household
employees are covered.
Although statutory minimum wage laws in Arkansas, Michigan,
Nebraska, and West Virginia do not exempt private household
workers, mostxhousehold workers in these States are not covered
because of high numerical exemptions. Wage board laws in Colorado, North Dakota, and Utah do not exempt private household
workers, but no wage orders covering them have been issued.
The following jurisdictions have a minimum wage rate applicable to at least some farm employment:
California
Connecticut
Hawaii
Massachusetts
Michigan
Minnesota

Montana
Nevada
New Jersey
New Mexico
New York
Ohio

Puerto Rico
South Dakota
Texas
Wisconsin

99. Premium Pay for Overtime
Twenty-nine States, the District of Columbia, and Puerto Rico
have laws or regulations in effect that provide pay at a premium
rate for overtime. These overtime requirements are usually in
minimum wage statutes or wage orders, but some are in hours
laws.
Most overtime provisions exempt farm employment. Some
States specify other exemptions, such as employers covered by or
"in compliance with" the Federal overtime standard. However, as
in the case of minimum wage, State coverage is sometimes broader
than that of the Federal law.
The Federal requirement for most nonfarm workers
covered by the minimum wage provisions of the
FLSA is 1^2 times an employee9s regular rate after
40 hours a week (see sec. 83).
While New York requires payment of iy% times the employee's
minimum hourly rate after a specified number of weekly hours, the
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other jurisdictions with overtime provisions stipulate 1V2 times
the regular rate after a specified number of daily and/or weekly
hours. Puerto Rico requires up to triple the regular rate in some
circumstances.
The following list of premium pay requirements shows the type
of law and hours after which premium pay is required. Where
hours are shown in a range, variations exist based on occupation
or industry or on emergency conditions. Because of these variations, the agency administering a law should be consulted for
information about specific situations.
Hours Law

Minimum Wage Law

Weekly

Daily
Alaska
Arkansas
California
Colorado
Connecticut
District of Columbia
Hawaii
Kentucky
Maine
Maryland
Massachusetts
Michigan
Minnesota
Montana
Nevada
New Hampshire
New Jersey
New Mexico
New York
North Carolina
North Dakota
Ohio
Oregon
Pennsylvania
Puerto Rico 1
Rhode Island
Vermont
Washington
West Virginia
Wisconsin
Wvomins:

8

40
_

_
8

Daily

_

40 W
40/42 W
40/48
40
40
40
40
40
40
46
48
40

8
8

7th consecutive day W
40/48 W

8

40

40
48
40/44

_

8
„

Weekly

50

48
40
40
40
40/44
40
40
40
46

8

40/48

9
8

48 W
48 W

1 Time and a half the regular rate after 8 hours daily and 40 hours weekly and double time
after 48 hours, except for certain industry wage orders which provide for double time after 8
hours daily and 40 or 44 hours weekly.

W=applicable to women only.

Title VII sex discrimination guidelines—as amended in 1972—
provide that where States require premium pay for overtime for
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women, employers shall make the same benefit available for male
employees. This approach to reconciling the provisions of State
laws conferring a benefit on women only with title VII was accepted by a Federal court in Arkansas in 1970.2 However, it was
rejected by courts or State attorneys general with respect to overtime provisions in hours laws in California,3 Idaho, Texas, and
New Mexico. In New Mexico women lost overtime after 40 hours
weekly, but regained it partially in an enactment for overtime
after 48 hours for men and women.
100.

Equal Pay

Thirty-seven States have laws applicable to private employment
that prohibit discrimination in rate of pay based on sex. An additional 8 States and the District of Columbia and Puerto Rico,
which do not have a separate equal pay law, prohibit pay discrimination based on sex in their fair employment practices or civil
rights law.
The Federal Equal Pay Act was enacted as an amendment to the FLSA in 1963. With recent amendments, it has broad coverage in public and private
employment (see sec. 84).
Historical Record
Public attention was first sharply focused on equal pay for
women during World War I, when large numbers of women were
employed in war industries in the same jobs as men, and the
National War Labor Board enforced the policy of "no wage discrimination against women on the grounds of sex." In 1919, 2
States—Michigan and Montana—enacted equal pay legislation. For
nearly 25 years these were the only States with such laws.
Great progress in the equal pay field was made during World
War II, when again large numbers of women entered the labor
force, many of them in jobs previously held by men. Government
agencies supported the principle of equal pay by establishing
policies and regulatory orders. Employers, unions, organizations,
and the general public pressed for the removal of wage differentials
as a means of furthering the war effort. Ten States passed equal
pay laws during the war or the years immediately following.
Twenty-two States had equal pay laws and 2 others included a
prohibition of sex discrimination in their fair employment practices (FEP) acts by 1963, when Congress passed the Federal Equal
Pay Act. From this point on several States enacted equal pay laws,
2

See sec. 85.

The law is being enforced, pending an appeal. New wage orders extending overtime provisions to men were nullified by a court for procedural reasons.
3
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either separately or as part of a minimum wage law, while others
moved immediately to the broader FEP type of law. Tennessee
and Virginia were the most recent States to enact equal pay laws
(1974).
Equal pay laws are usually enforced by the State labor department or industrial commission; FEP laws, often part of the
broader human rights laws, are usually administered by a human
rights commission.
Roster of Equal Pay States
The States with equal pay laws applicable to most kinds of
private employment are:
Alaska
Arizona
Arkansas
California
Colorado*
Connecticut
Florida*
Georgia*
Hawaii
Idaho*
Illinois*
Indiana*
Kentucky*

Maine
Maryland*
Massachusetts
Michigan*
Minnesota
Missouri
Montana*
Nebraska*
Nevada
New Hampshire
New Jersey*
New York
North Dakota*

Ohio
Oklahoma*
Oregon
Pennsylvania
Rhode Island
South Dakota
Tennessee*
Virginia
Washington
West Virginia
Wyoming

*Law applicable also to public employment. A Massachusetts law has an elective equal pay
provision, applicable to city or town employees who are in the classified civil service. The
Tennessee law is applicable to employees of the State but not of its political subdivisions.

Eight States, the District of Columbia, and Puerto Rico have no
equal pay law but prohibit pay discrimination based on sex in their
fair employment practices law:
Delaware
District of Columbia
Iowa
Kansas

New Mexico
Puerto Rico
South Carolina
Utah

Vermont
Wisconsin

Five States have neither an equal pay law nor an FEP law
covering sex discrimination in private employment:
Alabama
Louisiana

Mississippi
North Carolina

Texas

However, Texas has an equal pay law applicable to public employment.
101. Fair Employment Practices
Forty States, the District of Columbia, and Puerto Rico have
broad FEP laws (or FEP sections in human rights laws) covering
private employment. These vary considerably in coverage, unfair
323
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practices specified, and provisions for conciliation or enforcement.
From early prohibitions against employment based on race, color,
religion, and national origin, the laws have come to include sex,
often age, and, in some recent instances, marital status and physical or mental handicap.
Sex Discrimination
All the broad State FEP laws include a provision on sex discrimination. Prior to 1964 only 2 States—Hawaii and Wisconsin—prohibited sex discrimination in employment, although 25 prohibited
race discrimination.
Title VII of the Federal Civil Rights Act of 1964 is
the major Federal fair employment law; it prohibits
discrimination based on race, coZor, religion9 sex or
national origin and is administered by the Equal
Employment Opportunity Commission (EEOC)
(see sec. 85).
State and local fair employment practices agencies which have
authority to grant or seek relief from discrimination prohibited by
title VII are formally designated as "706" agencies by the EEOC.
In keeping with Section 706 of the Federal law the EEOC, before
assuming responsibility for a charge, gives such an agency opportunity to remedy alleged discrimination by deferring to it for 60
days (120 days for an agency that has been operating for less than
a year).
Further, in making its own determinations, the EEOC is to give
substantial weight to the findings and orders of an approved State
or local agency.
The major jurisdictions with laws which cover sex discrimination in private employment are indicated below (those to whose
enforcement agencies the EEOC defers are shown in capital
letters):
ALASKA
ARIZONA
CALIFORNIA
COLORADO
CONNECTICUT
DELAWARE
DISTRICT OF COLUMBIA
Florida
Hawaii
IDAHO
ILLINOIS
INDIANA
IOWA
KANSAS
KENTUCKY
MAINE
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MARYLAND
MASSACHUSETTS
MICHIGAN
MINNESOTA
MISSOURI
MONTANA
NEBRASKA
NEVADA
NEW HAMPSHIRE
NEW JERSEY
New Mexico
NEW YORK
OHIO
OKLAHOMA
OREGON
PENNSYLVANIA
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Vermont
WASHINGTON
WEST VIRGINIA
WISCONSIN
WYOMING

Puerto Rico
RHODE ISLAND
South Carolina
SOUTH DAKOTA
UTAH

The EEOC also defers to enforcement agencies of the following:
Baltimore (Md.)
Bloomington (Ind.)
Dade County (Pla.)
East Chicago (111.)
Gary (Ind.)

Minneapolis (Minn.)
New York City
Omaha (Nebr.)
Philadelphia (Pa.)
Rockville (Md.)

Seattle (Wash.)
Springfield (Ohio)
Tacoma (Wash.)
Virgin Islands

The States which have no FEP law covering private employment are:
Alabama
Arkansas
Georgia
Louisiana

Mississippi
North Carolina
North Dakota
Tennessee

Texas
Virginia

Laws in at least 2 States—North Carolina and Texas—prohibit
discrimination based on sex in State and/or local government employment only. The South Carolina State Human Affairs Commission is limited to using conciliation and persuasion in the private
sector but has full enforcement authority against discrimination
in public employment. While many of the laws prohibiting sex
discrimination in private employment also protect public employees, some State and local jurisdictions use civil service regulations or special orders of a Governor or mayor to do so.
It is interesting to note that even where both Federal and State
FEP laws are in effect a local ordinance and human relations commission may be very powerful. In a landmark case the U.S.
Supreme Court upheld a city commission's order that a newspaper
stop maintaining separate "help wanted" columns designated
"Jobs—Male Interest" and "Jobs—Female Interest." The Court
denied that the order infringed the First Amendment rights of
the newspaper to free expressions of its views. Pittsburgh Press Co.
v. Pittsburgh Commission on Human Relations, 413 U.S. 376
(1973).
Age Discrimination
Thirty-four States, the District of Columbia, and Puerto Rico
have laws prohibiting age discrimination in private employment.
These laws are of particular concern to women because many
women enter or reenter the labor market—or shift from part-time
employment—after an extended period of major family responsibility. Some are part of the FEP law and are administered by a
human rights commission; others are administered by the commissioner of labor. Age limits for protected persons vary widely.
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The Federal Age Discrimination in Employment
Act9 enacted in 1967 and amended by the Fair Labor
Standards Amendments of 19749 prohibits discrimU
nation in employment against persons 40 to 65
years of age (see sec. 88).
The jurisdictions which prohibit age discrimination in private
employment are listed below (asterisk indicates that age discrimination in public employment is also prohibited):
Alaska*
California*
Colorado
Connecticut*
Delaware*
District of Columbia*
Georgia
Hawaii
Idaho*
Illinois*
Indiana*
Iowa*

Kentucky*
Louisiana
Maine*
Maryland*
Massachusetts *
Michigan*
Montana*
Nebraska*
Nevada*
New Hampshire*
New Jersey*
New Mexico*

New York*
North Dakota
Ohio
Oregon*
Pennsylvania*
Puerto Rico
Rhode Island*
South Carolina*
Utah*
Washington*
West Virginia*
Wisconsin

The following States have no age discrimination laws covering
private employment:
Alabama
Arizona
Arkansas
Florida
Kansas
Minnesota

Mississippi
Missouri
North Carolina
Oklahoma
South Dakota
Tennessee

Texas
Vermont
Virginia
Wyoming

However, 4 of these—Florida, North Carolina, Oklahoma, and
Texas—have laws prohibiting age discrimination in public employment.
102.

Title VII and Labor Laws for

Women

The enactment of title VII, the equal employment opportunity
section of the Federal Civil Rights Act of 1964, influenced the
direction of State legislative activity applicable to women workers
(see sec. 85).
Early in the century as women first entered the work force in
significant numbers, working conditions were very rigorous, wages
were very low, and women had neither the organization nor the
experience to bargain with strength. State labor legislation in this
period emphasized minimum wages, equal pay, and protection
against a harsh working environment. "Protective" standards for
women only were not enacted on the Federal level. State laws
which limited the hours of work or the weight that could be lifted,
though supported by many women's groups, posed problems for
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those women who did not want these restrictions to exclude them
from overtime, nightwork, and certain better paying occupations.
As the workplace changed with automation, and as women had
temporary experience in more skilled jobs during wartime, many
saw that women's low earnings were not entirely the result of unequal pay for comparable work. More often the problem was that
women were permitted entry into only a few traditionally low-paid
job categories.
With the prohibition of sex discrimination in title VII, States'
legislative focus began to shift to equal employment opportunity
for women as well as for minorities. A sometimes painful transition had begun which found some women in situations where they
would have preferred to retain protections while other women
quickly pressed for the new job opportunities opened.
Many women expected that States would extend women's special
benefits to men and overthrow restrictions against nightwork,
weightlifting, or other limits to the jobs in which women could
work. To a degree these expectations have become realities, but
not entirely so.
The various States differed in their response to title VII.
Many rapidly enacted their own fair employment practice laws,
but some provided in those laws for the retention of their women's
labor laws. This, however, created a problem.
Where State and Federal laws are in conflict and the Federal
law does not specify that the State standard will prevail, the Federal prevails. The question as to which State laws conflict with
Federal law is one that must be decided by the courts. However, the
guidelines and interpretations of the agency responsible for administering the Federal law are given great deference by the courts.
In sex discrimination guidelines issued in 1965 and amended in
1969 and 1972, the Equal Employment Opportunity Commission
developed the position that State laws that prohibit or limit the
employment of women discriminate on the basis of sex because
they do not take into account the capacities and preferences of
individual women. The guidelines state that, on the other hand,
where State laws require minimum wage and premium pay only
for women, it is unlawful for an employer to refuse to hire women
in order to avoid payment of such benefits or not to provide the
same for men. Similar provisions apply to State-required rest
periods or meal periods for women or special physical facilities
such as seats; however, if employers can prove that business necessity precludes providing these latter benefits to men, they must
not provide them for either sex.
Courts generally have upheld the EEOC position with respect
to the fact that title VII supersedes the restrictive laws, but have
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differed with each other regarding the requirement to extend
benefits to men (see sec. 85).
While the transition to equal employment opportunity laws and
extension or removal of special laws for women workers is not
yet complete, most States have passed beyond the period of widespread uncertainty and litigation.
Minimum wage laws give the best example of benefits for women
being extended to men. When title VII was enacted in 1964 (26
years after enactment of the Federal FLSA requiring minimum
wage and overtime pay without regard to sex), barely half the
State minimum wage laws—17 out of 32—applied to both men and
women. Amendments or new enactments have resulted in 39 laws
(including those of the District of Columbia and Puerto Rico)
that cover both men and women and only 3 that are restricted to
women. One of the laws that applied only to women has been repealed.
There have been comparable gains for men and women in
premium pay for overtime since enactment of title VII. In 1964
half of the dozen or so jurisdictions which had premium pay
requirements in minimum wage laws or wage orders for one
or more occupations or industries covered women only. Many
State legislatures have amended or enacted such standards to
cover both sexes, and none have repealed them. By 1975 the benefit was provided in 23 States, the District of Columbia, and Puerto
Rico for men and women, and in 2 States for women.
In 2 additional States premium pay in an hours law for women
was lost through administrative or judicial rulings without legislation to replace it. More frequently, however, States that had premium pay for women in an hours law repealed it and put an
overtime provision in a minimum wage law for both sexes. The
new law was sometimes more generous than the old but in one or
two instances provided a lesser benefit. North Carolina, which had
premium pay for men only, amended the law to extend overtime to
women. Of the 7 States with overtime pay in an hours law in 1975,
4 are for women only. One of these was challenged in a Federal
court but was declared not in conflict with title VII.4
While a profile of actions on minimum wage and overtime is
emerging with some clarity, fewer States have taken definitive
action about rest periods; some have extended the benefit, some
removed it.
The acceleration of State legislative action extending these bene4 For differing judicial and administrative rulings on the conflict between nondiscrimination
laws and overtime pay for women in minimum wage and hours laws see sec. 85.

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

328

fits to both sexes may have been stimulated in part by Federal
amendments extending coverage of the minimum wage and overtime provisions of the FLSA in 1966 and 1974, but clearly title
VII was a factor.
Maximum hours laws typify the kind of State statute which was
repealed or overruled after enactment of title VII. To illustrate the
variety and sequence of State actions, the next section includes a
State by State summary of legislative and administrative actions
on maximum hours since the enactment of title VII. While other
types of labor laws for women have not met with as much judicial
and legislative action, and while this Handbook does not treat them
in as great detail, their status is clearly altered and can best be
understood in light of title VII guidelines and court decisions.
Each State labor department can give information on the extent
to which a particular law is in force in that State.
103.

Maximum Hours

Today, no State law setting a maximum daily and/or weekly
work hours limitation for women only 5 remains unchanged.
There is no Federal limitation of general applicability that sets a daily or weekly hours limitation.
The FLSA does require most covered workers to be
paid
times the regular rate for hours worked
beyond 40 a week.
State hours laws for women, which began to be enacted in midnineteenth century, regulated not only maximum hours but in some
cases days of rest, meal and rest periods, and nightwork also.
After Congress and some of the States required premium pay for
overtime, several States relaxed maximum daily and weekly hours
provisions for employers complying with overtime pay requirements.
In 1964, 40 States and the District of Columbia had maximum
daily or weekly hours laws for women only in one or more occupations or industries. Changes since enactment of title VII in 1964
have come through one or more of the following actions:
—Legislatures repealed hours laws or changed the mandatory limit to allow voluntary overtime for women or to
require premium pay for overtime.
5 Maximum hours limitations for men have usually been limited to very hazardous occupations or those affecting public safety (e.g., transportation); however, 7 States—Georgia,
Mississippi, Montana, New Mexico, North Carolina, South Carolina, and Washington—have
hours limitations in effect covering both men and women in one or more other specified occupations or industries, such as a 10-hour limit in textiles.
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—Courts invalidated State hours laws as conflicting with
title VII.
—State attorney general opinions or administrative rulings
invalidated hours laws as conflicting with title VII.
Two States—Illinois and Ohio—still enforce the provisions for
employers of 14 or fewer workers, those not covered by title VII.
The maximum limits in these States are 8 hours daily and 48 hours
weekly.
The table shows these developments chronologically on a State
by State basis.
RECAP OF STATE MAlXIMI JM HOURS:LAWS FOII WOMEN (3NLY
JL964-1!375 (as of Jiiiy i )
LEGISLATIV E
DEVELOPMEI *TS

]No law
1964

State

ALABAMA

X

ALASKA

X

ARIZONA

Repeal

Voluntary
ov<ertirne
(wornen)

Court
case

1970
1973

ARKANSAS
CALIFORNIA

1971

COLORADO

1971

CONNECTICUT

1973

DELAWARE

1965
1970

FLORIDA

X

GEORGIA

X

HAWAII

X

IDAHO

X
1970

ILLINOIS
INDIANA

X

IOWA

X
1974

LOUISIANA

1971

1973
1972
1971

MASSACHUSETTS
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1972

1971

MAINE

MICHIGAN

1970,1973

1969

KANSAS

MARYLAND

1971
1972

DIST. OF COLUMBIA

KENTUCKY

Attorney
general
Law
opinion or ejnforced
administra- i!or 14 or
tive
fewer
decision
einployees

1975
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1970,1971
1969

X

R WOMEN ONLY
RECAP OF STATE M AXIMI JM HOURS LAV7S FOl
1964-:L975 (ais of July 1)—Co ntinuecI
LEGISLATIVE
DEVELOPMENTS

No law
1964

State

Repeal

Voluntary
overtime
(women)

Court
case

1974

MINNESOTA

1969

MISSOURI

1972

MONTANA

1971

NEBRASKA

1969

NEVADA

1975

1971

NEW HAMPSHIRE
1971

NEW JERSEY

1972

NEW YORK

1970

NORTH CAROLINA

1973**
1973

NORTH DAKOTA

1969
X

1972

OHIO
OKLAHOMA

1969

OREGON

1971

PENNSYLVANIA

1971

1969

X

RHODE ISLAND

1974

SOUTH CAROLINA

1972

SOUTH DAKOTA

1973

1970*
1969

TENNESSEE

1972

TEXAS

1971

UTAH

1974***

1973

VERMONT

1970

VIRGINIA

1974

WASHINGTON

1970,1971
X

WISCONSIN
WYOMING

1971

1971*

NEW MEXICO

WEST VIRGINIA

Law
enforced
for 14 or
fewer
employees

1972

MISSISSIPPI

PUERTO RICO

Attorney
general
opinion or
administrative
decision

1970
X

* Administrative rulings st;ated that; the emplo:per may j>ermit biit not require women to
work beyond the maximum limiitation (v<oluntary overtime hour s).
** However, women are no\
ion formerly Japplying to
v subject to a maxi]tnum hours limitat
men only.
***Attorney general ruled v
because of c<mflict with
oluntary overtime amendment invalid
title VII.
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104.

Nightwork

The prohibition or regulation of nightwork by adult women remains in only 4 States—California, Kansas, Rhode Island, and
Utah—and Puerto Rico. Kansas and Puerto Rico prohibit nightwork by adult women in some occupations or industries, whereas
California, Rhode Island, and Utah regulate it. There is no comparable Federal law.
Sex discrimination guidelines issued under title VII of the Civil
Rights Act of 1964 state that laws restricting women's employment
conflict with and are superseded by title VII.
Nightwork provisions have not been rescinded or repealed in 2
other States—Ohio and Pennsylvania—but a court case and a
State attorney general opinion have nullified them. In New Hampshire, the Department of Labor enforces the provision only for
those female employees who desire its protection.
105.

Occupational Limitations

Only Wyoming still prohibits women from working in mines.
There is no comparable Federal prohibition.
In Utah the law was amended to remove the absolute prohibition on women working in mines and instead allow the industrial
commission to prohibit such work only if it finds it to be detrimental to the women's health and safety.
Sex discrimination guidelines issued under title VII of the 1964
Civil Rights Act provide that State laws or administrative regulations which prohibit or limit the employment of women in certain
occupations conflict with and are superseded by title VII.
In 3 States—Ohio, Oklahoma, and Pennsylvania—the prohibition on women working in mines has been nullified by a court case,
opinion by the State attorney general, or administrative decision
since 1964.
Laws and regulations prohibiting employment of women in
establishments serving alcoholic beverages and other limitations
based on occupation or working conditions are also generally no
longer in effect because of conflict with title VII.
106.

Weightlifting

Today, although 4 jurisdictions have laws or regulations "on the
books" limiting the number of pounds to be lifted by women, only
the law in Puerto Rico remains in effect. It prohibits women lifting over 44 pounds and men lifting over 110 pounds.
In addition, a new Consolidated Work Order in Oregon provides
that no employee be required to lift "excessive weights." In Washington, emergency employment standards effective from May 1 to
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August 1, 1975, require that employees recruited for, employed in,
or reassigned to jobs involving the lifting, carrying, pushing, or
pulling of weights in excess of 20 pounds have prior notification
of this element of the job and be instructed in proper lifting
techniques. There is no comparable Federal law or regulation.
Sex discrimination guidelines issued under title VII of the 1964
Civil Rights Act provide that State laws or administrative regulations which prohibit the employment of women in jobs requiring
the lifting or carrying of weights exceeding certain prescribed
limits conflict with and are superseded by title VII. California,
Massachusetts, and Ohio limitations have consequently been overruled by a court case or opinion by the State attorney general.
Though the courts have overruled arbitrary weight limits for
women only, they have not thereby given employers sanction to
require tasks beyond a person's strength. In Bowe v. ColgatePalmolive (416 F. 2d 711, 1969) the U.S. Court of Appeals for the
Seventh Circuit held that an employer had to allow its workers
to demonstrate their ability to perform the weightlifting requirements of certain jobs. Moreover, the EEOC has taken the position
that failure to reallocate job duties which have the effect of disqualifying a disproportionate number of females may be unlawful,
where such a reallocation is feasible.
107.

Meal Periods

Laws or wage orders in effect in 19 States and Puerto Rico
require that meal periods—usually unpaid and varying from 20
minutes to 1 hour in duration—be allowed workers in some or all
industries. There is no comparable Federal law.
Sex discrimination guidelines issued under title VII of the 1964
Civil Rights Act provide that where meal periods are required for
women they shall be provided for men also unless precluded by
business necessity, in which case the employer shall not provide
them for members of either sex.
Meal periods must be allowed both men and women in:
Illinois
Indiana
Kentucky
Massachusetts

Nebraska
Nevada
New Hampshire
New York

North Dakota
Oregon
Puerto Rico
Washington

Meal period provisions apply to women only in:
Arkansas
California
Colorado

Kansas
Louisiana
New Mexico

Rhode Island
Utah

Wisconsin recommends a meal period of at least 30 minutes rea-
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sonably close to the usual meal period time or near the middle of a
shift.
Although coverage of men in some States came about through
extension to them of provisions that previously covered women
only, the provisions of other jurisdictions which applied to women
only were nullified by a court case or an opinion by a State attorney
general or a corporation counsel. Accordingly meal period requirements are no longer generally in effect in the following jurisdictions:
District of Columbia
Maine

108.

Ohio
Pennsylvania

Rest Periods

Laws or wage orders in effect in 10 States require that workers
in one or more occupations or industries be allowed 10 to 15 minute
breaks or rest periods during working hours. There is no comparable Federal law.
Sex discrimination guidelines issued under title VII of the 1964
Civil Rights Act provide that where rest periods are required for
women they shall be provided for men also unless precluded by
business necessity, in which case the employer shall not provide
them for members of either sex.
In the following States rest periods must be allowed both men
and women :
Kentucky
Nevada
North Dakota

Oregon
Washington

In the following States rest period provisions apply to women
only:
Arkansas
California

Colorado
Utah

Wyoming

Although coverage of men in 5 States came about through extension to them of provisions that previously covered women only,
the provisions of other jurisdictions which applied to women only
were nullified by a court case and an opinion by a State attorney
general. Accordingly rest period requirements are no longer generally in effect in the following jurisdictions:
Pennsylvania

Puerto Rico

109. Seats
A number of jurisdictions—through statutes, minimum wage
orders, and other regulations—have established employment standards for women relating to plant facilities such as seats, lunch-
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rooms, dressing rooms, restrooms, and toilet rooms.6 Onlyprovisions requiring seats are included in this summary. There are
no Federal requirements for seats.
Sex discrimination guidelines issued under title VII of the 1964
Civil Rights Act provide that where physical facilities are required for women they shall be provided for men also unless precluded by business necessity, in which case the employer shall not
provide them for members of either sex.
Laws or regulations in effect in 22 States, the District of Columbia, and Puerto Rico require that seats be provided employees.
In the following States seats must be provided for both men
and women:
Florida

Massachusetts

Oregon

In the following jurisdictions they are required only for women:
Alabama
Arkansas
California
District of Columbia
Georgia
Idaho
Louisiana

Missouri *
Montana
New Hampshire
New Jersey
New Mexico
New York
Oklahoma

Puerto Rico
Rhode Island
Texas
Utah
West Virginia
Wisconsin
Wyoming

Although coverage of men in Massachusetts and Oregon came
about through extension to them of provisions that previously
covered women only, the provisions of other jurisdictions which
applied to women only were nullified by a court case or an opinion
by a State attorney general. Accordingly requirements on the
provision of seats are no longer generally in effect in Maine, Ohio,
and Pennsylvania.
110.

Occupational Safety and Health

More than 20 States operate occupational safety and health plans
approved under the provisions of the Federal Occupational Safety
and Health Act of 1970. The Federal Act was created "to assure
so far as possible every working man and woman in the Nation
safe and healthful working conditions and to preserve our human
resources" (see sec. 93).
The history of State legislation for the safety and health of
workers dates back to the tragedies in hazardous industries in the
1800's and the disastrous Triangle Shirtwaist Company fire in
which 146 employees, mostly women, lost their lives in 1911. By
8 Federal requirements for toilet rooms appear in regulations issued by the Occupational
Safety and Health Administration of the U.S. Department of Labor.

* The State attorney general ruled, in keeping with title VII guidelines, that an employer
must provide seats for men as well as women or prove that business necessity precludes such
seats and not provide them for any employee.
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1970 every State had enacted some type of occupational safety or
health safeguards for particular industries, and many went further
to grant general rulemaking authority to the State labor department, board of health, or an independent agency. Prior to 1970
Federal legislation was limited to very few industries except for
companies covered under Federal contract as provided by the
Walsh-Healey Act.
Replacing this patchwork of State and Federal programs, the
Occupational Safety and Health Act of 1970 authorized a Federal
plan which made provision for States at any time to assume responsibility for administration and enforcement of their own
comparable laws. Federal funds are provided for up to 50 percent
of the cost of enforcing approved State plans.
A State plan must be approved by the Secretary of Labor. Approval is forthcoming if the plan includes provision "at least as
effective as" those of the Federal program—provisions such as:
—an effective system for adopting or developing occupational safety and health standards.
—adequate numbers of qualified, trained inspectors to enforce these standards.
—adequate resources for the administration and enforcement of a State plan.
The Occupational Safety and Health Administration (OSHA)
of the U.S. Department of Labor continues discretionary enforcement within a State for at least 3 years after plan approval.
In some instances a State plan maybe approved by the Secretary
when it does not match all Federal provisions if assurances are
given by the State that a program will be developed to full effectiveness within a maximum of 3 years from the date of approval.
Some States have withdrawn their plans before or after approval.
Where no approved State plan is in effect, OSHA administers
the Federal law. States retain the right to establish standards in
areas where OSHA has set none.
The following list, as reported by OSHA's Office of State Plan
Review and Evaluation, shows the status of each plan:
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RI]PORT o:F STATE
PLAN REVIEWV ACTIVITY

§

£

0

1
•a

3
Is
'So

a>
K?
bo

Plans Submitted—
State Notified of
Additional Requirements Necessary
for Approval

1-8

Is

Approvec Plans

&
bO

I'S
ll

So. Carolina1
Oregon 1
Utah 1
Washington
No. Carolina1
California
Minnesota
Maryland
Tennessee1
Iowa
Kentucky1
Alaska
Virgin Islands
Colorado1
Michigan
Vermont 1
Connecticut
Hawaii
Nevada
Indiana
Wyoming
Arizona

(11/30/72)
(12/22/72)
( 1/ 4/73)
( 1/19/73)
( 1/26/73)
( 4/24/73)
( 5/29/73)
( 6/28/73)
( 6/29/73)
( 7/12/73)
( 7/23/73)
( 7/31/73)
( 8/31/73)
( 9/ 7/73)
( 9/25/73)
(10/01/73)
(12/28/73)
(12/28/73)
(12/28/73)
( 2/25/74)
( 4/25/74)
(10/29/74)

X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X

Rhode Island
Guam (RO)
Arkansas
Delaware
Puerto Rico
(RO)
Texas
Missouri
Florida
Dist. of Col.
Alabama
Idaho
W. Virginia
Massachusetts
Oklahoma
Am. Samoa
New Mexico

X
X

TOTAL

22

22

TOTAL

5

X
X

16

60
.3
13

ii
X
X
X
X
X
X
X
X
X
X
X

11

O T H : BR

Plans Withdravm by States
Before
Approval

Formal
Rejection
Proceedingrg
Commence•d

After
Approval

Penn.
Georgia
N. Hamp.
Miss.
Maine

]No. Dakota
Montana
]N. Jersey
]New York
Illinois
iWisconsin

TOTAL 5

6

Ohio
Louisiana
Kansas
Nebraska
South DabDta
Trust Territories

Virginia 2

6
led in Federal Register,

1

States with "op>erational agreem

3

Rejection proceceding being held
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ents" publisl

L in abeyanc

Ill.

Decisions Ahead

This chapter has summarized State labor laws of special interest
to women, noting the increasing emphasis on equal employment
opportunity for women (and men) and the altered status of laws
"for women only" since the enactment of title VII of the Federal
Civil Rights Act of 1964. While many States have acted to extend
minimum wage and-overtime to men, and many have repealed or
ceased enforcing restrictions superseded by title VII, some of the
problems that gave rise to "protective laws" remain unresolved.
For example, some employees of both sexes still find that long
hours and arbitrary scheduling make it difficult to impossible for
them to meet the dual obligations they have with work and family
or other personal responsibilities. Bills to make overtime voluntary
for both men and women employees except in specified emergency
situations have been introduced in a few States, but not enacted
except for one that applies to handicapped employees and those 66
years of age and over. Voluntary overtime, flexible work schedules, and removal of barriers for part-time employment are all
subjects of collective bargaining and proposed legislation. At
least three States have granted an industrial welfare commission
authority to regulate hours of employees.
Modern technology has removed some hazards from the workplace and added others. For example automation and redesign of
jobs have greatly lessened lifting demands of many jobs. Any new
weightlifting legislation is cast in very general terms as State
agencies seek implementation that takes into account the capability
of individual employees. Additional hazards have arisen from the
increased use of radiation and toxic substances in industry, research, and in hospitals.
State and Federal initiatives will interplay on determining labor
standards in the future as in the past. Problems addressed decades
ago require new approaches in the seventies and give opportunity
for State legislatures to take leadership in assuring healthful and
productive working conditions for women and men.
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CHAR!1 OF SI2LECTEI)STATE LAWS I lFFECr. HNG W()MEN I NPRFVrATE INDUSTR"Y1

STATE

SEX
AGE
DISCRIM- DISCRIMINATION
MINI- PREMIUM PAY EQUAL INATION
IN EMIN EMMUM
2
PLOYPLOYWAGE, FOR OVERTIME PAY
MENT
MENT
PROHIB- PROHIBITED
ITED

MEAL
PERIOD

REST
PERIOD

X

8-40X

Arizona
Arkansas
California

X
X

Colorado

w

Connecticut

X

Delaware

X

Dist. of Columbia

X

X

X

X

X

w

X

X

X

W4

40/42W

X

X

X

W

40/48X

X

X

X

8-40/48

(W 4 )

40X
X

X

X

X

X

40X

X

X

X

X

X

X

Illinois

X

X

X

X

X

Indiana

X

X

X

X

X

X

X

Maine

X

o
X

X
40X

X

40X

X

X
X

X

X

X

X

40X

X

X

X

X

40X

X

X

X

Michigan

X

46X

X

X

X

Minnesota

X

48X

X

X

X
X

Nevada

X

40X
8-40X

(W)
X

X

X
X

New Mexico

X

48X

X

X

V X
X

40X

X

40X

Ohio
Oregon
Pennsylvania

X

Puerto Rico

X

Rhode Island

X

40X

X

Tennessee
Texas

X

X

w
X

X

X

X

Utah

w
X

Virginia

X

Michigan
Mississippi

(W)

Missouri

WD

X

Montana

w
w
w
w

Nevada
(W)10

(W)10

New Hampshire
New Jersey

X

New Mexico
WM

New York

X

(W)

North Dakota

X
X

X

X

X

X

X

X

X

X

W 14

W14

W 14

X

(W)

X
X

X

X

X

X

X

X

w

(W)

(W)

w

w
w

(W)

(W)

(W)

W 13

(W)

X
(W)14

W14

w

w

X

Ohio
Oklahoma
Oregon
Pennsylvania

W16
X

W 17

Puerto Rico
Rhode Island
South Carolina

X

South Dakota

X

9-40 (W)
40X

North Carolina

X

X

Vermont

X

w

w

w
w

Tennessee

(W)
(W)
W 17

Texas

w

Utah

X

Vermont

X

Virginia

Washington

X

40X

X

X

X

West Virginia

X

46X

X

X

X

X

X

w

9-48W

Wyoming

X

8-48W

X

X

United States

X

40X

X

X

Wisconsin

X

X

X

X

(8)

Nebraska

X

South Carolina
South Dakota

Massachusetts

X

8-40/48X M
40X

(W)

X

w°
w

X

X

Oklahoma

Kentucky

Maryland

X
X

48X

Kansas

(W)

X
X

X

Iowa

w

X

X

X

North Dakota

Illinois
Indiana

X

X

X

Hawaii
Idaho

Maine

X

X

Georgia

Louisiana

X

8X

50X

X

(W)

X

40X
40/44X

Dist. of Columbia
Florida

(W)

X

X
X

Delaware
(W)

(W)

X

X

X

Connecticut

(W)

X

New Hampshire

North Carolina

California
Colorado

Minnesota

New Jersey
New York

(W)

w

X

u

Arkansas
W4

(W)

Mississippi
Montana

(W)

w
w

Massachusetts

Nebraska

(W)

W4

w

X

Maryland

Missouri

w

w

X

8-48W 6

<T)

Arizona

X

X

Iowa

Alabama

w

X

X

X

w
w4
w

(W)

X

Kentucky

mines

STATE

In jobs
lifting
heavy
weights

(5)

Hawaii

Louisiana

y

•

Alaska

Idaho

Kansas

Before
and
after
childbirth

X

X

8-48W 3

Florida
Georgia

At
night

w

Alabama
Alaska

MAXIMUM
HOURS

SEATS
REQUIRED

EMPLOYMENT
REGULATED OR
PROHIBITED

X 19

X 19

w

w
w
w

X 10

n

Washington
West Virginia

(W)

w

X

Wisconsin
Wyoming
United States

X indicates that the law applies to both men and women.
W indicates that the law applies to women only.
(W) indicates that a court, State attorney general opinion, or administrative ruling has held law to be in conflict with title VII of the Civil Rights Act of 1964.
These laws vary greatly in occupations and industries to which they apply and in the extent to which enforcement machinery is provided. While minimum wage and antidiscrimination
laws in most States have broad coverage, other laws often apply to specified occupations or industries. Details of coverage available from State agencies.
I

a The equal pay column lists only separate equal pay laws, not equal pay requirements contained in a broader civil rights law. The sex discrimination column lists States having a broad
civil rights law which includes sex as one of the prohibited bases of discrimination in employment. The age discrimination column lists any State prohibiting age discrimination in either a
separate law or as part of a broader civil rights law.
3

A Federal Circuit Court has ruled that men must also be paid for overtime in order to comply with title VII of the Civil Rights Act of 1964.

The Division of Industrial Welfare is presently operating according to 1968 wage orders (except for their minimum wage provisions) applying to women only; new hours and working
conditions orders applying to both men and women were promulgated early in 1974, but were stayed by a court order. The minimum wage order promulgated in 1974 is not affected by the
court order.
4

5 Persons over 66 years of age, handicapped workers, and disabled veterans may not be employed more than 9 hours a day or 48 hours a week without their consent; the latter two categories require medical certification.
9

The State Supreme Court found this law impliedly repealed by enactment of the Idaho Fair Employment Practices Act, the Idaho Civil Rights Law, and the Idaho equal pay law.

7

The law provides for wage orders for women, but no minimum wage order is in effect.

8 In 1942 Michigan adopted weightlifting standards for women, but they were never incorporated into law. The State's penal code, however, provides that no female shall be given any
task disproportionate to her strength.
9 The State attorney general ruled that an employer must provide seats for men as well as women or prove that business necessity precludes providing such seats and not provide them for '
any employee.
10

The Department of Labor enforces the law only for those female employees who do not wish to work hours in excess of maximum hours.

II

The law permits waiver of payment up to 54 hours per week by written agreement between employer and employee.

12

Employment within first month after childbirth permitted upon written request by employee and written opinion of qualified physician.

13

The Department of Labor says the law is not enforced since there are no more underground mines in the State.

14

A State attorney general opinion states that the 1913 Women's Labor Law is impliedly repealed because it conflicts with a later State Human Relations Act.

35

A 1974 attorney general opinion states the law is superseded by equal rights provisions of the State constitution.

Time and a half the regular rate after 8 hours daily and 40 hours weekly and double time after 48 hours, except for certain industry wage orders which provide for double time after 8
hours daily and 40 or 44 hours weekly. For women, triple the regular rate after 12 hours daily and 72 hours weekly if not covered by FLSA, or after 60 hours weekly if covered by FLSA.
M

17

Transportation must be assured. In Utah, facilities for securing hot food or drink or heating food or drink must also be assured.

18

The law no longer stipulates maximum hours, but it does stipulate that overtime be voluntary.

™ Standard conditions of labor for women, including provisions on meal periods, rest periods, seats, nightwork, maternity, and lifting, contained in Industrial Welfare Committee orders,
are still "on the books" but are not enforced. A 1973 law gave the committee the authority to prescribe rules and regulations fixing standards, conditions, and hours of labor of employees
(men and women); effective May 1, 1975, the committee adopted standards on meal periods, rest periods, and weightlifting on a 90-day emergency basis, and they will hold a public hearing
later in the year to propose their permanent adoption. There is also a law which limits the working hours of male and female household workers to 60 a week.
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MATERNITY STANDARDS
Social and economic developments in recent decades have caused
pressure for reconsideration of traditional treatment of pregnant
workers. For example, there was a dramatic shift in expert medical
opinion with regard to continued normal activity of women in the
later stage of pregnancy. And with the growing dependence of
families on dual paychecks and the determination of many couples
to restrict the number of children, there was increased reluctance
on the part of women workers to accept long-term retirement from
the labor force as soon as their first child was expected.
Controversy on this issue continues in labor-management negotiations, legislative debates, and the courts. Meanwhile there have
been significant changes in laws and practices, as well as attention
on occupational environments newly suspected of being hazardous
for workers and their unborn children.
Over the last few years, there has been a definite shift away
from penalizing women workers who become pregnant, and toward
protecting the job rights of such women and giving them the option
of deciding when to leave the job temporarily.
112. Changes in State Laws Banning Pregnant Workers
and/or Denying Them Benefits
Restrictions on Employment of Pregnant and Postpregnant
Workers
One of the ways pregnant women workers have been penalized
was forcing them off the job at a certain point before the anticipated date of childbirth and/or forbidding return to work for a
specified period following termination of pregnancy. As of January
1, 1969, six States had prohibitions against the employment of
pregnant and immediately postpregnant women; Puerto Rico also
had provisions in this area. Today, only the Puerto Rico provisions
remain intact and they are not restrictive.
In 1970, even before such restrictions were formally listed as
one of the types of "protective" labor laws that were discriminatory and contrary to title VII of the Federal Civil Rights Act (see
339
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sec. 85), Vermont took action and repealed its ban on employment
2 weeks before and 4 weeks after childbirth.
Connecticut repealed its 4-weeks-before-and-4-weeks-after ban in
1972, and Massachusetts followed suit in 1974 (in the latter case
the ban had not been enforced for some time pursuant to a State
attorney general decision).
In 1973 New York amended its law prohibiting employment 4
weeks after childbirth to permit earlier return upon approval of a
physician. Also in 1973 the attorney general of Missouri ruled that
the State law which made it illegal to employ a woman within 3
weeks before or 3 weeks after childbirth was invalid as being in
conflict with the ban on sex discrimination under Federal law, and
that employers need no longer comply with the State restriction.
In Washington State, where prohibitions against employment of
women 4 months before and 4 or 6 weeks after childbirth (with
some variation permitted upon an employer's request and with a
doctor's certificate) were set forth in minimum wage orders for
some occupations or industries that covered women and minors
only, the legislature amended the female and child labor laws in
September 1973 to apply to all "persons" in employment and
eliminate distinctions between the sexes. Enforcement of the
prohibitions has ceased.
The Puerto Rico provisions state that pregnant women employed in offices, commercial and industrial establishments, and
public utilities are entitled to a rest which includes a period commencing 4 weeks before and ending 4 weeks after childbirth. During that period the women are to be paid one-half of their regular
pay, and their jobs must be held for them. To claim these benefits,
a woman worker in one of the named establishments must present
a medical certification that her state of pregnancy requires the
rest. Such certificates are procurable at any public medical facility,
without cost. The postnatal rest period may be extended up to 12
additional weeks if a worker suffers a disability attributable to
the birth. Discharging a pregnant worker without just cause and
refusal to reinstate a worker after childbirth are punishable by
fine or award of damages.
Temporary Disability Insurance
Only five States and Puerto Rico have temporary disability insurance laws to provide income when people are unable to work
because of disabilities not related to accident or illness from the
job.
The Hawaii statute, which denied benefits during pregnancy
except when complications resulted in total disability, was amended
in May 1973 to grant benefits to any individual in current employment who suffers disability resulting from pregnancy or termination of pregnancy. In California a court decision in May 1973 ruled
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that the State's restriction of benefits for disability caused by or
in connection with pregnancy to a period beginning with the 29th
day after termination of pregnancy was unconstitutional. The
legislature then changed its law, to limit benefit payments to claimants disabled because of abnormal and involuntary complications of
pregnancy certified to by a doctor.1
New Jersey, which originally excluded disabilities related to
pregnancy, amended its law several years ago to provide that pregnancy may be deemed a sickness during the 4 weeks immediately
preceding the expected birth and the 4 weeks immediately following termination of pregnancy (the period during which unemployment benefits may not be paid).
In both New York and Puerto Rico benefits are payable only for
disability which occurs after a woman has worked in covered employment for at least 2 consecutive weeks following the termination
of pregnancy. Rhode Island provides a lump sum payment up to
$250 upon childbirth.
Unemployment Compensation
Pregnant workers have commonly been subject to special disqualification provisions in State unemployment compensation laws.
These provisions were in addition to the usual penalties for
"voluntary quits" and the universal disqualification of any claimant who is not able to and available for work. For the most part
the penalty set for a pregnant worker who has been laid off was
the same as if she had quit voluntarily. Thus, a women who is
caught in a plant shutdown in, say, the first month of pregnancy
might be denied benefits not only for the 8 months before childbirth but also thereafter until she has found another job and
worked a stated period before being laid off again. During much
of that time her former coworkers might be drawing benefits to
which, absent the special disqualification, she would be entitled except in the few weeks of actual inability to work.
As of April 1968, 37 States and the District of Columbia had
special disqualifications for pregnancy in their unemployment compensation laws. By the end of June 1975, court decisions, statutory
changes, and attorney general decisions had reduced the count of
such jurisdictions to 19—Alabama, Arkansas, Colorado, Delaware,
District of Columbia, Indiana, Kansas, Maryland, Minnesota, Montana, Nevada, New Jersey, Ohio, Oregon, Rhode Island, Tennessee,
Texas, Utah, and West Virginia.
In several of the jurisdictions that still have some kind of special
disqualification because of pregnancy, the provision is considerably
1

See sec. 116 regarding suit involving current provisions.
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less repressive than formerly. For example, the Maryland disqualification, which used to be a flat 4 months before and 2 months after
childbirth, is now only for any time the claimant is physically
unable to work. And in Oregon pregnancy is mentioned as one of
the disabilities which may cause claimants to be presumed unable
to work until the administrator determines otherwise—in contrast
to the former flat disqualification from the week of leaving until 6
weeks after childbirth. Indiana's law, while still disqualifying
women who leave work voluntarily because of pregnancy, no longer
deems all pregnant claimants unavailable for work.
113. Federal Guidelines
Three Federal agencies have issued or proposed issuing guidelines on treatment of pregnant employees or applicants for employment. In addition, the Citizens' Advisory Council on the Status of
Women (a group appointed by the President) adopted the following statement of principle on job-related maternity benefits on
October 29,1970:
Childbirth and complications of pregnancy are, for all jobrelated purposes, temporary disabilities and should be treated
as such under any health insurance, temporary disability insurance, or sick leave plan of an employer, union, or fraternal
society. Any policies or practices of an employer or union, written or unwritten, applied to instances of temporary disability
other than pregnancy should be applied to incapacity due to
pregnancy or childbirth, including policies or practices relating
to leave of absence, restoration or recall to duty, and seniority.
No additional or different benefits or restrictions should be applied to disability because of pregnancy or childbirth, and no
pregnant woman employee should be in a better position in relation to job-related practices or benefits than an employee similarly situated suffering from other disability.2

Equal Employment Opportunity Commission 3
Sex discrimination guidelines under title VII, first issued in
December 1965, have been revised several times as policy positions
on various points firmed. The current guidelines, issued April 5,
1972, EEOC's first to deal with childbirth, are as follows (Title
29, Chapter XIV, Part 1604 of the Code of Federal Regulations):
§ 1604.10 Employment policies relating to pregnancy and
childbirth.
(a) A written or unwritten employment policy or practice which
excludes from employment applicants or employees because of
pregnancy is in prima facie violation of title VII.
2
3

See pages 4 and 20 of the Council's report, "Women in 1970."
See sec. 85 for a discussion of title VII.
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(b) Disabilities caused or contributed to by pregnancy, miscarriage, abortion, childbirth, and recovery therefrom are, for
all job-related purposes, temporary disabilities and should be
treated as such under any health or temporary disability insurance or sick leave plan available in connection with employment.
Written and unwritten employment policies and practices involving matters such as the commencement and duration of leave,
the availability of extensions, the accrual of seniority and other
benefits and privileges, reinstatement, and payment under any
health or temporary disability insurance or sick leave plan,
formal or informal, shall be applied to disability due to pregnancy or childbirth on the same terms and conditions as they are
applied to other temporary disabilities.
(c) Where the termination of an employee who is temporarily
disabled is caused by an employment policy under which insufficient or no leave is available, such a termination violates the
Act if it has a disparate impact on employees of one sex and is
not justified by business necessity.

Office of Federal Contract Compliance,4 U.S. Department of
Labor
Guidelines on sex discrimination by Federal contractors, effective June 9, 1970, include the following (Title 41, Chapter 60, Part
60-20 of the Code of Federal Regulations) :
§ 60-20.3

Job Policies and Practices

(g) Women shall not be penalized in their conditions of employment because they require time away from work on account of
childbearing. When, under the employer's leave policy the female
employee would qualify for leave, then childbearing must be
considered by the employer to be a justification for leave of absence for female employees for a reasonable period of time. For
example, if the female employee meets the equally applied minimum length of service requirements for leave time, she must be
granted a reasonable leave on account of childbearing. The conditions applicable to her leave (other than the length thereof)
and to her return to employment shall be in accordance with the
employer's leave policy.
If the employer has no leave policy, childbearing must be considered by the employer to be a justification for a leave of absence for a reasonable period of time. Following childbirth, and
upon signifying her intent to return within a reasonable time,
such female employee shall be reinstated to her original job or to
a position of like status and pay, without loss of service credits.

On December 27, 1978, the OFCC published proposed revisions
of its guidelines that would make the childbirth sections like those
of the EEOC, except that the first paragraph would read "Women
shall not be rejected for employment, suspended from employment,
or required to take leave involuntarily solely on account of the
condition of pregnancy," and the words "Medically verifiable"
4

See sec. 86.
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would be used to open the second paragraph. As of July 1, 1975,
no final action had been taken on the proposed changes.
Department of Healthy Education, and Welfare
On October 1, 1972, the Office for Civil Rights of the Department
of Health, Education, and Welfare issued additional guidelines
under Executive Order 11246, to show the applicability of the
Executive order to higher education. These guidelines address not
only policies relating to pregnancy and childbirth but also personal
leave for child care; as follows:
Leave Policies

A university contractor must not discriminate against employees
in its leave policies including paid and unpaid leave for educational or professional purposes, sick leave, annual leave, temporary disability, and leave for purposes of personal necessity,
(emphasis supplied)
Employment Policies Relating to Pregnancy and Childbirth

B. Mandatory period of leave: Any policy requiring a mandatory
leave of absence violates the Executive Order unless it is based
on individual medical or job characteristics. In Such cases the
employer must clearly demonstrate an overriding need based on
medical safety or "business necessity," i.e., that the successful
performance of the position or job in question requires the leave.
For example, service in a radiation laboratory may constitute a
demonstrable hazard to the expectant mother or her child. A
mandatory period of leave should not, however, be stipulated by
the university; the length of leave, whether mandatory or voluntary, should be based on a bona fide medical need related to
pregnancy or childbirth.
E. Child care leave: If employees are generally granted leave
for personal reasons, such as for a year or more, leave for purposes relating to child care should be considered grounds for
such leave, and should be available to men and women on an
equal basis. A faculty member should not be required to have
such leave counted toward the completion of a term as a probationary member, unless personal leave for other reasons is so
considered. Nor should such leave time be subtracted from a
stated term of appointment, or serve as a basis for nonrenewal
of a contract.

The June 1975 regulations for carrying out the provisions of
title IX of the Education Amendments of 1972 (see sec. 92) include the following (Title 45, Subtitle A, Part 86 of the Code of
Federal Regulations):
§ 86.57 Marital or Parental Status.
(b) Pregnancy. A recipient shall not discriminate against or
exclude from employment any employee or applicant for employment on the basis of pregnancy, childbirth, false pregnancy,
termination of pregnancy, or recovery therefrom.
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(c) Pregnancy as a temporary disability. A recipient shall treat
pregnancy, childbirth, false pregnancy, termination of pregnancy, and recovery therefrom and any temporary disability
resulting therefrom as any other temporary disability for all
job related purposes, including commencement, duration and extensions of leave, payment of disability income, accrual of
seniority and any other benefit or service, and reinstatement,
and under any fringe benefit offered to employees by virtue of
employment.
(d) Pregnancy leave. In the case of a recipient which does not
maintain a leave policy for its employees, or in the case of an
employee with insufficient leave or accrued employment time to
qualify for leave under such a policy, a recipient shall treat
pregnancy, childbirth, false pregnancy, termination of pregnancy
and recovery therefrom as a justification for a leave of absence
without pay for a reasonable period of time, at the conclusion
of which the employee shall be reinstated to the status which she
held when the leave began or to a comparable position, without
decrease in rate of compensation or loss of promotional opportunities, or any other right or privilege of employment.

114. Policy Positions of State Fair Employment Practices
Agencies
Several of the agencies that administer State human rights,/
civil rights/fair employment practices laws have issued formal
statements of their policy position on sex discrimination, and most
of these statements address the matter of childbirth leave.
Possibly the most striking example of changing attitudes toward pregnant workers is the fact that in Washington—a State
which, as noted above, for years prohibited women's employment
before and after childbirth—the Human Relations Commission
has promulgated the following as a part of the State administrative
code:
Pregnancy is an expectable incident in the life of a woman.
Many women of childbearing age depend on their jobs for economic support. Practices such as terminating pregnant women,
refusing to grant leave or accrued sick pay for disabilities relating to pregnancy, or refusing to hire women for responsible
jobs because they may become pregnant, impair the opportunity
of women to obtain employment and to advance in employment
on the same basis as men. Such practices discriminate against
women because of their sex.

The Commission declares that refusal to hire a pregnant woman
must be justified and offers as an acceptable reason a training
program that cannot accommodate absence of a new employee
within the next 2 months because of childbirth. If an employee
takes a leave of absence only for the actual period of disability
relating to pregnancy or childbirth, the employer must reinstate
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her or give her a similar job of at least the same pay. Refusal to
do so must be justified. Benefits or privileges available for other
temporary disabilities must be available also for disabilities resulting from pregnancy or childbirth.
The Civil Rights Commission of Michigan formally adopted the
entire sex discrimination guidelines issued under title VII of the
Federal Civil Rights Act (see sec. 113) as policy to be followed
under the State law. Other States that pattern childbirth leave
policies after the EEOC's are Colorado, Iowa, Kansas, Maryland,
and Wisconsin.
There is considerable variation among the other States with
respect to childbirth leave policies. For example, the Illinois Fair
Employment Practices Commission states that refusal of an employer to grant reasonable leaves to female employees during pregnancy, childbirth and convalescence constitutes discrimination
contrary to State law. "[E]ven if an employer grants maternity
leaves, a uniform rule which requires every woman to stop work
upon reaching a certain month of pregnancy is too rigid . . .
[T]he point at which a pregnant woman should commence her
leave . . . should be based upon a medical evaluation of the individual in relation to her job, which evaluation should include the
opinion of the employee's attending physican."
Regulations adopted by the Massachusetts Commission Against
Discrimination under authority of the State fair employment practices law and a special maternity statute (see sec. 115) require
employers in general to treat childbirth disability as other temporary disabilities are treated. However, regardless of marital status,
females who meet the probationary period and notice requirements
are entitled to an 8-week maternity leave and reinstatement without loss of employment benefits.
Minnesota Department of Human Rights sex discrimination
guidelines require employers to grant up to 6 months maternity
leave of absence whether or not leave of absence is granted for
illness. Upon signifying her intent to return within the leave
period, a female employee is entitled to reinstatement without loss
of seniority. All maternity leave benefits apply to both married
and unmarried employees.
In a series of statements in answer to some civil rights questions
frequently posed by employers in connection with preemployment
inquiries, the New Jersey Division of Civil Rights states that pregnant women employees are entitled to maternity leave where leaves
are permitted for illness, military service, study, or any other
reason. Employers may limit the length of maternity leaves to that
which is granted for other disabilities. "To the extent possible, the
woman should get her same job back or at least an equal job without loss of seniority."
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A statement issued by the New York Division of Human Rights
incorporates the basic portions of EEOC's childbirth policy, but
also includes the following:
It is an unlawful discriminatory practice for an employer to
establish an arbitrary point in pregnancy for commencement of
maternity leave or to establish an arbitrary minimum period of
time for duration of such leave. The employee must be permitted
to continue working as long as she is physically able to perform
the duties of her position and must be permitted to return to
work as soon after confinement as she is physically able to resume performance of her duties.

Guidelines issued by the Oregon Bureau of Labor in June 1971
generally follow those of OFCC (see sec. 113) in requiring employers to grant maternity leave for a "reasonable period of time."
The stated prime objective in considering the validity of maternity
leave practices is to insure to working women continuity of employment without loss of benefits. And "Factors demonstrably
necessary to job performance, health, safety, and the employer's
reasonable need for orderly operation of business should be considered from the perspective of that prime objective." Furthermore:
Because there are factors of infinite variety which might affect
a reasonable policy, it is not possible to establish any arbitrary
standards for when a maternity leave should begin or end. Under normal circumstances the employee cannot be required to
cease work prior to the day she desires unless demonstrable evidence of factors adversely affecting health can be shown.

In Pennsylvania sex discrimination guidelines last amended in
December 1971 generally follow the OFCC wording about childbirth leave. They also, however, state:
The conditions applicable to childbirth leave and to return to
employment may be in accordance with the employer's regular
leave policy, provided that the female employee shall be entitled
to receive any accumulated sick, disability, and vacation benefits
accrued by her at the time of the leave. She shall not be required
to leave at the expiration of any arbitrary time period during
pregnancy and may continue to work as long as she is capable
of performing the duties of her job.

In Washington, in addition to comprehensive guidelines on maternity quoted above in part, the Human Rights Commission has
adopted preemployment inquiry guidelines that declare that all
questions as to pregnancy and medical history concerning pregnancy and related matters are unfair practices.
115. State Laws Requiring Maternity Leave
At least three States have gone beyond "guidelines" and have
enacted laws protecting job rights of pregnant workers.
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Massachusetts amended its general laws in 1972 to provide that
employers, as defined in the State fair employment practices act,
must give reemployment rights without loss of service credits and
benefits to female employees who meet length of service and notice
requirements and who have been absent for no more than 8
weeks for the purpose of giving birth (Ch. 790, Acts 1972, approved July 19, 1972). The law gives the employer discretion on
whether the maternity leave is to be with or without pay. Moreover, the employer need not provide for the cost of any benefits,
plans, or programs during the period of maternity leave unless the
employer so provides for all employees on leave of absence. If
other persons of equal seniority have been laid off because of economic conditions or other changes in operating conditions, the
employer is not required to restore a returning employee to her
original position or a similar one; however, she must be given
preferential consideration for another position to which she was
entitled as of the date of her leave. Refusal to reinstate female
employees following a maternity leave as specified or otherwise
failing to comply is deemed unlawful under the fair employment
practices law.
In Connecticut the Fair Employment Practices Act was amended
effective October 1, 1973 (P.A. 73-647, L. 1973, approved June 20,
1973), to state:
§ 31-126. Unfair employment practices. It shall be an unfair
employment practice . . . (g) for an employer, by himself or
his agent, (i) to terminate a woman's employment because of her
pregnancy or (ii) to refuse to grant to said employee a reasonable leave of absence for disability resulting from such pregnancy or (iii) to deny to said employee, who is disabled as a
result of pregnancy, any compensation to which she is entitled
as a result of the accumulation of disability or leave benefits
accrued pursuant to plans maintained by said employer. Upon
signifying her intent to return, such employee shall be reinstated to her original job or to an equivalent position with
equivalent pay and accumulated seniority, retirement, fringe
benefits and other service credits unless, in the case of a private
employer, the employer's circumstances have so changed as to
make it impossible or unreasonable to do so.

In Montana a law applicable to public and private employers
and effective July 1, 1975 (Gh. 320, Laws 1975, approved April 8,
1975), reads in part:
(1) It shall be unlawful for an employer or his agent, (a) to
terminate a woman's employment because of her pregnancy, or
(b) to refuse to grant to the employee a reasonable leave of
absence for such pregnancy, or (c) to deny to the employee, who
is disabled as a result of pregnancy, any compensation to which
she is entitled as a result of the accumulation of disability or
leave benefits accrued pursuant to plans maintained by her employer; provided that the employer may require disability as a
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result of pregnancy to be verified by medical certification that the
employee is not able to perform her employment duties, or (d) to
retaliate against any employee who files a complaint with the
commissioner under the provisions of this act, or (e) to require
that an employee take a mandatory maternity leave for an unreasonable length of time.

Reinstatement provisions in this law are very similar to those in
Connecticut's.
116. Litigation5
A number of court cases have been generated in recent years on
the matter of rights of workers during pregnancy and immediately
thereafter. The issue has been considered by several State human
rights agencies, as well as by State and Federal courts at various
levels. Many court suits were brought by teachers, with the assistance of the DuShane Emergency Fund of the National Education
Association. Other employee organizations and women's groups
have also supported litigation.
In January 1974 the U.S. Supreme Court ruled that requiring
public school teachers to leave work 4 or 5 months in advance of
childbirth violates the due process clause of the 14th Amendment
because it unduly penalizes a female teacher for deciding to bear a
child. Cleveland Board of Education v. LaFleur, Cohen v. Chesterfield County School Board, 414 U.S. 632 (1974) . The Court held
a restriction on return to the classroom until the beginning of the
next regular semester after the child was 3 months old also to be a
denial of due process.
The Court rejected the school boards' argument that the requirements were based on concern for the teacher and her unborn child
and on the need for maintaining continuity of classroom instruction. In a footnote, however, it left open the possibility that it
might allow a termination of employment "at some firm date during the last few weeks of pregnancy."
Another footnote explained that the teachers involved in the
cases (in which appellate courts had reached conflicting conclusions) were placed on maternity leave before title VII of the 1964
Federal Civil Rights Act was extended to State agencies and educational institutions and before sex discrimination guidelines
issued under the law were amended to provide that "a mandatory
leave or termination policy for pregnant women presumptively
violated title VII." However, "while the statutory amendments
and the administrative regulations are of course inapplicable to
5 Among the discussions on this subject are: "Childbirth and Childrearing Leave: JobRelated Benefits," New York Law Forum, Vol. 17, No. 2, 1971, "Love's Labors Lost: New
Conceptions of Maternity Leaves," Harvard Civil Rights/Civil Liberties Law Review, January
1972; and "Women and Pregnancy Under the Fourteenth Amendment," Cornell University,
Industrial and Labor Relations Forum, October 1974.
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the cases now before us, they will affect like suits in the future."
The Court went on to note maternity policies for employees of the
Federal Government and Federal contractors and then stated:
"We of course express no opinion as to the validity of any of these
regulations."
Another case on which the Supreme Court ruled recently involved California's denial of State temporary disability insurance
benefits to workers who undergo normal pregnancy. The Court
found in June 1974 that the exclusion does not amount to invidious
discrimination under the equal protection clause of the 14th
Amendment. Geduldig v. Aiello, 417 U.S. 484 (1974). Specifically,
it found that "The State has a legitimate interest in maintaining
the self-supporting nature of its insurance program," and that:
There is no evidence in the record that the selection of the risks
insured by the program worked to discriminate against any definable group or class in terms of the aggregate risk protection
derived by that group or class from the program. There is no
risk from which men are protected and women are not. Likewise, there is no risk from which women are protected and men
are not.

The Court implied in the decision that it did not view the discrimination as "suspect" and therefore did not see pregnancy as a
sex classification. It did not, however, rule directly on the question.
Although title VII was not an issue in the California case, the
Equal Employment Opportunity Commission filed an amicus brief
supporting its position that pregnancy disabilities should be
treated as any other temporary disability fqr employment-related
purposes. Parts of the brief were quoted by Justice Brennan in a
dissenting opinion, joined in by Justices Douglas and Marshall.
Justice Brennan called the majority view an "apparent retreat"
from the Court's standard of judicial scrutiny when a legislative
classification has turned on "male" or "female." In his view:
by singling out for less favorable treatment a gender-linked disability peculiar to women, the State has created a double standard for disability compensation: a limitation is imposed upon
the disabilities for which women workers may recover, while men
receive full compensation for all disabilities suffered, including
those that affect only or primarily their sex, such as prostatectomies, circumcision, hemophilia and gout. In effect, one set of
rules is applied to females and another to males. Such dissimilar treatment of men and women, on the basis of physical characteristics inextricably linked to one sex, inevitably constitutes
sex discrimination.

This statement is disputed, however, by Footnote 20 of the majority opinion, which reads:
The dissenting opinion to the contrary, this case is thus a far
cry from cases like Reed v. Reed, 404 U.S. 71, and Frontiero v.
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Richardson, 411 U.S. 677, involving- discrimination based upon
gender as such. The California insurance program does not exclude anyone from benefit eligibility because of gender but
merely removes one physical condition—pregnancy—from the
list of compensable disabilities. While it is true that only women
can become pregnant, it does not follow that every legislative
classification concerning pregnancy is a sex-biased classification
like those considered in Reed, supra and Frontiero, supra.
Normal pregnancy is an objectively identifiable physical condition with unique characteristics. Absent a showing that distinctions involving pregnancy are mere pretexts designed to
effect an invidious discrimination against the members of one
sex or the other, lawmakers are constitutionally free to include
or exclude pregnancy from the coverage of legislation such as
this on any reasonable basis, just as with respect to any other
physical condition.
The lack of identity between the excluded disability and gender
as such under this insurance program becomes clear upon the
most cursory analysis. The program divides potential recipients
into two groups—pregnant women and nonpregnant persons.
While the first group is exclusively female, the second includes
members of both sexes. The fiscal and actuarial benefits of the
program thus accrue to members of both sexes.

A summary compiled in August 1974 showed that in general
Federal courts had tended to disapprove arbitrary quit dates for
pregnant workers challenged on constitutional due process or equal
protection grounds.6 State court decisions applying State and
local FEP laws to maternity leave policies also have generally
favored the rights of pregnant workers.
Although the issue of pregnant women staying on the job seems
to be fairly well settled, the issue of benefits is another matter.
Where conciliation attempts following adoption of the pregnancy
disability benefits guidelines under title VII have not been successful, the EEOC has begun to use its new authority to file suit
against employers who refuse to comply. Meanwhile, several decisions by lower courts in cases brought earlier by or in behalf
of individual workers who had been denied pregnancy disability
benefits reached the appellate level. Among these were Wetzel
v. Liberty Mutual Insurance Co., 372 F.Supp.1146 (W.D. Pa.
1974), Gilbert v. General Electric Co., 375 F.Supp. 367 (E.D. Va.
1974), Farkas v. South Western City School District (8 FEP 288),
and Communications Workers of America v. American Telephone
and Telegraph Co., Long Lines Department (S.D. N.Y. 1974).
The first three of these appealed decisions—all rendered prior
to the Supreme Court decision in Aiello—held that an employer's
exclusion of pregnancy from its disability benefit program was a
discriminatory practice based on sex and thus violated title VII.
6 "Legal Developments in Sex Discrimination Concerning Pregnancy arid Employment."
National Employment Law Project, New York.
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In the other case, the district court judge was not persuaded by
the argument of plaintiff employee groups and the EEOC that the
Aiello decision resulted from deference given to State legislation
on social welfare policy and that such deference was not warranted
employers to title VII. However, rather than dismissing the complaints outright, he certified a question to the appeals court with
a right to replead.
By the end of June 1975, several circuit courts—including one
with jurisdiction over Wetzel—had upheld the guidelines, but employers continued to resist. The Supreme Court agreed to review
the question during its 1975-76 term.
The appeals ruling in Wetzel drew a sharp distinction between
the constitutional analysis required in Aiello and the statutory
interpretation involved in the case under consideration. In addition, it rejected an analogy of the self-supporting State program
that excluded only normal pregnancy and delivery disabilities to
the company plan that excluded all pregnancy-related disabilities
—pointing out that the employer's income protection plan would
not cover a disability suffered by a pregnant woman but would
have covered the disability had the woman not been pregnant.
The court examined the legislative history of the act and determined that the company's counsel had not shown any evidence
that would indicate the guidelines are inconsistent with any congressional intent. With respect to the argument that the 1972
guidelines were inconsistent with EEOC's earlier policy position
on pregnant workers, the court declared that the administering
agency "has issued the guidelines to keep pace with changes in
society's attitudes." Moreover: "This evolutionary process is a
necessary function of our legal system—a system that must remain flexible and adaptable to ever-changing concepts of our society. . . . We feel that the legislative purpose of the Act is
furthered by the EEOC guidelines and that the guidelines are
consistent with the plain meaning of the statute."
As to the employer's contention that exclusion of pregnancy
was justified because pregnancy is voluntary and illnesses are not,
the court stated that voluntariness is no basis to justify disparate
treatment of pregnancy. It pointed out that disabilities that could
result from knowingly undertaking potentially harmful activities
such as drinking intoxicating beverages, smoking, skiing, etc.,
were all covered under the income protection plan. The court
further declared that pregnancy itself may not be voluntary.
On the illness question, the court pointed out that employer
disability insurance plans are offered to alleviate the economic
burdens caused by the loss of income and the incurrence of medical expenses that arise from the pregnancy. A woman disabled
by pregnancy has much in common with a person disabled by a
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temporary illness—income loss because of absence from work
and medical and hospitalization expenses (the latter even more
likely for the pregnant woman than for a person with a temporary
illness).
In addition to ruling that the exclusion of pregnancy benefits
from the income protection plan which included other kinds of
temporary disabilities was a violation of title VII, the court
reached the same conclusion with respect to the company's requirement that employees return from a maternity leave of absence within a certain time period or lose their jobs.
117. Employer Practices on Maternity Leave and Benefits
Private Industry
The Department of Labor published in 1971 summaries of a
number of health and insurance plans, including those found in
union contracts and some unilaterally established and maintained
by the company.7 Some are multiemployer agreements with an
employee organization. In several instances the separate plans
of one employer for different types of workers are included.
Health benefits and insurance benefits are set out in separate parts
of the publication.
Most of the 149 health benefits plans in the digest show hospital
and normal delivery surgical allowances for maternity cases, but
only 31 provide both for "regular benefits" for maternity hospitalization and either "reasonable and customary charge" or the same
formula used for other surgical procedures. The others set a time
limit on the benefits, set a combined money limit, set a money
limit for both categories, etc. Several of the plans are geared in
part to, or offer options of, health service organizations.
Of the 156 insurance benefits plans analyzed, only 73 are shown
definitely as providing maternity benefits and 70 of these have a
special limitation on such benefits. Typically, the limitation for
maternity benefits is 6 weeks, as contrasted with 26 or 52 weeks
for other nonoccupational disabilities. Forty-seven plans did not
provide for any nonoccupational or occupational accident and sickness benefits except for those available under State temporary
disability laws or railroad legislation;8 33 with nonoccupational
benefits specifically excluded maternity. Summaries of 3 plans did
not indicate whether maternity benefits are included.
It might be noted that the type of plan covered in the digest is
in many cases part of a collective bargaining agreement which is
7 U.S. Department of Labor, Bureau of Labor Statistics: Digest of Health and Insurance
Plans, 1971 edition and supplements.
8 Railroad employees are provided temporary disability benefits after expiration of sick
leave by a Federal law, the Railroad Unemployment Insurance Act. A separate maternity benefit was deleted in 1968.
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opened for change only every 2 or 3 years. Thus changes in practice brought about because of court decisions or, particularly in
the case of Federal contractors, insistence of equal employment
opportunity officials would not necessarily be reflected on a current basis. A more accurate picture of practices is sometimes
obtainable from surveys of employers (however, when response is
voluntary, it is reasonable to assume that employers who are in
compliance with Federal regulations are the more likely to reply).
One survey published in early 1974 showed that more than half
of the responding employers had discontinued forcing pregnant
women off the job at an arbitrary date, leaving less than a fifth
with such a requirement.9 The report shows that change in attitudes toward hiring pregnant women and in treatment of maternity leave is less dramatic, but still substantial. Thus, a fifth
of the organizations had dropped a policy prohibiting the employment of pregnant women, but a fourth continued to do so. And
the proportion that treated maternity leave differently from other
disability leave had dropped from 71 to 42 percent.
Another survey published in 1974 reported that the guidelines
issued under title VII had caused 58 percent of the responding
employers to change their maternity leave policies, most frequently
a switch from unpaid to paid maternity leaves.10 Significant proportions of the employers were considering either initial or additional changes.
Federal Government
Civilians.—In October 1974 the U.S. Civil Service Commission
released a complete revision of its guidelines on maternity leave
for Federal civilian employees. The revision was specifically designed to eliminate provisions which "appeared to suggest or generate different treatment for pregnant employees as compared
with treatment of employees in general who experience temporary
disabilities requiring extended absence from duty."
Federal agencies are directed to apply the same leave policies,
regulations, and procedures in granting leave for maternity reasons as are applicable to requests for leave generally. Sick leave
(earned at the rate of 13 days a year) may be used to cover the
time required for physical examinations and to cover the period
of incapacitation. After delivery and recuperation, additional
leave requirements for adjustment or to make arrangements for
child care may be met by the use of available annual leave (earned
at a rate of 13, 20, or 26 days a year, depending upon length of
service) or leave without pay.
9 Bureau of National Affairs, Inc., Washington, D.C.: "Policies and Practices Related to
Male and Female Employees," February 28, 1974.
10 Prentice-Hall, Inc., Englewood Cliffs, N.J.:
"Maternity Leaves: A Look at Company
Policies," 1974.
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Agencies are to make every reasonable effort to accommodate
a request for modification of work duties or a temporary reassignment if a pregnant employee's physician determines that working
conditions could have an adverse effect on her. When an employee
wishes to return to work following delivery and confinement, the
agency has an obligation to assure continued employment in her
position or a position of like seniority, status, and pay, unless termination is otherwise required by expiration of appointment, by
reduction in force, for cause, or for similar reasons unrelated to
the maternity absence.
The request of a male employee for annual leave or leave without pay to care for his minor children or the mother of his newborn child while she is incapacitated for maternity reasons should
be considered on its own merits, and the agency's action should
be consistent with its policy for granting leave in similar situations.
Military service personnel.—In 1975 the Department of Defense
adopted the policy that separation from the Armed Forces of
women who become pregnant should be voluntary, with involuntary separations to be based on nonperformance.
State and Local Governments
Some State and local governments appear to be awaiting a definitive judicial ruling on such issues as income maintenance and
insurance benefits for pregnant employees. Others have moved,
however, to amend regulations to conform to Federal guidelines.
There has been notable change with respect to school teachers
particularly, as courts have granted back pay and reinstatement
following the LaFleur decision.11
118. Health Considerations for Pregnant Workers
The Supreme Court noted in its decision in the LaFleur case:
"While the medical experts in these cases differed on many points,
they unanimously agreed on one—the ability of any particular
pregnant woman to continue at work past any fixed time in her
pregnancy is very much an individual matter."
Medical experts have indeed differed with respect to employment of pregnant women. A large number have testified that in
normal pregnancy continued activity is preferable for both physical and psychological reasons. Yet there remains valid concern
for determining whether some types of work may be too strenuous in the final weeks of pregnancy. Attention is newly being
given to occupational hazards in the early stages that may cause
11 For a survey of school board reactions to the decision, see Report Bulletin 11, March 26,
1974, Public Personnel Administration: Policies and Practices for Personnel, Prentice-Hall, Inc.
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spontaneous abortion or abnormalities in forming infants,, And
attention is also being given to occupational environments, such
as the operation room, which pose dangers to the children of
working fathers.12
Among the groups or institutions that have recently focused
attention on parenthood risks of workers are the Industrial Medical Association/American Association of Industrial Nurses, the
American Association for the Advancement of Science, and the
National Institute of Occupational Safety and Health. It is expected that such attention will intensify.
On March 2, 1974, the American College of Obstetricians and
Gynecologists adopted the following Policy Statement on
Pregnancy-Related Disabilities:
Pregnancy is a physiological process. All pregnant patients,
however, have a variable degree of disability on an individual
basis, as indicated below, during which time they are unable to
perform their usual activities. (1) In an uncomplicated pregnancy, disability occurs near the termination of pregnancy,
during labor, delivery and the puerperium. The process of labor
and puerperium is disabling in itself. The usual duration of such
disability is approximately six to eight weeks. (2) Complications of a pregnancy may occur which give rise to other disability. Examples of such complications include toxemia,
infection, hemorrhage, ectopic pregnancy and abortion. (3) A
woman with preexisting disease which in itself is not disabling
may become disabled with the addition of pregnancy. Certain
patients with heart disease, diabetes, hypertensive cardiovascular disease, renal disease, and other systemic conditions may
become disabled during their pregnancy because of the adverse
effect pregnancy has upon these conditions.
The onset, termination and cause of the disability, related to
pregnancy, can only be determined by a physician.

119.

Outlook

The final judgment of the courts on Federal childbirth guidelines is as yet not established. Even if they are not upheld under
current law, however, ratification of the Equal Rights Amendment would give a substantial new base for defending them.
Companies which have very reluctantly complied with the guidelines are likely to find that low birth rates and the short period of
disability suffered by women who undergo normal pregnancies
belie their apprehensions as to the adverse financial impact of
compliance. They are likely to find, also, that the temporary absence of experienced workers is less disruptive than recruiting
and training replacements.
5s See "Occupational Disease Among Operating Room Personnel:
Anesthesiology, October 1974.
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A- National Study,"

The growing activism of women in the legislative and collective
bargaining processes will work against the institution or reimposition of restrictions on the employment of women for the
"administrative convenience" of employers. No matter how the
legal and administrative controversies with regard to pregnant
workers are settled, it seems unlikely that there will be a return
to the pattern of dismissal or coerced resignation of pregnant
workers and the subsequent long break in their labor force participation.
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9
CIVIL AND POLITICAL STATUS
OF WOMEN
N e w Trends
The surge of interest in the civil and political status of women
generated during the sixties has continued into the seventies
with undiminished vigor. The determination of the new women's
movement to achieve full equality between men and women has
effected significant changes in many areas of the law and is profoundly changing the lifestyle of millions of Americans. While
the individual changes discussed in this chapter are significant in
themselves, the cumulative impact on society is greater than the
sum of the individual parts.
The currents of change have been moving in two related but
distinct channels. The primary thrust has been the nationwide
effort to secure the ratification of the Equal Rights Amendment
to the U.S. Constitution. The adoption of the Equal Rights Amendment would establish the principle of equality of the sexes in the
fountainhead of the Nation's law and require all jurisdictions to
conform their laws and official actions to its mandate. The secondary effort has been to focus on specific areas of discrimination and to seek redress through court action, remedial legislation
and administrative directives. While the attempt to secure constitutional change has been a common rallying point, the less
dramatic effort to secure specific changes in the law has been very
fruitful, and the interplay of the two strategies has energized
both.
In 1971 the Supreme Court by unanimous decision in the case of
Reed v. Reed, 404 U.S. 71 (1971), ruled an Idaho statute which
gave males preference over females in selecting the administrator
of an estate to be violative of the Equal Protection Clause of the
14th Amendment. The case is significant because for the first time
the Court found a statute which arbitrarily discriminated against
women to be unconstitutional.
The validity of Federal statutes which accorded differential
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treatment to male and female members of the uniformed services

was before the Court in the case of Frontiero v. Richardson, 411

U.S. 677 (1973). Although seven members of the Court agreed
that the statutes were in violation of the Due Process Clause of
the 5th Amendment, they were not in agreement on the reasons
for their ruling. Citing the Reed case as precedent, four Justices
concluded that all classifications based upon sex, like classifications based on race, alienage, or national origin, are inherently
suspect and must therefore be subjected to strict judicial scrutiny.
The other three Justices declined to extend the Reed case to all
classifications based on sex, on the ground that this is the issue
to be resolved by the ratification or rejection of the Equal Rights
Amendment. An eighth Justice agreed that the statutes in question were "in violation of the Constitution" but did set forth his
reasons. There was one dissenting opinion.
It is clear from these cases that future application of the standard of strict judicial scrutiny, even on a case-by-case basis,
could eliminate much of the remaining discrimination based on
sex. It is equally clear that ratification of the Equal Rights Amendment is needed to resolve lingering constitutional doubts concerning the equality of men and women before the law, and certainly
to hasten the process.
This chapter deals with the Equal Rights Amendment passed
by Congress in 1972 and other important developments relating
to jury service, marriage, divorce, abortion, credit, and housing.
Also included are sections on the law of property and use of
maiden names.
Not only may women serve on juries in all States but according
to a recent Supreme Court decision the panel from which trial
juries are drawn must reflect a cross section of the community,
including a representative number of women (see sec. 124).
Changes in the field of family law have been far reaching in
their implications for society, and some continue to be received
with mixed emotions by both sexes. In the wake of the 26th
Amendment to the U.S. Constitution, many States have equalized
their marriage laws by lowering the marriageable age for men to
18 years (see sec. 126). The trend of States to enact "no fault"
divorce laws has continued at an accelerated pace. These laws are
viewed as a mixed blessing by many women's groups, largely because of concurrent changes in alimony and child support provisions (see sec. 127).
Considerable emotional reaction and bitter controversy have
been sparked by the 1973 Supreme Court decisions, in the cases
of Roe v. Wade and Doe v. Bolton, that during the first trimester
of pregnancy an abortion decision must be left to the pregnant
woman and her doctor (see sec. 128).
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In October 1974, Congress amended the Consumer Credit Protection Act to prohibit discrimination based on sex or marital status
in any aspect of a credit transaction. Most States also have legislation dealing with some aspect of sex discrimination in credit (see
sec. 129). In the field of housing, legislation and administrative
action at the Federal and State levels have outlawed a number of
discriminatory practices (see sec. 130).
Over the next few years additional legislation and court decisions can be anticipated which will further the equalization of the
sexes before the law.
120.

Equal Rights Amendment

The House of Representatives on October 12, 1971, and the
Senate on March 22, 1972, by overwhelming majorities, approved
and submitted to the States for' ratification a proposed Equal
Rights Amendment to the U.S. Constitution. The amendment
reads:
Equality of rights under the law shall not be denied or
abridged by the United States or by any State on account
of sex.
The Congress shall have the power to enforce, by appropriate legislation, the provisions of this article.
This amendment shall take effect two years after the date
of ratification.
To become part of the Constitution, it must be ratified by threefourths of the States within 7 years of its submission.
As of April 1, 1975, 34 States—Alaska, California, Colorado,
Connecticut, Delaware, Hawaii (first to ratify, and within 1 hour
after Senate passage), Idaho, Iowa, Kansas, Kentucky, Maine,
Maryland, Massachusetts, Michigan, Minnesota, Montana, Nebraska, New Hampshire, New Jersey, New Mexico, New York,
North Dakota, Ohio, Oregon, Pennsylvania, Rhode Island, South
Dakota, Tennessee, Texas, Vermont, Washington, West Virginia,
Wisconsin, and Wyoming—have ratified the proposed amendment,
leaving only 4 to go.
The States whose legislatures have not yet ratified are: Alabama, Arizona, Arkansas, Florida, Georgia, Illinois, Indiana,
Louisiana, Mississippi, Missouri, Nevada, North Carolina, Oklahoma, South Carolina, Utah, Virginia.
Although an ERA had been introduced in every Congress since
1923, it had seldom been brought to the floor for action. In 1946
the amendment was defeated in the Senate by a vote of 35 to 23.
In 1950 and in 1953, the Senate passed the ERA with a floor
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amendment, but the proposed amendment was never brought up
for a vote in the House. The floor amendment in both instances
was to the effect that the article would not be construed to impair
any rights, benefits, or exemptions conferred by law on women,
and this was unacceptable to women who wanted equal rights.
The picture was changing by the 1960's. The passage of the
Equal Pay Act of 1963 and title VII of the Civil Rights Act of
1964, as well as issuance of Executive orders prohibiting sex discrimination in employment, created a new climate for a proposed
ERA. Furthermore, the argument that women were already guaranteed equality by the 5th and 14th Amendments was wearing
thin, since neither had been so interpreted by the Supreme Court.

(It was not until 1971, in Reed v. Reed, 404 U.S. 71, that the

Supreme Court found a State statute giving men preference in
the administration of estates in violation of the 14th Amendment.
A few other cases since then have held particular statutes "unreasonable" or "invidious discrimination." However, the Supreme
Court has not rendered any broad-based decision outlawing all
sex discrimination.)
By 1970, there was a much firmer basis for an Equal Rights
Amendment. A great deal of groundwork had been supplied by the
Citizens' Advisory Council on the Status of Women and other organizations and groups. When the Senate opened its hearings on
the ERA on May 5, 1970, there were already 78 Senate sponsors
of the joint resolution. By that time, too, well over 200 equal rights
proposals had been introduced in the House of Representatives.
The hearings held by the Congress in 1970 and 1971 on a proposed
ERA received a great deal of attention, culminating in a favorable
House vote of 354 to 23 and a favorable Senate vote of 84 to 8.
The ERA has been strongly supported by all recent Presidents,
the Department of Labor (among other agencies), leading women's
organizations, civil rights groups, the United Automobile Workers of America and many other unions, church groups, professional organizations, and others. The AFL-CIO, which at first
objected to the proposed amendment as being contrary to the
objectives of so-called protective labor laws for women, changed
its position in 1973 and urged its State organizations to work
toward approval.
Although the Amendment had not been adopted when this
Handbook went to press, its outlook was good.
Briefly, the Equal Rights Amendment would require every
State as well as the Federal Government to examine all laws,
regulations, and government practices in order to remove unequal
treatment of men and women. While there is no guarantee that
all changes would be to the advantage of men and women, the
legislative history clearly indicates that any labor law, or other
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legislation, which is truly protective should be extended to include
both sexes, while restrictive laws should be nullified. Furthermore,
many groups and individuals will continue to work toward this end.
As a practical consideration, this will not happen in every case
and some contrary judicial interpretations as well as the loss of
some beneficial laws (but applicable to only one sex) can be anticipated.
Changes that will take place as the governments act will result
in equal access to education and the elimination of all differences
in jury service laws, unemployment insurance laws, and the Federal social security system.1 Other types of laws which will require
change include those which set different ages for marriage, conditions for divorce, alimony standards, or penalties for a crime,
and those which place special restrictions on women with respect
to property or legal domicile. These are just examples. To date, the
Federal Government and several States have been making significant progress in examining and revising their laws which treat
men and women differently. When the amendment becomes part
of the Constitution, rapid changes can be expected.
The ERA will not affect social customs and personal relationships between men and women, nor will it abrogate the constitutional right to privacy.

State ERA's

The electorates of 13 States—Alaska, Colorado, Connecticut,
Hawaii, Illinois, Maryland, Montana, New Hampshire, New Mexico, Pennsylvania, Texas, Virginia, and Washington—have approved equal rights amendments to their State constitutions. In
addition, there were equal rights provisions in the original constitutions of Utah (1896) and Wyoming (1890).

Political Status
121.

Citizenship

Citizenship in the United States is acquired in the same way by
men and women; that is, by birth within the domain, by birth
abroad of a parent who is a citizen, or by naturalization. Mothers
as well as fathers confer citizenship on their minor children.
A married woman's citizenship does not automatically follow
that of her husband. An alien wife may become a citizen whether
or not her alien husband desires or qualifies for that privilege.
When a woman citizen marries an alien, she retains her citizenship until she renounces it by declaring allegiance to another government.
1*Two Supreme Court decisions in early 1975 invalidated gender-based statutory differences.
See sec. 124 for the January 21 decision in Taylor v. Louisiana with respect to service on
State juries. See sec. 95 for Weinberger v. Wiesenfeld with respect to social security benefits.
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222. Domicile
A person's domicile is determined by the coexistence of physical
presence and intent to reside permanently in a particular place.
Residence is mere physical presence. The concept of domicile is
important since many legal rights and duties attach to it; for
example, the right to vote and run for public office and the duty
to pay taxes. As a general rule, the domicile of a married woman
is deemed, by operation of law, to be that of her husband. If the
husband changes his domicile and makes reasonable provision for
his wife at the new domicile, she is under a duty to follow him,
unless to do so would be a recognized hardship. However, a married woman may establish a separate domicile when the interests
of husband and wife are hostile and result in a separation of the
parties. In addition, an increasing number of jurisdictions are
permitting a wife to establish a separate domicile when the
marital unity has been breached or the parties are living separately
by mutual consent or acquiescence. In such cases separate existence, interest, and rights are recognized.
Some States do, however, permit a married woman to have a
separate domicile for all purposes or for specified purposes. In
the latter category are States which permit a married woman to
establish a separate domicile for eligibility to public office, for
jury service, for voting, or for probate.
It would be advisable to consult a State's attorney or a private
lawyer for laws in a particular State.
1 2 3 . Voting and Public Office

Federal Elections
Women and men have equal rights of suffrage in the election
of Federal Government officials.
Qualifications for election or appointment to posts in the executive and legislative branches of the Federal Government or for
appointment to the judiciary are the same for women and men.

State Elections
Women and men have equal rights of suffrage in the election of
State and local officials and in the determination of public issues
within the State.
Qualifications for election to State and local government positions are the same for women and men.
124.

jury Service

"Accepting as we do . . . the view that the 6th Amendment
affords- the defendant in a criminal trial the opportunity to have
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the jury drawn from venires representative of the community,
we think it is no longer tenable to hold that women as a class may
be excluded or given automatic exemptions based solely on sex if
the consequence is that criminal jury venires are almost totally
male. . . . If it was ever the case that women were unqualified to
sit on juries or were so situated that none of them should be required to perform jury service, that time has long since passed.
If at one time it could be held that 6th Amendment juries must
be drawn from a fair cross section of the community but that this
requirement permitted the almost total exclusion of women, this
is not the case today. Communities differ at different times and
places. What is a fair cross section at one time or place is not
necessarily a fair cross section at another time or a different
place. Nothing persuasive has been presented to us in this case
suggesting that all-male venires . . . are fairly representative of
the local population otherwise eligible for jury service."
Thus the U.S. Supreme Court ruled on January 21, 1975, that
a selection process which included women on State 2 jury wheels
only if they had filed a written declaration of desire to be subject
to jury service was contrary to the 6th and 14th Amendments.
Taylor v. Louisiana,
U.S.
The decision is a dramatic example of changes in women's civil rights and responsibilities because it specifically rejected the contrary implication of the Court's
fairly recent decision with respect to a very similar State law.

Hoyt v. Florida, 368 U.S. 57 (1961).
In the Taylor case, the Court reversed the conviction of a man

who was sentenced to death in 1972 for aggravated kidnapping.
The jury that tried him was selected from an all-male panel of 175
persons, even though 53 percent of the residents of the judicial
district were women.
As noted by the Court, the doctrine of "defect of sex," operated
to exclude women from jury service under the English common
law. In this country, Utah in 1898 became the first State to deem
women qualified for jury service. Other States were slow to follow
Utah's lead, and as late as 1965 in three States women were still
ineligible for jury service.
The Alabama law excluding women from State juries was declared unconstitutional in 1966, on the grounds that it denied
equal protection to women in violation of the 14th Amendment.
White v. Crook, 251 F. Supp. 401. Also in 1966 South Carolina
voters approved a constitutional amendment to permit women to
serve on State juries. In 1968 Mississippi became the last State to
repeal its provision that barred women from serving on State
juries. Since that time, women have been eligible to serve on State
3

The Louisiana provision had been repealed by the time of the Supreme Court action.
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juries in all 50 States and on the juries of the District of Columbia
and Puerto Rico.
The Civil Rights Act of 1957 made women eligible to serve on
all Federal juries, whereas they had previously been permitted
to serve only in the States where they were eligible for State jury
service. The Federal Jury Selection and Service Act of 1968 implemented the 1957 law by providing for selection of Federal juries
at random from a fair cross section of the community and specifically prohibiting exclusion because of race, color, religion, sex,
national origin, or economic status.
As of January 1, 1975, 10 States—Arkansas, Connecticut,
Florida, New Hampshire, North Carolina, Oklahoma, South Carolina, Texas, Utah, and Wyoming—and Puerto Rico still permitted
only women to be excused because of child care or family responsibilities. Moreover, 6 States—Alabama, Georgia, Missouri, New
York,3 Rhode Island, and Tennessee—permitted women to be excused solely on the basis of sex. Also, some Federal courts apparently permitted only women to be excused because of child care
responsibilities.
These remaining "disqualifications or exemptions" would appear now to be open to challenge, although the Supreme Court
cautioned that States "remain free to prescribe relevant qualifications for their jurors and to provide reasonable exemptions so
long as it may be fairly said that the jury lists or panels are representative of the commmunity." On January 27, 1975, the Court
held that the Taylor decision was not to be applied retroactively,
as a matter of Federal law, to convictions obtained by juries empaneled prior to the date of that decision. Daniel v. Louisiana,
U.S

Civil Status
125.

Property Laws

Within the United States there are two systems of property
ownership—the community property system (which grew out of
French, Spanish, and Mexican law) and the common law system
(which developed from the English common law). Within both
systems, property is generally classified as being either real or
personal. Real property is land and things permanently attached
to it such as buildings, timber, and growing crops. Personal property is everything else and includes cash, jewelry, household
goods, clothing, automobiles, bank accounts, securities, patents,
copyrights, accounts receivable, and insurance policies. Property,
both real and personal, owned by married persons is either the
3 On February 3, 1975, the New York law was declared unconstitutional by the Kings County
Supreme Court. People of the State of New York v. Moss.
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separate property of the husband or the wife or is jointly owned
by both.
With the exception of the family home, recreation property,
smaller business and farming properties, the wealth of individuals in the United States today is almost exclusively in the form
of personal property. Economically significant real property such
as industrial plants, office buildings, shopping plazas, apartment
complexes, and mining properties are almost all owned by corporations. Individuals may have substantial interests in these corporations through the ownership of securities.
For the great majority of individuals and families, income from
work—including wages, commissions, professional fees, profits
from small business operations and retirement benefits—forms
the basis of their economic status. Nevertheless the law of property ownership is significant in determining the availability of
credit, the assessment of taxes, the distribution of property upon
the termination of marriage by death or divorce, and the disposal
of property by gift, bequest, or sale. Home ownership continues
to be a significant part of the American dream and contributes
to the economic and psychological well-being of many individuals
and to the social stability of the family.
In all States the rights of unmarried women and men are the
same regarding property ownership, management, and control;
inheritance; and freedom of enjoyment of earnings. However, in
most States there is likely to be some distinction between the rights
of married and single persons. Married women are sometimes
more restricted than married men.

Homestead Laws

Forty-four States 4 and the Commonwealth of Puerto Rico have
"homestead" laws which exempt the family home from seizure by
creditors and often provide tax and other benefits. The laws apply
to the family home and a specified amount of land around the home
up to a certain dollar value—usually about $10,000 but as low as
$1,000 and as high as $40,000.5 Homestead laws are designed to
protect the entire family from creditors and accrue to the benefit
of the "head of the family" (often designated by law as the husband) , to the wife in the absence of the husband, or to the children
during their minority if one or both parents are deceased. In many
States a wife must join her husband in the sale of the homestead.
In some States a surviving spouse may claim homestead rights
in addition to a legacy under the deceased spouse's will and/or
other property interests provided by law.
4 The following jurisdictions do not have homestead laws: Connecticut, Delaware, District
of Columbia, Indiana, Maryland, New Jersey, Pennsylvania.
5 In South Dakota there is no upward limit on the value of the homestead, and theoretically
it may be a hotel, office building, or shopping plaza as long as family living quarters are
attached.
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Community Property States
Eight States—Arizona, California, Idaho, Louisiana, Nevada,
New Mexico, Texas, and Washington—and the Commonwealth of
Puerto Rico have community property statutes. Although the statutes vary somewhat from jurisdiction to jurisdiction, the community property system provides each spouse with a one-half
interest in all property acquired by the couple during the course of
marriage by toil, talent, or other productive capacity. Property
owned before marriage or acquired during the marriage by gift
or inheritance is the separate property of whichever spouse owned
or received it. Separate property is under the exclusive control and
management of the person owning it and retains its character as
separate property even though the form of the investment may
change.
The husband has control of community property in Louisiana
and Puerto Rico. Either spouse may control the property in
Arizona, California, Idaho, Nevada, and Washington. In New
Mexico the spouses share control, but the husband has a preference in managing business property. In Texas each spouse has
control of that community property which he or she would have
owned if both spouses were single. Generally, both spouses must
join in the sale, mortgaging, or leasing of community property.
Rights affecting real property are governed by the law of the
State in which the property is located. Thus real estate purchased
by a married couple in a community property State is community
property regardless of where the couple lives. On the other hand,
personal property owned by a couple living in a community property State is community property regardless of its location.
When the marriage is terminated by divorce, community property is usually divided equally between the spouses. A husband or
wife may dispose of one-half of the community property and all
of his or her separate property by will.
In community property States as in most other jurisdictions,
the respective property rights of the husband and wife can be altered by a premarital agreement (see below).

Common Law States
In the other 42 States and the District of Columbia, which are
common law jurisdictions, all property is owned separately or
jointly in accordance with the name or names on the title documents. Separately owned property is under the exclusive control
of the owner. Control of jointly owned property is generally
shared.
Under the old common law,6 real estate sold or willed to a husa The term "common law" refers to the system of jurisprudence which was developed by
judges in England during the Middle Ages, It is based on the ancient customs of the Anglo-
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band and wife was jointly owned in the form technically known
as "tenancy by the entireties." Upon the death of one spouse, the
survivor automatically owned the property. Today a husband and
wife can create a "tenancy by the entireties" in the majority of
common law States, but it is also generally possible for married
persons to own real estate in some other form of ownership, under
which each spouse is entitled to one-half of the . rents, profits, and
enjoyment of the property.
At common law the marital interests known as dower and
curtesy were important and integral parts of the real property
system. Dower, the more revered of the two, arose upon marriage
and provided the wife a lifetime interest in one-third of the real
property owned by her husband at any time during the marriage.
Although a husband acquired a special interest in the real property of his wife upon marriage, curtesy did not arise until an heir
was born. At that moment the husband acquired an interest for
the remainder of his life in all real property owned by his wife
during marriage. Dower and curtesy applied only to the separately
owned real property of the spouses.
Dower and curtesy provided maintenance for widows and widowers in their old age and were the social security system of earlier times when agriculture was the principal economic activity
and land was the primary source of wealth. The burden of discovering the existence or nonexistence of a marriage or the birth
of an heir is not compatible with the pace of modern urban life,
and many jurisdictions have abolished or modified these ancient
property interests which protected both spouses.
The modern trend for State legislatures is to abolish both dower
and curtesy and to provide the surviving husband or wife with a
statutory interest in the property owned by the deceased spouse

at the time of the death. In addition, if the deceased spouse has

left a will, the surviving spouse may elect to claim the statutory
interest provided by law or to accept the provisions of the will.
While this arrangement has been adopted by some States, many
have only partially modified the common law rules and there are
wide variations in the modifications. Due to the historic evolution
of the law in each State, it is almost literally true that no two
States have identical laws regarding property and only the broadest kinds of generalizations are possible.
Of the 43 common law jurisdictions, 26 7 have abolished both
dower and curtesy. (These interests either never existed or have
Saxon peoples, and was brought to America by the English colonists. There is no Federal
common law in the United States, and each State has tailored the English law to suit its needs.
7 Colorado, Connecticut, Delaware, Florida, Georgia, Illinois, Indiana, Iowa, Kansas, Kentucky, Maine, Maryland, Minneapolis, Mississippi, Missouri, Nebraska, New Hampshire, New
York, North Carolina, North Dakota, Oklahoma, Oregon, Pennsylvania, South Dakota* Utah,
and Wyoming.
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been abolished in the nine community property jurisdictions.)
Seven additional jurisdictions 8 have abolished curtesy and have
modified dower by statute. Five States—Hawaii, Massachusetts,
New Jersey, Vermont, and Virginia—have modified both dower
and curtesy by statute. Only Alabama, Rhode Island, South Carolina, and Tennessee appear to have retained common law dower;
and only Rhode Island and Tennessee have retained common law
curtesy.
Eight jurisdictions 9 have provided statutory interests in the
nature of dower and/or curtesy to either the husband or the wife
or to both. In the remaining States, the surviving spouse has a
statutory interest in property owned at death by a spouse who
dies without a will. In most common law jurisdictions, a surviving
spouse may elect to claim dower, curtesy, or other statutory interest provided by law 10 in lieu of a bequest in the deceased spouse's
will. In most States it is possible to alter the statutory arrangement by a premarital agreement.
Because of the complexity of this area of law and the fact that
State legislatures are continually revising statutes relating to
property, it is advisable to consult a local attorney to determine
when both husband and wife must agree to the sale of property.
Even in some States which have abolished dower and/or curtesy,
both signatures may be required if the seller owned the property
before the law was changed.

Married Women's Acts
In his commentaries on the status of husband and wife at common law, Blackstone states: "By marriage, the husband and wife
are one person in law: that is, the very being or legal existence of
the woman is suspended during the marriage, or at least is incorporated and consolidated into that of the husband." 11
At common law the wife was incapable of binding herself by
contract, acquiring or disposing of property without her husband's consent, and suing or being sued alone. Upon marriage the
husband acquired title to all her personal property. He was entitled
to her earnings and other property owned by her as soon as he
could reduce it to his possession. (Also see discussion of dower
and curtesy above.)
The harshness of the common law was mitigated by the intervention of the special Courts of Equity which recognized a mar8 Alaska,
Virginia.

District

of

Columbia,

Michigan,

Montana,

Ohio,

South

Carolina,

and

West

9 Arkansas, District of Columbia, Florida, Kentucky, Montana, Ohio (dower for husband),
Utah, West Virginia (dower for husband).
10

Homestead rights may also be included.

11

1 Blackstone's Commentaries, Chapter 15, p. 442 (1765-69).
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ried woman as a person separate from her husband and would act
to preserve her special property interests. In addition, a married
woman could bind her husband for necessities and under certain
circumstances, such as her husband's absence from the country
or mental incapacity, could conduct business in her own name.
During the past hundred years all States have adopted provisions which have abolished or substantially reduced the common
law disabilities of marriage. The laws, known as "married women's
acts," tend to restore to married women the rights they possessed
as single women.
Today in all States married women are entitled to their wages,
and they can make contracts, own property, sue and be sued in
their names, and conduct business in their own names.

Premarital Agreements
There may be circumstances in a marriage where the laws of
property as discussed above may not meet the special needs and
desires of the spouses. In such cases it is usually possible for a
couple to alter their respective property rights by means of a
written agreement entered into before marriage. These agreements are sometimes called premarital agreements, antenuptial
agreements, or property settlements.
Such agreements are particularly useful when the couple anticipates moving frequently from State to State, when one or both
parties are wealthy, or when one or both of the parties have children by a former marriage to protect. For example: a party might
agree to relinquish dower or curtesy in the estate of the other;
or, a couple living in a community property State might agree
that property acquired during the marriage will be the separate
property of the person earning it rather than community property.
Premarital agreements are legally binding on the parties and
their heirs in most States, providing they are fair and equitable
and not in conflict with fundamental social policies such as leaving
the surviving spouse destitute. However, such agreements are not
usually binding on third parties who deal with the couple without
knowledge of the agreement.
A lawyer should be consulted in the preparation of a premarital
agreement.

Disposition of Property After Death
When a person owns property at the time of his or her death,
such property will be distributed in accordance with his or her
last will and testament or in accordance with the laws of the State
of the person's domicile.
By will.—Women, both married and single, may dispose of their
separate property by will as freely as men. Each spouse may also
371
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dispose of his or her one-half share of community property by will.
The laws of many common law States provide that a surviving
spouse may elect to take the share provided by law rather than
the share provided by the will (see Common Law States above).
By law.—If an unmarried person dies without a will, the property is distributed to the next of kin in accordance with State law.
If there are no relatives within certain degrees of kinship, the
property goes to the State.
If a married person dies without a will, the share of the surviving spouse depends on whether there are surviving children or
grandchildren, parents, or other next of kin. In both common law
and community property States, a surviving husband or wife generally receives all of the separately owned property of the deceased
spouse if there are no descendants and one-half or one-third if
there are descendants.
In all community property States a surviving spouse receives
his or her one-half of the community property and either all or
part of the deceased spouse's share, depending upon whether there
are surviving descendants and/or parents.
Other.—Death often brings into existence valuable rights and
sometimes property interests which have nothing to do with the
decedent's will or the State laws discussed above. These may
include the proceeds of life insurance policies, survivor's benefits
under social security or pension plans, property owned under an
arrangement such as tenancy by the entirety which gives a right
of survivorship, rights under a premarital agreement, or property
held in trust. These items are not subject to control by the executor of a will or the administrator of the estate of a person who
dies without a will. However, they may be subject to Federal and
State inheritance taxes.

Trusts
There are many circumstances when a property owner approaching death may not deem it advisable to place a child or
even a spouse in full control of his or her property and yet may
wish to provide for the economic welfare of such persons. Typical
examples are when the intended beneficiaries are minor children,
persons of limited business judgment, or persons who are unable
to manage their personal finances because of a physical or mental
disability or because of destructive personal habits.
In these circumstances it is possible in all States to place the
property or fund in the hands of a trustee who will manage it for
the benefit of the designated beneficiary. A trust is established
by a written agreement before death or a provision in a will which
passes legal title to the property or fund to the trustee, designates
the beneficiaries, and provides instructions for the distribution
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of income and for the disposition of the fund at the termination
of the trust. Trustees are usually banking institutions, trusted
advisers, or relatives, depending upon the amount of the fund,
the duration of the trust, and its purpose. It is not uncommon to
use the proceeds of a life insurance policy to fund a trust.
The trust is a very versatile device and is useful for many purposes other than those suggested above. In addition, there can be
important income and estate tax consequences of a trust arrangement. An attorney should be consulted when setting up a trust
of any type.
126.

Marriage Laws

Although the procedural requirements for marriage do vary
from State to State with respect to scope of premarital physical
examinations and waiting periods for issuance of marriage license, in most States the laws which apply to marriage have
made few distinctions based on sex except for establishing lower
minimum marriageable ages for women than for men. In recent years, the trend toward uniform treatment of the sexes has
been evidenced by the movement to equalize age requirements
for marriage without parental consent—as a rule by lowering
the age for males to 18 years. Undoubtedly, the major impetus
for such action by the States was adoption in July 1971 of the
26th Amendment to the Constitution guaranteeing the right to
vote to citizens who are 18 years or older.
At least 45 States now set a uniform age for marriage without
parental consent at 18 years for both males and females, 36 of
the States having done so since 1971. The 45 States are: Arizona,
Arkansas, California, Colorado, Connecticut, Delaware, Florida,
Georgia, Hawaii, Idaho, Illinois, Indiana, Iowa, Kansas, Kentucky, Louisiana, Maine, Maryland, Massachusetts, Michigan,
Minnesota, Missouri, Montana, Nevada, New Hampshire, New
Jersey, New Mexico, New York, North Carolina, North Dakota,
Ohio, Oklahoma, Oregon, Pennsylvania, Rhode Island, South Carolina, South Dakota, Tennessee, Texas, Utah, Vermont, Virginia,
Washington, West Virginia, and Wisconsin.
Alaska, Nebraska, and Wyoming have revised their marriage
laws to permit both males and females to marry at 19 without
parental consent. Mississippi and the Commonwealth of Puerto
Rico have a uniform marriageable age of 21 (their legal age of
majority) without parental consent.
Alabama and the District of Columbia still set an age of 21
for males and 18 for females.
It is interesting to note that in June 1974 Missouri enacted a
law relating to the age and the rights of majority which had the
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effect, among others, of extending to males the right to marry at
age 18 without parental consent, a right prior law gave only to
females. In late 1974 the Missouri Supreme Court declared the
majority rights law unconstitutional because it undertook to
amend all legal rights on a "blanket or shotgun basis." However,
in January 1975, in special session, the Missouri Legislature enacted emergency legislation relating to specific majority rights,
including the right of both men and women to marry at the age of
18 without parental consent.
In another action, the Utah Supreme Court upheld in 1974 a
law under which males were considered minors until age 21 and
females only until 18 with respect to entitlement to parental support. The decision was appealed to the U.S. Supreme Court,
which ruled the sex-based difference unconstitutional on April
15, 1975. Stanton v. Stanton,
U.S.
(1975). Meanwhile
the State had amended its code to make 18 the uniform age of
majority. However, courts in divorce actions may order support
to age 21.
In the past, most jurisdictions have authorized parents to
permit marriage of persons too young to contract marriage in
their own right. The age for males to marry with parental permission was commonly set at 18. Since changes in the general age
of majority have not usually been accompanied by corresponding
changes in age requirements of parental consent provisions, many
of these provisions have become meaningless.
Sixteen States now have a uniform age of marriage with parental consent: in Missouri, age 15; in Colorado, Connecticut,
Hawaii, Maine, Maryland, North Carolina, Pennsylvania, Tennessee, Texas, and Virginia, age 16; in Washington, age 17; and in
Alaska, Kansas, Louisiana, and Montana, age 18. Among the remaining States, 22—Arizona, California, Delaware, Florida,
Georgia, Idaho, Illinois, Indiana, Iowa, Kentucky, Massachusetts,
Minnesota, Nebraska, Nevada, New Jersey, Ohio, Rhode Island,
South Dakota, Vermont, West Virginia, Wisconsin, and Wyoming
—and the District of Columbia have an age of 18 for males and
16 for females.
Other male-female differences in age for marriage with parental
consent are as follows: in Alabama, males may marry at age 17
and females at age 14; in Arkansas and New Mexico, males at 17
and females at 16; in Mississippi, males at 17 and females at 15;
and in New York, South Carolina, and Utah, males at 16 and females at 14. Michigan permits females to marry at age 16 with
parental consent but makes no provision in law for parental consent for males. In New Hampshire, males at age 14 and females
at age 13 may marry with parental consent and a court order.
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North Dakota, Oklahoma, and Oregon have an age of 18 for males
and 15 for females.
Puerto Rico makes no specific provision in law for marriage
with parental consent for either sex. Marriage contracted by persons under the legal age of puberty (for the male, 18 years; and
for the female, 16 years) may, nevertheless, be validated under certain conditions.
A number of States permit marriage below the age of parental
consent in the event of pregnancy or the birth of a child.
All but 4 States—Maryland, Minnesota, Nevada, and South
Carolina—require a premarital serological test for both applicants
for a marriage license. In these States, the examination is not required of either applicant.
In a display of increased awareness of the problems of some
minority groups along with a sense of responsibility for the general
public welfare, several States have enlarged the scope of premarital examinations in recent years so as to identify parents-atrisk for their own information. Thus, California, Georgia, Illinois,
Indiana, Iowa, Kentucky, and New York now provide for screening to identify carriers of sickle cell anemia, a genetic disease
which occurs primarily in persons of black parentage. The California marriage law also includes screening for Tay-Sachs disease,
which occurs primarily in persons of Jewish parentage.
California, Colorado, Illinois, Massachusetts, and Texas now require the examination for female applicants to include the test for
immunity to rubella (German measles). The test for females in
Colorado must also include blood type, including Rh factor. In all 5
States, waiver of these requirements is authorized under certain
circumstances.
127.

Divorce Laws

In recent years reform of divorce laws has occurred in a number of States. Since January 1970, when California became the
first jurisdiction to adopt the irreconcilable differences approach
to marriage dissolution, both the grounds and the procedural requirements for divorce have been increasingly eased throughout
the States, with the result that the majority of the States have
now adopted the concept of "no-fault" divorce. This holds neither
partner in a marriage responsible for commission of a specific
marital offense or for the breakdown of the mairiage relationship. Rather, the fact that the marriage has been a failure is sufficient grounds for divorce. The "guilt principle" and adversary
system that heretofore traditionally characterized divorce proceedings are eliminated.
"No fault" divorce includes divorce based on irretrievable break-
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down of the marriage relationship as the sole ground for marriage
dissolution; irretrievable breakdown added to existing grounds;
incompatibility added to existing grounds; separation or absence
for a specified period of time; and conversion to absolute divorce
after prior decree of limited divorce.12
Proponents of the concept believe that generally it represents
a more honest and realistic approach to dealing with the disparities
between statutory law and judicial practice. On the other hand,
opponents of divorce liberalization in general and the no-fault
ground in particular question whether the ease of its availability
does not actually encourage divorce and thus jeopardize family
stability. Among the strongest objections to the no-fault ground
have been those voiced by women's groups. Their objections relate
to the need for guidelines to insure that the terms of divorce or
dissolution of marriage granted on that basis provide for fair
and equitable treatment of both spouses and their minor children
in determining child custody and support arrangements, visitation,
alimony, and property division.
As of June 1, 1974, only 5 States—Illinois, Massachusetts, Mississippi, Pennsylvania, and South Dakota—had not adopted some
form of no fault divorce. In those jurisdictions divorce can be
granted only for specific fault on the part of one spouse or the
other.
Existing fault grounds for divorce under the laws of more than
half the States (as of June 1, 1974) were: adultery (32 States,13
the District of Columbia, and Puerto Rico) ; cruelty (27 States 14
and Puerto Rico) ; desertion (30 States,15 the District of Columbia,
and Puerto Rico) ; alcoholism (24 States 16 and Puerto Rico) ; and
felony conviction or imprisonment (28 States,17 the District of
13 Doris Jonas Freed, "Grounds for Divorce in the American Jurisdictions (as of June 1,
1974)," Family Law Quarterly, Vol. VIII, No. 4, Winter 1974.
13 Alabama,
Alaska, Arkansas, Connecticut, Georgia, Idaho, Illinois, Kansas, Louisiana,
Maine, Maryland, Massachusetts, Mississippi, Montana, New Hampshire, New Jersey, New
Mexico, New York, North Carolina, North Dakota, Pennsylvania, Rhode Island, South Carolina, South Dakota, Tennessee, Texas, Utah, Vermont, Virginia, West Virginia, Wisconsin,
and Wyoming.
14 Alaska, Connecticut, Georgia, Idaho, Illinois, Kansas, Maine, Massachusetts, Mississippi,
Montana, New Hampshire, New Jersey, New Mexico, New York, North Dakota, Ohio, Pennsylvania, Rhode Island, South Carolina, South Dakota, Tennessee, Texas, Utah, Vermont, West
Virginia, Wisconsin, and Wyoming.
15 Alabama,
Alaska, Arkansas, Connecticut, Georgia, Illinois, Kansas, Maine, Maryland,
Massachusetts, Mississippi, Montana, New Hampshire, New Jersey, New Mexico, New York,
North Dakota, Ohio, Pennsylvania, Rhode Island, South Carolina, South Dakota, Tennessee,
Texas, Utah, Vermont, Virginia, West Virginia, Wisconsin, and Wyoming.
16 Alabama, Alaska, Arkansas, Connecticut, Georgia, Idaho, Illinois, Ka,nsas, Maine, Massachusetts, Mississippi, Montana, New Hampshire, New Jersey, North Dakota, Ohio, Rhode
Island, South Carolina, South Dakota, Tennessee, Utah, West Virginia, Wisconsin, and
Wyoming.
17 Alabama,
Alaska, Arkansas, Connecticut, Georgia, Idaho, Illinois, Indiana, Kansas,
Maryland, Massachusetts, Mississippi, Montana, New Hampshire, New Jersey, New York, North
Dakota, Ohio, Pennsylvania, South Dakota, Tennessee, Texas, Utah, Vermont, Virginia, West
Virginia, Wisconsin, and Wyoming.
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Columbia, and Puerto Rico). Fourteen States—Alabama, Alaska,
Arkansas, Kansas, Maine, Massachusetts, New Hampshire, Ohio,
Rhode Island, Tennessee, Utah, Vermont, Wisconsin, and Wyoming
—recognized nonsupport by the husband as a ground for divorce.
In 3 of these States—Arkansas, Utah, and Vermont—the statutes
made this ground available to the husband also.
Thirteen States—Arizona, California, Colorado, Delaware,
Florida, Iowa, Kentucky, Michigan, Minnesota, Missouri, Nebraska, Oregon, and Washington—have adopted irretrievable
breakdown of a marriage as the sole ground for divorce, eliminating traditional fault grounds altogether.
Of the States which have both fault and no fault grounds, the
types of no fault in effect as of June 1, 1974, were as follows: in
11 States—Alabama, Connecticut, Georgia, Hawaii, Idaho, Indiana, Maine, Montana, New Hampshire, North Dakota, and Texas
—"irretrievable breakdown" as an additional ground; in 7 States
—Alabama, Alaska, Connecticut, Kansas, Nevada, New Mexico,
and Oklahoma—incompatibility added to existing grounds; in 20
States,18 the District of Columbia, and Puerto Rico, separation or
absence for a specified period of time; and in 9 States—Alabama,
Hawaii, Louisiana, New York, North Dakota, Tennessee, Utah,
Virginia, and Wisconsin—and the District of Columbia, a prior decree of limited divorce.
All but 6 States—California, Connecticut, Hawaii, Kentucky,
Louisiana, and Washington—now impose a prior residency requirement as a condition for filing suit for divorce. The trend is
toward revision of statutes to provide for a shorter term of residency, usually 1 year or less. Application of the requirement varies
in some States depending upon the grounds on which the suit is
based and where the cause occurred. Under certain circumstances,
lesser or longer residency may be required by the court either
before suit may be filed or before final decree may be entered.
In a series of decisions dating from the early seventies, the U.S.
Supreme Court voided State residency requirements for purposes
of voting, welfare payments, and free medical aid, on the grounds
that they violated constitutional rights of equal protection and due
process and the fundamental right of interstate travel. However,
in January 1975, the Court upheld a challenged 1-year residency
U.S.
The marequirement for divorce. Sosna v. Iowa,
jority decision did not discuss the questions of equal protection,
due process, or the right to travel. Instead, it relied on the argument that the State may legitimately regulate the divorce process
and has interests in protecting itself both from use as a "divorce
18 Arkansas, Connecticut, Hawaii, Idaho, Louisiana, Maryland, Nevada, New Jersey, New
York, North Carolina, Ohio, Rhode Island, South Carolina, Texas, Utah, Vermont, Virginia,
West Virginia, Wisconsin, and Wyoming.
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mil 1" and from possible collateral attack on its judgments in other
States.
As in the case of several other aspects of divorce reform, the
traditional concept of alimony has been altered in recent years by
the revision of statutes in several States. Recognition that alimony
or support laws should be equally applicable to either spouse, depending upon the respective circumstances of each, is now rather
widespread. Although there is no uniform pattern, the trend is toward statutory grant of authority to award alimony to either husband or wife after consideration of the actual economic need and
resources of each along with other relevant factors, without regard to marital fault. Increasingly, the age of the wife and her
present or potential earning power are significant factors affecting
court-ordered awards. Alimony awards to women tend to be lower
than in the past and are frequently either by lump sum or for
limited periods of time.
Thirty States 19 now have statutory authority for the award of
alimony to either party. Seventeen States,20 the District of Columbia, and Puerto Rico permit an award of alimony only to the
wife in the discretion of the court. North Carolina law provides
for alimony only if the spouse is unable to work. Pennsylvania and
Texas make no provision in law for alimony on final decree; however, in Pennsylvania the court is empowered to award alimony
for the support of either an insane wife or an insane husband. In
Mississippi and Wyoming, both of which make no provision for
alimony to the husband, the wife may be held liable for support of
the husband in case of divorce on the ground of his mental illness.
In May 1974, in the divorce case of Murphy v. Murphy (206 S.E.
2d 458), a Georgia Superior Court judge ruled that the Georgia
statute relating to alimony was unconstitutional because the definition of alimony as "an allowance out of the husband's estate made
for the support of the wife when living separate from him. . . .
denies husbands as a class due process and equal protection of the
law" and that a law requiring men to support former wives is a
form of sex discrimination. The ruling was reversed by the Georgia
Supreme Court, and the U.S. Supreme Court declined on April
21, 1975, to review this decision.
The latest revision of the Social Security Act has significant
economic implications both for dependent spouses and children
19 Arizona, Arkansas, California, Colorado, Connecticut, Delaware, Florida, Hawaii, Indiana,
Iowa, Kansas, Kentucky, Maine, Massachusetts, Michigan, Minnesota, Missouri, Montana,
Nebraska, New Hampshire, New Jersey, North Dakota, Ohio, Oklahoma, Oregon, Utah, Vermont, Virginia, Washington, and West Virginia.
20 Alabama, Arkansas, Georgia, Idaho, Illinois, Louisiana, Maryland, Mississippi, Nevada,
New Mexico, New York, Rhode Island, South Carolina, South Dakota, Tennessee, Wisconsin,
and Wyoming.
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in the event of divorce and for the Government which pays welfare and other costs of maintaining those members of society who
become public charges. Effective January 1, 1975, the Federal Government is required, for the first time, to enforce and collect lawful
alimony and child support obligations. The enabling legislation,
Public Law 93-647, requires the Government to make bona fide
deductions for alimony and child support from monies in any
form (entitlement to which derives from employment) due from
or payable by any department, agency, or instrumentality of the
U.S. Government to military personnel and civilian employees,
including retirees, and to recipients of social security and veterans'
benefits. The law does not apply to any types of debt other than
alimony and child support. Prior to this enactment, the Federal
Government, as sovereign, had refused to allow itself to be sued
for such collections or to otherwise collect money from its employees for any outside indebtedness.
The new law also provides for:
Establishment within the Department of Health, Education, and
Welfare of a separate organizational unit under the direction of
the Assistant Secretary for Child Support to plan and prepare
for implementation of a program which will, among other things,
provide for operation of a Parent Locator Service for the purpose of obtaining information as to the whereabouts of any
absent parent when such information is to be used in the enforcement of child support obligations.
Requirement that each State establish and administer an effective program, in accordance with DHEW standards, for locating
absent parents, establishing paternity, obtaining support orders,
and collecting support payments, utilizing its own collection
mechanisms, any reciprocal arrangements adopted with other
States, and resort to Federal courts.
Authorization for Internal Review Service to collect delinquent
child support obligations, utilizing procedures similar to those
used in collection of taxes.
Elimination of a discharge in bankruptcy under the Bankruptcy
Act as a means of release from payment of child support obligations.

128.

Abortion Laws

On January 22, 1973, the U.S. Supreme Court ruled that the
abortion laws of Texas and Georgia violated the right to privacy
guaranteed under the U.S. Constitution. Roe v. Wade, 410 U.S. 113,
and Doe v. Bolton, 410 U.S. 179. In essence, the Court said that
during the first trimester of pregnancy the abortion decision must
be left to the pregnant woman and her physician. After the first
12 weeks, the State may intervene to protect the mother's health
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by establishing requirements as to who can perform the abortion
and the facility in which the procedure is to be performed. During
the last trimester, the State can intervene to protect the fetus and
can prohibit abortions, except those necessary to preserve the life
or health of the mother.
Inasmuch as the abortion laws of most of the States were similar
to those of Texas and Georgia, the decisions had far-reaching
effects.21 Before the year was out, the abortion laws of at least
35 additional States—Arizona, Colorado, Connecticut, Delaware,
Florida, Illinois, Iowa, Kentucky, Louisiana, Maine, Maryland,
Massachusetts, Michigan, Minnesota, Mississippi, Missouri, Montana, Nebraska, Nevada, New Hampshire, New Mexico, Ohio,
Oklahoma, Oregon, Pennsylvania, Rhode Island, South Carolina,
South Dakota, Tennessee, Utah, Virginia, Washington, West Virginia, Wisconsin, and Wyoming—had been declared by State attorneys general and/or courts to be unconstitutional.
Since the Supreme Court decisions, at least 34 States—Arizona,
Arkansas, California, Georgia, Idaho, Illinois, Indiana, Kentucky,
Louisiana, Maine, Maryland, Massachusetts, Michigan, Minnesota,
Mississippi, Missouri, Montana, Nebraska, Nevada, New Jersey,
New York, North Carolina, North Dakota, Ohio, Pennsylvania,
Rhode Island, South Carolina, South Dakota, Tennessee, Utah,
Vermont, Virginia, Wisconsin, and Wyoming—have enacted at
least one new law relating in some way to abortion.
Some of the new laws are in line with the Supreme Court decisions. Several others, however, have in turn been found to violate
the Constitution. For example, Rhode Island's March 1973 law,
which declared that human life begins at the instant of conception
and made anyone who performed, assisted, or counseled an abortion that was not necessary to preserve the life of the mother
subject to a murder charge, was declared unconstitutional by a
district court in May 1973. Also, Utah's new law, which even in
the first 90 days permitted abortion only to preserve the woman's
life or health, was declared unconstitutional by a district court in
September 1973—only 2 months after its effective date.
Many of the recent challenges to State abortion laws or regulations have involved requirements for consent of husbands or, in
the case of unmarried minors, parents or guardians. Such restrictions generally have been found to be unconstitutional.22 In addition, State limitations on medicaid payments for legal abortions
have been found contrary to the Constitution or the Social Security
21 Some of the following data on decisions and laws were supplied by the Association for
the Study of Abortion, Inc.
22 A lower court upheld Missouri's new law, which has consent requirements; however, on
February 18, 1975, the Supreme Court blocked enforcement pending the outcome of a.n appeal.
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Act.23 In March 1975, the U.S. Supreme Court sent back to a special three-judge court one of these cases, which had been decided
on constitutional grounds. The Court implied that the lower court
should have avoided deciding the constitutional issue until it had
decided whether the State regulation violated the Social Security
Act.
A number of States have enacted provisions that permit hospitals to refuse to admit patients for abortion and staff members
to refuse to participate in abortions because of religious or moral
beliefs. Federal district courts have held that public hospitals may
not refuse to allow their facilities to be used for abortions. And
the Supreme Court has let stand an appeals court ruling that a
municipal hospital may not constitutionally prohibit the use of its

facilities for "nontherapeutic" abortions. City of Virginia v. Ny-

berg, No. 74-192. The Court also let stand a lower court's ruling
that struck down extensive abortion regulations during even the
first trimester of pregnancy. Chicago Board of Health v. Friendship Medical Center, No. 74-935.
Meanwhile, several Members of Congress have sought to counteract the Wade and Bolton decisions through legislation and proposals to amend the Constitution. A proposed antiabortion rider to
the Labor and Health, Education, and Welfare (HEW) appropriations bill was defeated in 1974; however, the Legal Services Corporation Act (Public Law 93-355) included a prohibition on the
use of legal funds for proceedings or litigation seeking to procure
a nontherapeutic abortion, and a ban on use of foreign aid to
support abortions as a method of family planning was reenacted
in the Foreign Assistance Act of 1974 (Public Law 93-559).
Moreover, a moratorium on fetal research in HEW programs was
approved as part of a law that also exempts individuals from participation in any HEW service or research which is contrary to
their religious or moral convictions (National Research Service
Awards and Protection of Human Subjects Act of 1974, Public
Law 93-348).
One set of proposed constitutional amendments introduced in
the current Congress (94th) would give the States unrestricted
right to regulate or prohibit abortion. Another set says that with
respect to right to life, the word "person" as used in the 5th and
23 An October 1974 telephone survey, made by the Alan Guttmacher Institute, showed that
39 States—Alabama, Alaska, Arkansas, California, Colorado, Connecticut, Delaware, Florida,
Georgia, Hawaii, Idaho, Illinois, Iowa, Kansas, Maine, Maryland, Massachusetts, Michigan,
Minnesota, Mississippi, Montana, Nebraska, Nevada, New Jersey, New Mexico, New York,
North Carolina, North Dakota, Ohio, Oklahoma, Pennsylvania, Rhode Island, South Dakota,
Tennessee, Texas, Utah, Virginia, Wisconsin, and Wyoming—and the District of Columbia
provided medicaid payments for legal abortions without restrictions (almost double the number
of States which had indicated an unrestricted policy 16 months earlier). Five of the States had
been ordered to do so by Federal courts. See Family Planning/Population Reporter, December
1974.
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14th Amendments applies to "all human beings . . . at every stage
of their biological development"; most of these would permit abortion to save the life of the mother.
At the time this section was written, Commonwealth v. Edelin,
a Massachusetts case, was receiving nationwide (possibly worldwide) coverage. A jury convicted Dr. Edelin of manslaughter of
a fetus aborted in accordance with the Supreme Court decisions.
Although the charge carries a possible penalty of 20 years in
prison, the judge gave the doctor a 1-year sentence and placed him
on probation. An appeal of the conviction is anticipated.
129.

Credit

Access to credit is second only to employment in determining
the standard of living of most Americans. Yet numerous studies
reveal that creditors generally have not accorded women the same
credit status as men similarly situated and have not taken wives'
incomes fully into account in determining the credit potential of
married couples. The impact of discrimination in credit has been
felt particularly by women who are divorced, separated, widowed,
or aged.24
In October 1974, Congress amended the Consumer Credit Protection Act (Public Law 90-821) by adding at the end thereof a
new title VII entitled "Equal Credit Opportunity" (Public Law
93-495). Title VII provides that it shall be unlawful for any creditor to discriminate against any applicant on the basis of sex or
marital status with respect to any aspect of a credit transaction.
The new Federal law includes mortgage transactions as well as
consumer and commercial credit and applies to commercial banks,
savings and loan institutions, credit unions, retail stores, credit
card companies, government lending agencies, common carriers,
airlines, stockbrokers, small business investment companies, agricultural cooperatives, and other firms regularly engaged in credit
matters. The new law becomes effective October 28, 1975.
Administrative and compliance responsibilities under the act
are distributed among a number of Federal agencies. The Board of
Governors of the Federal Reserve System has primary responsibility for developing regulations to carry out the law.25 The Federal Trade Commission has residual compliance authority when no
other Federal agency specified by the act has jurisdiction. The
following is a chart of agencies with specific compliance responsibility.
24 See hearings on economic problems of women, before the Joint Economic Committee,
July 1973, presided over by Congresswoman Martha Griffiths.
25 Proposed implementing rules were published in April 1975. Hearings were to begin on
May 28.
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Institution

Compliance Agency

National banks

Comptroller of Currency-

Member banks of Federal
Reserve System

Board of Federal Reserve System

Other banks insured by Federal
Deposit Insurance
Corporation
Federal Deposit Insurance
Corporation
Savings and loan associations —Federal Savings and Loan Insurance Corporation
Federal credit unions

—

Air carriers

.National Credit Union Administration
-—Civil Aeronautics Board

Common carriers

Interstate Commerce Commission

Federal land banks, Federal
land associations, Federal
intermediate credit banks,
production credit associations-Farm Credit Administration
Small business investment
companies

Small Business Administration

Activities subject to Packers
and Stockyards Act of 1921

Secretary of Agriculture

Securities brokers and dealers

Securities and Exchange Commission

All others

Federal Trade Commission

Each compliance agency is authorized to issue supplemental
regulations relating to its internal procedures. In addition, the act
provides for civil suits in Federal district courts without regard
to the amount in controversy. Applicants suing in an individual
capacity can receive punitive damages up to $10,000. Class actions
and injunctive relief are also authorized.
The new law preempts State laws prohibiting the separate extension of credit to husband and wife if each applies for separate
credit from the same creditor and each spouse is solely responsible
for the debt contracted. When separate credit is extended to each
spouse, the creditor may not add the two accounts together to determine finance charges or loan ceilings.
Generally an aggrieved applicant for credit has the option of
pursuing remedies under either the Federal law or under State
and local laws relating to credit discrimination. In some situations
it may be more advantageous for victims of credit discrimination
to proceed under the State or local laws.
383
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The Federal law permits creditors to make inquiries concerning
an applicant's marital status and to consider the impact of State
property laws for the sole purpose of evaluating the creditworthiness of applicants. Also a creditor may request the signature of
both parties to a marriage when required by State property laws.
On April 1, 1975, at least 40 States—Alaska, Arkansas, California, Colorado, Connecticut, Florida, Georgia, Hawaii, Illinois,
Indiana, Iowa, Kansas, Kentucky, Louisiana, Maine, Maryland,
Massachusetts, Michigan, Minnesota, Missouri, Montana, Nevada,
New Jersey, New Mexico, New York, North Carolina, Ohio, Oklahoma, Oregon, Pennsylvania, Rhode Island, South Dakota, Tennessee, Texas, Utah, Vermont, Virginia, Washington, West
Virginia, and Wisconsin—and the District of Columbia had legislation or regulations on some aspect of discrimination in credit
based on sex and/or marital status. In addition, many communities
have credit ordinances or assign personnel to assist the public
informally in resolving problems of equal credit opportunity. Such
services are frequently in the office of the mayor or the county
executive.
130.

Housing

The availability of credit is particularly vital to women when it
determines their access to rental and/or ownership of housing.
Policy statements issued by the Veterans Administration in July
1973 and by the Fede:~il Housing Administration earlier sought to
remedy discrimination against women in mortgage loan guaranty
practices. The following year, Congress incorporated similar provisions designed to prohibit and remedy discriminatory practices
in an omnibus housing law.
Title I of the Housing and Community Development Act of 1974
(Public Law 93-383, approved August 22, 1974), among other
things, established a block grant program as a replacement for
programs for public facilities loans, open space grants, public
works planning advances, water and sewers, neighborhood facilities, advance acquisition of land, urban renewal grants, and model
cities. Discrimination in any program or activity funded under this
title on the grounds of race, color, national origin, or sex is prohibited. Grant payments may be terminated or reduced in the case
of noncompliance.
The new law also amended the National Housing Act to prohibit
discrimination based on sex in federally related mortgage loans,
insurance guaranty, or related assistance; and required lenders
to consider the combined incomes of husbands and wives in extending mortgage credit. In addition, it amended the 1968 Civil
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Rights Act's title VIII (the Fair Housing Act) to prohibit discrimination on the basis of sex in the financing, sale, or rental of
housing or the provision of brokerage services (discrimination on
the basis of race, color, religion, and national origin was already
prohibited).
Shortly after the law was approved, the Office of Equal Opportunity of the Department of Housing and Urban Development
(HUD) contracted with the National Council of Negro Women to
develop basic research data on discriminatory practices against
women in housing. Data collected from hearings in five cities were
to be used by the Department, courts, legislative bodies, institutions, and others involved in expanding fair housing for women
and educating the public on the effects of discrimination.
In December 1974 the Federal Home Loan Bank Board issued
regulations to implement the lending provisions of the new law.
The regulations require every federally chartered lender, as well
as those making "federally related" real estate loans backed by
the Veterans Administration or Federal Housing Administration,
to evaluate loan applicants for their creditworthiness without reference to presumed characteristics of a group. The combined incomes of both husband and wife must be considered without
prejudice. The Board specifically disapproved of the practice of
requiring, as a condition for counting a wife's income, information
relating to birth control practices of a couple or their ability to
have children. The regulations state that requiring a single woman
with steady employment or other income to obtain a cosigner or
guarantor for a mortgage loan is sex discrimination if the same
requirement does not apply to single men.
Also in December, the U.S. Commission on Civil Rights recommended that HUD—now without leverage to force compliance
except by the threat of barring violators from HUD program funding and the right to refer "pattern or practice of discrimination"
cases to the Justice Department for suit—be given the power to
issue cease and desist orders.
In January 1975 the Justice Department for the first time sought
to bring a sex discrimination action under the new law. The Department asked a Federal court to declare that an apartment management firm in Richmond, Virginia, which considered only the
income earned by a husband in determining whether to rent to a
married couple, had violated the Fair Housing Act.
In May 1975 HUD issued editorial modifications in regulations
with respect to equal housing opportunity so as to reflect the congressional mandate expressed in amended title VIII. The regulations include requirements for "an affirmative program to attract
buyers or tenants, regardless of sex, of all minority and majority
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groups to the housing for initial sale or rental" and a nondiscriminatory hiring policy with respect to sale or rental staff.
Many States, counties, and cities have enacted prohibitions
against sex and/or marital status discrimination in the rental or
sale of housing. These provisions are sometimes part of an overall
civil rights code. Inquiry about these laws or ordinances can be
made to city hall or a county courthouse.
131.

Maiden Name

While most women who marry in the United States adopt the
names of their husbands, there are an increasing number of women
who are choosing to continue the use of their birth or maiden
names. Some women are using a hyphenated name consisting of
their maiden name and their husband's name. The recent interest
in not changing one's name because of marriage can be tied to
the desire of women to maintain their identities and to demonstrate the equality of marriage partners in the changing social
order. It is clearly one of the issues of the women's movement.
And, going back into history, a famous exponent in this country
of the right of a married woman to her separate identity was Lucy
Stone of Massachusetts, who married Henry B. Blackwell in 1855,
but still remained known as Lucy Stone. While some women have
successfully used their maiden name for business and professional
reasons, and women are able to get passports issued in their maiden
name, in most jurisdictions women cannot use their maiden name
in voting and in obtaining a driver's license.
Generally, the controversy over surnames of married women
has been in terms of the common law rather than statutory law.
Only one State—Hawaii—has had a general statutory law that required every married woman to adopt her husband's name as a
family name.26 (See below for discussion of motor vehicle and
voter registration laws.) On January 27, 1975, the statute, which
was first incorporated into Hawaii's laws in 1860—99 years before
Hawaii became the 50th State, was found by a State circuit court
to be contrary to the State's equal rights constitutional provision
(a 1972 amendment to the Hawaii constitution). The decision in
Cragun and Spiller v. Hashimoto, Civil No. 43175, states, in part:
In my opinion this reason [that the law merely sets forth what
is the common law already, and that which is ordinary custom
and usage] cannot support the statute because the common law's
traditional treatment of women is one of the very things the
women's right movement seeks to change, and I believe that our
constitutional convention intended to remove common law, plus
other impediments to equality for women when they suggested
20

Puerto Rico also has such a law.
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these articles, and the people did also when they approved
them . . .

It should be noted that the judge also points out that under another statute a woman is permitted to pay a fee plus attorney's
fees at the Lieutenant Governor's office and have her name changed
back to her birth-given name. And then the judge asks, "So what
is reasonable or rational about a policy that may be avoided anyhow?"
All States do have a statutory procedure for changing one's
name. However, it does appear to be discriminatory to require a
married woman to go through this process to keep her maiden
name, since a man is not required to go to the courts to retain his
birth name.
"Custom" is much more difficult to change than law. Because it
seems that something has always existed, there is an assumption
that obviously it is written into the Constitution or basic statutory
laws. But researchers in this area have found that where a requirement for a woman to use her husband's name does appear it
is generally in a motor vehicle registration or a voter's registration law or regulation. There have been a few recent court decisions on the motor vehicle or voter registration laws which are
relevant. Two of those most frequently cited are Alabama and
Maryland cases. In 1972 the U.S. Supreme Court affirmed without
opinion a lower court's holding that Alabama's requirement that a
married woman obtain a driver's license in her husband's surname
did not violate the 14th Amendment because there was available a
"simple and inexpensive" means by which all persons in the State,
including married women, could change their names in court.
The court justified adherence to the common law rule because "the
custom of the husband's surname denominating the wedded couple
is one of long standing." Forbush v. Wallace, 405 U.S. 970.
On the other hand, the highest court of Maryland held in 1972
that a married woman could register to vote in her maiden name
when she has used that name continuously since her marriage.

Stuart v. Board of Supervisors of Elections, 266 Md. 440. The

court noted: "Thus . . . a married woman may choose to adopt the
surname of her husband—this being the long-standing custom and
tradition which has resulted in the vast majority of married
women adopting their husband's surnames as their own—the mere
fact of the marriage does not, as a matter of law, operate to establish the custom and tradition of the majority as a rule of law
binding upon all."
In Connecticut, Illinois, Kansas, Louisiana, Ohio, Texas, and
Wisconsin, there have been State court decisions in accord with
Stuart. There have also been several State attorney general opin-
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ions either supplementary to the decisions or along the same lines.
The Virginia Attorney General, in response to a request from the
Board of Elections, wrote in June 1978 that married women
who have consistently maintained their maiden names since marriage should be allowed to register in those names. And after
pointing out that the common law right to adopt a new name
without resort to legal proceedings resulted in the practice of
assuming the surname of one's husband after marriage, the Attorney General of Vermont stated in February 1974 that "it is
important to note that the change of name is a product of custom,
not a result of law. . . ."
In January 1973, the Legislative Council to the Texas Legislative Council expressed his opinion that, in light of the State equal
rights amendment, a married woman cannot be required to assume
her husband's surname in Texas at the time of marriage. The
Pennsylvania Attorney General also based in part on the State
equal rights provision his August 1973 opinion that a married
woman can use for the name required for a driver's license and
vehicle registration her birth name, her husband's surname, or
another name by which she is and has been known as demonstrated by reasonable evidence.
There have also been contrary opinions by lower courts in at
least Virginia (but see later Attorney General's opinion) and in
Florida.
Because the area remains unclear, and until the ERA is adopted,
women who desire to continue to use their birth names after marriage or who wish to revert to use of birth names are advised to
obtain competent legal advice on the matter.
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Part III
Institutions and Mechanisms to
Advance the Status of Women
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OVERVIEW
In its 200 years as an independent Nation, the United States
has developed from an agrarian society into a highly industrialized one. The growth in the Nation's economy has been accompanied by an equally dramatic growth in social, political, and
economic freedom and opportunities. At the same time, concern
for the individual rights of all citizens—men and women—continues to be a motivating force in the Nation.
The strong interest in the status of women which developed in
the United States during the last decade is reminiscent of the
earlier suffragist movement which resulted in the adoption in
1920 of the 19th Amendment to the Constitution giving women the
right to vote.
Many women's organizations founded in that era have continued
to advocate women's rights, and numerous groups have been organized in recent years, giving new impetus to the movement for
women's rights. Today, ever larger numbers of women—regardless
of age, economic status, political persuasion, educational level, or
racial or ethnic origin—are coming together in groups and coalitions of groups whose goals are full participation for women in
the economic and political life of the country, based on sex equality.
It has been the activities and demands of the women's organizations that have given visibility to the discrimination and inequities
that hamper women's advancement. As public attention has focused on women's issues, institutions and mechanisms have evolved
and are contributing to improvements in the status of women. At
the Federal level these include the Office of Women's Programs of
the White House; the Federal Women's Program of the U.S. Civil
Service Commission; the Women's Action Program of the U.S.
Department of Health, Education, and Welfare; the U.S. Commission on Civil Rights; and various advisory groups such as the
Citizens' Advisory Council on the Status of Women and the advisory committees created by some Federal agencies.
At the same time, the Women's Bureau, established in 1920 in
the U.S. Department of Labor to promote the welfare of women
workers, has accelerated its activities to encourage equal educational and employment opportunities for women and to eliminate
discrimination against them.
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At the State, county, and municipal levels, a significant role is
being played by commissions on the status of women and, more
recently, by the coalition of commissions which share geographical
proximity or mutuality of objectives.
On the international scene, women have also become increasingly aware of their great potential and have begun, through organizations such as the U.N. Commission on the Status of Women
and the Inter-American Commission of Women, to demand equal
participation in the life of their nations and in international organizations.
Some of the mechanisms to advance the status of women—
Federal agencies and programs, State and local commissions on
the status of women, and international agencies—are discussed
in the following chapters.
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10
FEDERAL MACHINERY
Over the years the government, especially at the Federal level,
has joined with women's groups and individual citizens in demanding equality for women. Although there are constitutional
guarantees and numerous laws designed to protect the rights of
women, the U.S. Government has found it necessary to create Federal machinery that can ensure effective and continuing leadership
in advancing the status of women.
132.

The White House

Within the Federal Government, the effort to advance the status
of women was given special impetus in 1971 with the appointment
to the President's staff of an assistant charged with recruiting
women for policymaking positions in the Federal Government. At
the same time, Federal agencies were directed to increase the number of women in appointive positions in the top three grades and in
both career and appointive positions at the next three grade levels.
Then, in 1973 a woman was appointed to the highest level in the
Executive branch with the title of Counsellor to the President,
with Cabinet rank. More recently, in December 1974, the President appointed a Special Assistant for Women, whose staff includes the Director of the Office of Women's Programs of the
White House. This Office was set up to act as liaison between the
White House and women's organizations in the country. It also
works closely with Federal Departments and agencies in shaping
legislation and regulations aimed at eliminating discrimination
against women, and encourages women to seek top level jobs in
the Federal Government.
133.

Women9s Bureau

Earliest among Federal efforts was the establishment of the
Women's Bureau by an act of Congress in 1920, at about the same
time of the adoption of the constitutional amendment which extended to American women the right to vote. The Bureau, established as a part of the U.S. Department of Labor, was charged
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specifically with formulating standards and policies that would
promote the welfare of wage-earning women, improve their working conditions, increase their efficiency, and advance their opportunities for profitable employment. For several decades thereafter,
interested and committed groups, with the support of the Bureau,
were influential in getting laws passed at both the Federal and
State levels of government to correct many of the inequities that
existed. Today, the Women's Bureau continues its concern for the
many women in the United States who are in the labor force—
more than 36 million in 1975—and the millions of other women
and young girls who are potential workers.
The Bureau is headed by a Director, a Presidential appointee,
who is also Deputy Assistant Secretary for Employment Standards and Special Counselor to the Secretary of Labor for
Women's Programs. The Bureau staff of some 75-80 persons, includes economists, statisticians, social scientists, lawyers, and administrative and clerical personnel in its national and regional
offices. Its 10 regional offices, located in the U.S. Department of
Labor regions, are staffed by two or three persons each.
The Women's Bureau serves as leader, advocate, adviser, and
stimulator, as well as the central clearinghouse for economic and
legal information about women. Its findings provide background
information and up-to-date statistics on current trends and developments in women's employment, legal rights, educational attainment and other areas, to various Federal, State, and local public
agencies including the Congress; to private organizations and
groups in the United States; and to international bodies, organizations, and individuals around the world.
The Bureau directs its resources into definable goals and objectives which provide maximum leverage and effectiveness in increasing employment opportunities for women, eliminating sex
discrimination, and improving the capability of women to make
full use of their skills and abilities in the economy. The Bureau's
programs must, of course, fit into the overall goals of the Department of Labor and of the Employment Standards Administration,
the Departmental agency under which the Bureau falls administratively.
The Bureau's program goals can be summarized as follows: to
improve the employability of women and minorities, to increase
employment opportunities for women and minorities, and to reduce discrimination in employment based on sex and race.
In pursuing its basic goals, the Bureau's program is directed toward the following objectives:
• To encourage the advancement of women workers to more
skilled and responsible jobs in the economy;
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• To develop direct lines of communication with the Women's
Bureau constituency at the national and local levels;
• To coordinate with other offices and Administrations within
the Department of Labor, as well as with other Federal agencies, programs and activities relating to the elimination of
sex discrimination in employment and to improvement of
women's status;
• To expand research and technical assistance in areas which
would be affected by the proposed Equal Rights Amendment;
• To be the official Federal resource on the status of women in
employment and related areas.
Programs of the Bureau include informing women of their
legal rights and providing advisory services to employers engaged
in developing affirmative action programs to eliminate sex discrimination in the recruiting, hiring, training, and promotion of
women. The Bureau promotes the entrance of women into fields
that traditionally have not been open to them, including apprenticetype jobs. It is concerned also with upward mobility for women
in low-skilled, low-wage occupations such as private household
work.
The Women's Bureau has established a comprehensive outreach
program through which it plans, designs, and implements specific
programs to reach women's organizations and such special target
groups as trade union women, minority women's organizations,
youth groups, groups concerned with women offenders, and
women's voluntary organizations. The program is also directed
to public groups such as commissions on the status of women.
These organizations use the Bureau's research data and other information to determine gaps in resources, programs, and services
available to the special target groups, and to plan programs and
projects to meet the needs of such groups. The Bureau serves as a
catalyst in the establishment of coalitions of organizations with
shared interests and provides replicable models of programs and
projects they can use to serve the groups in which they are particularly interested.
Although the Bureau has always exercised leadership with respect to women's concerns, in recent years its responsibilities
relating to Departmental planning and programs have been substantially increased. The Secretary of Labor issued, in January
1972, an order requiring that activities within the Department
which relate to the varied participation of women in the economic
and social development of the Nation be coordinated with those
of the Women's Bureau; that heads of the various administrative
units in the Department involve the Bureau in the policymaking
processes in matters which pertain to women's interests; that they
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clear with the Bureau material such as regulations, statistical surveys, proposed legislation, congressional testimony, and Department publications which may have an impact on women workers;
and that they utilize the Bureau's expertise on matters which relate to women's interests. A second Secretary's order, issued in
September 1978, required comparable coordination at the regional
level. At both the national and regional levels, intradepartmental
coordination committees, composed of policymaking members of
major Department administrative units, have been set up to implement the Secretary's orders.
A close working relationship with other parts of the Department of Labor has increased the Bureau's effectiveness. By exerting leadership with respect to women's concerns within the
Department, the Women's Bureau constantly brings such concerns
to the attention of offices and agencies that enforce laws such as
minimum wage and overtime pay, equal pay, antidiscrimination
in employment, and occupational health and safety; and programs
such as those requiring affirmative action in hiring, promoting,
and training women in industries where they have been underutilized.
The technical expertise of the Women's Bureau may be utilized
by Congress in considering proposed legislation. The Bureau's
Director or other staff members may be called upon to testify at
Congressional hearings, or to submit publications and special reports for the record. Other Government agencies consult with the
Women's Bureau on issues affecting women, and Women's Bureau
staff participate in numerous policymaking task forces and interagency committees.
After programs have been authorized by legislation or Executive
action, the Bureau provides technical assistance in program development and implementation. Such assistance may consist of providing information on the needs of women, or identifying needs
which have been overlooked. In some instances the Bureau develops a full working partnership with a particular agency in a training program, in the development of a model, or in the operation
of a pilot project.
134. Federal Women's Program
Within the overall equal employment opportunity program of
the Federal Government, the Civil Service Commission established
in 1967 a Federal Women's Program (FWP). Under this program,
all Federal agencies are required to have an FWP Coordinator or
an FWP Committee to act as the agency's contact point, source
of information, and adviser to the head of the agency on matter?
involving the employment of women.
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While specific FWP priorities vary from one agency to another
—depending on the nature of the problems that exist within each
agency—all programs share common goals: first, to make program
managers aware of possible patterns of discrimination in their
agencies and to present suggestions for correcting them; and, second, to make each woman in Government aware of her rights and
possibilities, help her define her goals on the basis of her abilities
and ambitions, and assist her in planning accordingly so as to
broaden her career horizons.
135.

Women's Action Program (Department of Health, Education, and Welfare)

When it was first established in February 1971, the Women's
Action Program (WAP) in the Department of Health, Education,
and Welfare was to make a systematic analysis and develop recommendations for change with respect to both the status of women
as employees of the Department and the impact of the Department's programs on American women in general.
In February 1972, a WAP task force issued a report recommending that these functions be divided into two separate offices
within the Office of the Secretary: the Federal Women's Program
would, as it does in other agencies, provide leadership in the area
of improving the status of women employees in the Department;
the Women's Action Program would concentrate on exercising influence on the policymaking levels of the Department with regard
to the impact of the Department's programs on women throughout
the Nation.
A small professional staff in the WAP conducts research and
policy analysis regarding HEW programs; reviews or assists in
the development of legislative proposals, regulations, and policy
guidelines; and provides guidance to key officials who administer
the Department's major programs. Since the Department is the
largest Federal provider of services in the fields of health, education, welfare, and the social services, the recommendations of the
WAP have a bearing on many of the Federal programs that are of
primary concern to women.
136. Federal Agencies With Investigative and Enforcement
Powers
There are within the Federal Government structure various
agencies charged with the implementation of laws and executive
orders pertaining to women's rights.
In the field of employment rights, the Labor Department's Wage
and Hour Division enforces the Equal Pay Act, which requires
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equal pay for men and women doing substantially the same work
in the same establishment (see sec. 84). The Equal Employment
Opportunity Commission enforces title VII of the Civil Rights Act
of 1964 which prohibits discrimination in employment based on

sex (see sec. 85). The Office of Federal Contract Compliance of
the Department of Labor enforces Executive Order 11246 which

prohibits discrimination based on sex by Federal contractors and
subcontractors (see sec. 86). See also sec. 91 for a discussion on
the coordination of enforcement agencies.
In 1972 the jurisdiction of the U.S. Commission on Civil Rights
was expanded to include sex discrimination. As stipulated by Congress, the Commission is authorized to investigate complaints
alleging that citizens are being deprived of their right to vote or
are being denied equal protection of the laws under the Constitution, because of race, color, religion, sex, or national origin. The
Women's Rights Program Unit of the Commission, established in
1972, oversees the implementation of the Commission's jurisdiction over sex discrimination. The Unit identifies and evaluates
women's rights issues, proposes Commission hearings, studies, and
reports of these issues, and is involved in developing programs
which investigate issues of concern to women of all races and ethnic backgrounds. The Unit functions also as a monitor of all Commission studies to ensure that adequate attention is given to the
collection and analysis of data regarding the status of women.
Title IX of the Education Amendments, approved by Congress
in 1972, prohibits discrimination on the basis of sex at all levels
of the educational system (see discussion in sec. 92). The Public
Health Act also contains provisions that bar sex discrimination
in the admission of individuals to health training programs benefiting from certain types of Federalfinancialassistance. In both instances, the Office of Civil Rights of the Department of Health,
Education, and Welfare is responsible for the enforcement of these
anti-sex discrimination provisions.
137.

Advisory Groups

Advisory groups are the means through which persons outside
the Government can effectively provide input in the Government's
efforts to expand the role of women in the labor force, in education
and training, and in the social welfare structure.
The Citizens' Advisory Council on the Status of Women, established by Executive Order 11126 on November 1, 1963, is the oldest Federal advisory group in the field of women's rights,, The
Council consists of 20 members, appointed by the President, who
serve without pay for an indeterminate period. Its primary functions are:
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• To serve as a primary means for suggesting and stimulating
action with private institutions, organizations, and individuals working for improvement of conditions of special concern to women ;
• To review and evaluate progress of organizations in furthering the full participation of women in American life;
• To consider the effect of new developments on methods of advancing the status of women and recommend appropriate action.
The Council has made recommendations to the President, to
agencies of the Federal Government, to State legislatures, to State
and city commissions on the status of women, and to voluntary
organizations. The Council's recommendations are published without review by any part of the Federal Government, and its views
cannot be attributed to any Federal agency.
The Council, in February 1970, recommended adoption of an
amendment to the U.S. Constitution to require equality of rights
under the law for women and men. The Council has published six
papers on this topic, including a basic legal memorandum undergirding its recommendation with legal theory for interpreting the
amendment. The proponents of the Equal Rights Amendment in
Congress adopted this theory, and their views will furnish guidance to the courts in interpreting the amendment when ratified
and effective.
Other recommendations of the Council include studies of sex
discrimination in the public schools, recognition of the economic
contributions of homemakers, protection of children in divorce
law and practice, acceptance of women in the military services
and in the military academies under the same standards as those
for men, repeal of State laws making abortion a crime, and provision of maximum benefits to women for childbirth leave, within
the existing framework of law and the private system of providing fringe benefits in the United States.

A Task Force on Women's Rights and Responsibilities was ap-

pointed by President Richard M. Nixon in 1969 to review the
status of women and recommend what might be done to further
advance their opportunities. This 13-member task force focused
on inequities in law, employment, education, and social matters,
and related them to specific recommendations. The final report,
A Matter of Simple Justice, was published in April 1970 and recommended many steps to bring full constitutional and legal rights
to women. The work of the Presidential Task Force and of the
President's Commission on the Status of Women (discussed in sec.
138) has provided guidelines for government action, direction for
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the activities of the commissions on the status of women (see sec.
139), and has accelerated the pace of legal and social reforms.
The most recently established advisory group is the Advisory
Council on Women's Educational Programs, called for in the Education Amendments of 1974. The 17 members, appointed by the
President on February 27,1975, are drawn mostly from public and
private educational institutions throughout the United States. The
Council's mandate is to advise the Commissioner of Education
with respect to general policy matters relating to the administration of women's educational equity; advise and make recommendations to the Assistant Secretary for Education concerning the
improvement of educational equity for women; make recommendations to the Commissioner with respect to the allocation of any
funds, including criteria developed to ensure an appropriate geographical distribution of approved programs and projects throughout the Nation; and develop criteria for the establishment of
program priorities.
Some Departments and agencies, among them the Department
of Health, Education, and Welfare and the Department of Labor,
have established advisory committees which enable private citizens
to have input into the policies and programs of the Federal Government.
In 1972 the Secretary of Health, Education, and Welfare created

an Advisory Committee on the Rights and Responsibilities of
Women. The Committee is composed of 17 private citizens and two

ex-officio members—the directors of the Women's Action Program
and of the Federal Women's Program within HEW. The Committee reviews all policies, programs, and activities of HEW as they
relate to women's rights.
The Advisory Committee on Women to the Secretary of Labor
was established by the Secretary in September 1973 to inform him
concerning needs of women workers in the United States and how
the Department of Labor can best meet those needs. The Committee's membership of 18 is drawn from throughout the Nation and
includes men and women and black, white, Asian-American, Puerto
Rican, Mexican American, and American Indian representation.
The members are also representative of all sectors of American
society—labor unions, employers, educational institutions, women's
organizations, youth, older persons, and the low-income population. Among other things, the Committee was asked to identify
barriers which obstruct women's opportunities for employment
and advancement in the work force and make recommendations
to the Secretary for needed action.
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10
COMMISSIONS ON THE STATUS
OF WOMEN
In a relatively short span of time, commissions on the status of
women have evolved from a special commission appointed by the
President in 1961 to 123 State and local commissions established
as of June 1975. Also, a national organization has been formed
to serve as a clearinghouse for commission activities.
138.

President's Commission on the Status of

Women

In December 1961 President John F. Kennedy established the
President's Commission on the Status of Women, whose function
was to examine the needs and changing position of American
women and make recommendations to eliminate barriers to their
full participation in the economic, social, civil, and political affairs
of the Nation. The membership of the Commission included representatives from women's groups, labor, education, religious organizations, and social services; members of both Houses of
Congress; the Secretaries of Labor, Commerce, Agriculture, and
Health, Education, and Welfare; the Attorney General; and the
Chairman of the Civil Service Commission.
The Commission's work focused on seven main areas of interest:
civil and political rights, education, Federal employment, home
and community, private employment, protective labor legislation,
and social insurance and taxes. Special attention was also given
to private employment opportunities, portrayal of women by the
mass media, new patterns in volunteer work, and the problems of
black women. The Commission's report American Women, issued
in October 1963, contained recommendations in each of the areas
listed above.
Acting on the recommendations of the Commission, President
Kennedy signed Executive Order 11126 on November 1, 1963,
establishing the Interdepartmental Committee on the Status of
Women, comprised of the heads of Federal Government departments. He also created the Citizens' Advisory Council on the Status
of Women (described in sec. 137).
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139.

State, County9 and Municipal Commissions

Even before the President's Commission had transmitted its
final report, several States had established commissions on the
status of women. The work and report of the Presidential Commission however, provided great impetus to the trend. By 1967 each
of the States, as well as the District of Columbia, Puerto Rico,
and the Virgin Islands, had established a commission, as had two
municipalities. At first most commissions were set up by executive
order of the Governor, with a specified period of time to prepare
a report. As the commissions began their investigations—first
patterning their work on the seven major areas of the President's
Commission—it became evident that an arbitrary cut-off date
would limit adequate research and would not permit opportunity
for remedial action where discrimination was found in economic,
political, or legal areas. Consequently a movement began toward
obtaining legislative action to establish commissions on a permanent basis. More than half the State commissions in 1975 were set
up by such legislation.
A major development in the commission movement was the realization of need for research and action at the grassroots level,
which shows in the mushrooming of local commissions established
by mayors and county executives and/or councils. In June 1975
the 123 commissions were in 44 States, the District of Columbia,
and Puerto Rico; 36 municipalities, 36 counties, and 5 communities. Many others were in early stages of organization.
Commission members are appointed by Governors, legislatures,
mayors, or county councils to serve as official advocates for women
within their governmental structure. They are unpaid citizens—
men as well as women—from all walks of life, and may include
leaders in women's civic and service organizations, church groups,
unions, employer associations, educational institutions, and professional and vocational organizations. Increasingly these commissions are receiving budgets for small staffs and necessary expenses.
A few have relatively large budgets which provide for specialized
staff, travel of members to meetings or hearings, and small subsidies to projects which the commissions feel need such encouragement.
Commissions have been actively involved in giving visibility to
problems as well as in pushing toward solutions. They have organized community hearings on special problems such as child care
and child support, on the institutional and community aspects of
support for women offenders, and on enforcement as well as enactment of anti-discrimination laws. They have conducted surveys,
testified in government hearings, and worked actively with Federal
and State legislators and local government officials to bring about
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support for the issues of immediate concern to the women of their
locality or of the Nation. They have also worked with both community and government agencies to seek solutions that are mutually beneficial.
In developing strategies, commissions have found that in certain
areas a loose federation or coalition on a geographic basis adds
strength and reduces possible duplication. For example, the Metropolitan Washington Area Coalition of nine commissions was organized in 1972 and includes commissions of two States, the
District of Columbia, four counties, and two municipalities. It
has held monthly meetings, sponsored two annual conferences,
and served as a clearinghouse and source of mutual assistance in
programs affecting the metropolitan area. These have included
improving the credit situation for women and working out a more
equitable fee system for private employment agencies in the adjacent jurisdictions.
The States of Indiana and California are both promoting a
coalition type of working arrangement between the State commission and a variety of local ones which have developed.
140.

National Association of Commissions for
(NACW)

Women

In 1970 various State commissions formally organized into a
confederation known as the Interstate Association of Commissions
on the Status of Women. In March 1975 the name was officially
changed to the National Association of Commissions for Women
to accommodate the growing number of local commissions and to
assure them participation in the organization on an equal basis
with States. The purpose remains the same: to foster closer relationships and fuller exchange of ideas among members, and to further equal legal, social, political, economic, and educational
opportunity and advancement for all men and women. The NACW
is not a governmental entity although its membership consists
entirely of the official commissions established in the States and
local jurisdictions. It is supported by dues paid by the member
commissions, and has a small headquarters office in Washington,
D.C.
In 1974 an Education and Research Fund, Inc., was set up to
serve as a coordinating point for potential research projects and
as a channel for obtaining grants and making them available for
commission projects.
The NACW publishes a bimonthly newsletter to disseminate
information about activities of State and local commissions. It
conducts regional and national conferences which combine speakers
and workshops on concerns of women. The program adopted an-
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nually covers a range of issues from sexism in education to problems of women offenders to women in vocational training
programs. The NACW and its member commissions work jointly
for legislation, programs, and enforcement procedures which will
enhance the position of women of all ages, racial and ethnic groups,
and economic classes.
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10
INTERNATIONAL ACTIVITIES
141. International Women's Year, 1975

(IWY)

The action leading to the proclamation of an international
women's year originated with the United Nations Commission on
the Status of Women during its 24th session in 1972. The Commission noted that 1975, mid-Second Development Decade, was an
opportune time to intensify action to promote equality between
men and women, to ensure the integration and participation of
women in development and in the sharing of its benefits, and to
greatly increase the contribution of women to the achievement
of the fundamental aims and objectives of the United Nations.
Proclaimed by the General Assembly in December 1972, the
central theme of the Year—Equality, Development, and Peace—
stimulated international and national review and evaluation of the
status of women which, in many instances, will strengthen the
international and national machinery designed to protect human
rights and enrich the social, economic, political, and cultural life
of people around the world.
In subscribing to the charter of the United Nations, peoples of
the world undertook specific commitments, among which were a
reaffirmation of faith in fundamental human rights, in the dignity
and worth of the human person, in the equal rights of men and
women and of nations large and small, and in social progress and
better standards of life. Conventions, declarations, formal recommendations, and other instruments, proposed by the U.N. and its
specialized organs to assist governments to translate into reality
the principles of equal rights and nondiscrimination on the basis
of sex, race, religion, and national origin, have been adopted by
the U.N. since 1945. These have been effective, in varying degrees,
in promoting the elimination of discriminatory practices and
toward improving the conditions of life in many countries.
The World Conference for International Women's Year, held in
Mexico City, Mexico, June 19 to July 2, 1975, and participated
in by the 138 Member States and certain categories of nongovernmental organizations, adopted a Plan of Action to provide guidelines for action over the 10-year period 1975-85. The Plan of
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Action is not a substitute for existing international instruments
and programs. It represents another step the United Nations has
taken to advance its international development strategy, to further
encourage appropriate action at international and national levels,
and to sustain progress in the achievement of the goals of IWY—
the goals of development and a more equitable sharing by both men
and women of the tasks and benefits of economic growth,
142.

United Nations Commission on the Status of Women
(UNCSW)

The United Nations Commission on the Status of Women is one
of the functional commissions of the Economic and Social Council
(ECOSOC), the body responsible for the economic and social activities of the United Nations. The UNCSW was established in
1946 to prepare recommendations and reports to ECOSOC on promoting women's rights in political, economic, civil, social, and
educational fields. It is also responsible for calling to the attention
of the Council urgent problems in the field of women's rights.
The Declaration on the Elimination of Discrimination Against
Women, drafted by the Commission and adopted by the General
Assembly in 1967, has guided the Commission in its work, and its
eleven articles set forth for Member States the principles of rights
for women on equal terms with men. Participants in the 24th
biennial session of the UNCSW in 1974 adopted a resolution expressing the view that existing international instruments designed
to eliminate discrimination were not adequate in all respects and
that there is a need for a new instrument (convention) which
would be legally binding on Member States. It was felt that the
Declaration constituted a moral commitment, while a convention,
which is subject to ratification, represents an obligation. Further
action on this status of women document is pending.
The UNCSW has stressed the need for more women in decisionmaking and policymaking positions to ensure that the formulation
and implementation of national, regional, and international policies
reflect women's views and concerns. It has called attention to the
influence of the mass communication media on the image of women
and the formation of attitudes toward the role of women, and has
obtained reports from Member States on current activities leading
to diminishing sex-role stereotypes.
The care and handling of the family responsibilities of working
women, the status of women in family law, the effects of scientific
and technological development on the role of women, the civic and
political education of women, and the relationships between population factors and the status of women are examples of the agenda
items that have been subjects for discussion, studies, reports, reso-
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lutions, and recommendations. The viewpoints and reporting of
actual situations in the various countries promote a greater awareness of the similarities which unite women worldwide, and reveal
methods which can be applied to alleviate unfavorable conditions.
In recent years the UNCSW has stressed the value of national
machinery, such as women's bureaus and commissions on the
status of women, to make more effective its recommendations, as
well as to provide assistance to national governments in developing plans and programs which ensure the utilization, participation,
and integration of women in development. The first interregional
seminar on this subject was held in Ottawa in 1974, sponsored
jointly by the U.N. and the Government of Canada. Initiatives
have been taken by regional commissions and national governments toward establishing such machinery in countries where it
does not presently exist.
143.

International Labour Organisation (ILO)

The International Labour Organisation was established in 1919
and became the first specialized agency to become associated with
the United Nations in 1946. The United States served as host to
the Founding Conference, but did not become an official member
until 1934.
The ILO is a tripartite organization, bringing together representatives of governments, labor, and management. It is composed
of three separate organs: (1) the International Labour Conference, which examines social problems and adopts conventions and
recommendations for submission to governments; (2) the Governing Body, the executive arm of the Organisation; and (3) the
International Labour Office (headquarters in Geneva), which has
the permanent staff of the ILO.
One of the purposes of the ILO is to improve, through international action, labor conditions and living standards, and to
promote economic and social stability. Through conventions and
other official instruments, the ILO promotes international minimum standards pertaining to conditions of work for various classes
of men and women in the labor force, and the elimination of
economic and social discrimination.
The ILO has adhered to the principle that the needs and problems of women should be dealt with in the same general framework
as those of men. In this way, its activities to achieve progress and
social justice have brought benefits to both sexes. This has been
true in relation to employment and unemployment, vocational
training, conditions of work, freedom of association, labor relations, occupational safety and health, social services, and the development of human resources. ILO action is an integral part of
407
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a global effort by the international community to comply with
resolutions passed by the General Assembly of the United Nations
which call for a unified and long-term program for the advancement of women.
Helping to improve the situation of women is among the objectives of the World Employment Programme and of technical
cooperation programs in various countries of the Third World.
In 1964 the General Conference of the ILO requested Member
States to consider the desirability of taking appropriate steps to
establish within the framework of national administration a central unit for coordinating research, planning, programing, and
action on women workers' opportunities, needs, and problems; to
develop systematic arrangements for consulting employers' and
workers' organizations concerned (with women workers) ; and to
encourage the dissemination of information regarding all aspects
of women's employment and conditions of work.
An Asian regional workshop on administrative arrangements
for the exercise of responsibilities of labor departments with regard to women workers was held in Tokyo in 1974 with assistance
from the Government of Japan.
The ILO participated in IWY activities by including on its
agenda for the International Labour Conference in June 1975 a
discussion of Equality of Opportunity and Treatment for Women
Workers with a view toward subsequent adoption of one or more
resolutions and a declaration. Other action programs on the ILOIWY agenda included the study, by the Conference Committee
on the Application of Conventions and Recommendations, of a
survey on the application of the convention and recommendation
on equal pay; the adoption of international instruments on human
resources development; vocational guidance and vocational training, which include special measures on training and vocational
guidance for women; a study of social security for women; and
special emphasis on the problems of women workers in the development of current programs, such as workers' education.
144.

Inter-American Commission of Women (IACW)
(CIM—Comision Interamericana de Mujeres)

In the Western Hemisphere, the Sixth International Conference
of American States, meeting in 1928, passed unanimously a resolution creating the Inter-American Commission of Women, the
first time in history that an official regional body had been established to promote the rights of women. The IACW became a
permanent specialized organization of the Organization of American States (OAS) in 1953. The Commission has assumed the
responsibility for lessening the gap between the de jure and de
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facto situations of women in South and Central American countries. It is encouraging the review and revision of laws and national codes, and continues to express concern for existing
discriminatory or limiting factors and practices which affect equal
opportunities for women.
The IACW has promoted the establishment and strengthening
of women's bureaus in South and Central America and has received the support of the OAS in this endeavor. A recommendation
adopted during the 1969 meeting of the Council of Labor Ministers
of the OAS recommended to governments that bureaus be established at the highest appropriate government level to encourage,
guide, and coordinate the programs of all departments concerned
with the economic, social, and cultural development of women.
Much of IACW's work is closely related to the U.N. Commission
on the Status of Women, its Declaration on the Elimination of
Discrimination, and other international instruments. The IACW
serves as a channel of communication for national and international organizations. Its reports are made to the biennial meetings
of the U.N. Commission.
The United States Committee of Cooperation has as its objective
the promotion of the aims and goals of the IACW and the orientation of women's activities toward ever greater participation by
women of the Americas in the development processes in their
countries. The headquarters of this Committee is in Washington,
D.C., and its membership includes nongovernmental, professional,
and voluntary organizations and individuals. It also receives cooperation from representatives of government departments in the
area.
145.

United Nations Economic Commission for Africa
(UNECA)

The U.N. Economic Commission for Africa, more often referred
to as ECA, is outstanding among a group of five U.N. economic
commissions in that it is the only one at present with a Women's
Programme as part of its Human Resources Development Division.
On March 31, 1975, the Women's Programme became the African Training and Research Centre for Women. Its chief concerns
will be (1) the introduction of laborsaving technologies and access
to techniques for modernization of agriculture and marketing;
(2) the generation of income-producing activities; (3) increased
access to means to improve maternal and family nutrition and
health; and (4) the establishment of national machinery to assure
the integration of women in development. In each of these four
areas, the Centre supports research, carried out as much as possible by nationals of the continent. It will establish pilot projects
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and engage in a series of training courses for which training materials are produced. The Centre will have up to 12 interns in
residence each year, including trainers and administrators of
organizations, national planners, and university women.
An African Women's Volunteer Task Force will provide women's
organizations with qualified trainers, offer the services of qualified
women for assistance in rural areas, stimulate the spirit of voluntary services in development within Member States, stimulate an
awareness of the potential of women in development, and encourage intra-African technical cooperation in cooperation with other
U.N. agencies, the Organization of African Unity, and the Pan
African Women's Organization.
The Centre is a cooperative venture in close partnership with
the Food and Agriculture Organization (FAO), and has the assistance of the United National Development Program (UNDP), the
United Nations International Emergency Childrens' Fund
(UNICEF), the United Nations Fund for Population Activities
(UNFPA), the ILO, and various other U.N. organzations as well
as a number of bilateral donor and voluntary agencies.
A first international team to conduct workshops on the establishment, functions, and services of women's bureaus and commissions
on the status of women completed visits to five countries in Africa
in November/December 1974, and EGA is to continue this project
during 1975-76 with the scheduling of four more teams to countries that have requested this technical assistance.
The U.S. Women's Bureau, the International Labor Affairs
Bureau of the Department of Labor, and the Agency for International Development are supporting ECA activities.
146.

United Nations Economic and Social Commission for
Asia and the Pacific (ESCAP)

The 31st Session of the U.N. Economic and Social Commission
for Asia and the Pacific (March 1975), referred to as ESCAP,
brought the spirit of IWY into its deliberations and adopted a
strong resolution pertaining to the role of women in development.
The resolution urged member governments to include in their
national development plans and country programs such goals and
projects as are designed to train and equip women to make a
greater contribution to and become more fully integrated in the
economic and social development of their respective countries.
The resolution also urged governments to establish, as a priority
measure and in the spirit of IWY, appropriate national machinery
to accelerate the integration of women, and also to undertake
measures to ensure the basic rights of equal pay for equal work,
and non-discrimination in employment on the grounds of sex.
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Favorable consideration was given to the proposal for a regional
research and information center to assist governments and nongovernmental organizations in developing policies, strategies, and
programs for strengthening the role of women; also to promote
action-oriented research and the collection of data for purposes of
planning, evaluating, and monitoring progress; more relevant
training programs to increase women's potential for leadership;
and other pertinent provisions to enhance the role of women in
this region. Actual implementation of these proposals will depend
on definitive action by the Commission at subsequent sessions
and by national governments.
147.

Summary of International Activities

The foregoing presentation of international activities, with
special attention to women around the world, represents examples
of intensified action to advance the status of women and a change
in attitudes and emphasis on the participation, utilization, and
integration of women in the economic and social life of countries
on a global basis. The effectiveness of the ongoing work of other
significant regional organizations such as the Organization for
Economic Cooperation and Development (OECD), with headquarters in Paris, France; the Commission of the European Communities (CEC), with headquarters in Brussels, Belgium; and
the technical assistance activities of the specialized organs of the
United Nations and the United Nations as a whole will no doubt
be noteworthy during the next decade.
Women's bureaus, commissions on the status of women, and
other types of national machinery have contributed to progress
thus far. The recommendations of many ad hoc groups that permanent units of government be established have resulted in this action
by governments. International Women's Year provided a real
impetus to new initiatives by women to ensure that action programs and projects would be strengthened where initial steps have
been taken, and programs and projects developed where the
unmet needs of women have not received adequate attention.
Considerable interest in the work of the U.S. Women's Bureau
and State commissions on the status of women has expanded the
international technical assistance activities of the Bureau.
The U.S. Agency for International Development (USAID), with
the cooperation of foreign governments, is implementing a 1978
amendment to the Foreign Assistance Act which requires that
development assistance give particular attention to those programs, projects, and activities which tend to integrate women into
the national economies of developing countries. This amendment
supports the principle that women are a vital human resource and

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

411

should participate fully, in partnership with men, in the tasks
and benefits of economic growth.
The amendment recommends assistance to national governments
for the establishment of women's bureaus and commissions as
types of machinery which contribute substantially to progress in
the integration of women in the total development effort.
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APPENDIX A
Women's Organizations: Reference Sources
Women's organizations have experienced tremendous growth
particularly in the last decade. Consequently a great many reference books to identify these hundreds of organizations have been
published. The few sources selected for mention here are illustrative of those available in most public and college or university
libraries.
Encyclopedia of Associations, Vol. 1, National Organizations of
the United States. 1974. Margaret Fisk, ed. Gale Research Co.,
Detroit, Mich. 48226.
An up-to-date directory containing listings and descriptions of
women's organizations.
Women's Rights Almanac 197Nancy Gager, ed. Elizabeth
Cady Stanton Publishing Co., Bethesda, Md. 20034.
A comprehensive resource book which includes a listing of
women's organizations as well as information on women's issues,
projects, and activities throughout the country.
The Illustrated Women's Almanac. Armitage Press, Cambridge,
Mass. 02138.
Published semiannually, this publication contains articles on
issues of special importance to women. Its Metropolitan Index
section describes agencies and organizations which provide services and information for women in various major metropolitan
areas.
1
Women's Organizations and Leaders Directory, 1975. Today
Publications and News Service, Washington, D.C. 20004.
A sourcebook for locating thousands of specialized organizations
and resource persons in the United States and throughout the
world. It provides four indexes—alphabetical, geographical, subject area, and periodical—by which to locate a particular group
or individual.
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APPENDIX B
Selected Publications From the U.S. Department
of Labor
Because of the vast number of reference sources on women
and work-related issues now available in most libraries, this
bibliography is limited to Department of Labor publications.
Listed here are recurring publications and periodicals which generally contain information relevant to women workers or of special
interest to them.
N O T E : Where prices are shown, those publications or
periodicals are available from the Superintendent of Documents, U.S. Government Printing Office, Washington, D.C.
20402.

Publications

Publications of the Women's Bureau. Includes current publications which provide statistical data on women workers and information on such subjects as labor standards and legislation, child
care, education and training, and career opportunities. Available
on request from the Women's Bureau, Employment Standards
Administration, U.S. Department of Labor, Washington, D.C.
20210.
Index to Publications of the Manpower Administration. Lists
current Manpower publications and indexes the monthly Manpower magazine and the Manpower Reports of the President.
Available on request from the Information Office, Manpower Administration, U.S. Department of Labor, Washington, D.C. 20213.
Publications of the Bureau of Labor Statistics. Includes career
planning and guidance materials among other BLS publications.
Available on request from the Information Office, Bureau of Labor
Statistics, U.S. Department of Labor, Washington, D.C. 20212.
Occupational Outlook Handbook, 1974-75 Edition. Bureau of
Labor Statistics. A comprehensive guide including job descriptions, education and training requirements, and employment outlook for 850 occupations. ($6.85)
Job Title Revisions To Eliminate Sex- and Age-Referent Lan-
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guage From the Dictionary of Occupational Titles, Third Edition.
1975. Manpower Administration. Brings job titles listed in the
third edition of the Dictionary of Occupational Titles into conformance with equal employment legislation such as the Civil
Rights Act of 1964 and the Age Discrimination in Employment
Act of 1967, and with recent administration policy statements and
instructions on the same subject. ($4.30)
Manpower Report of the President. April 1975. Annual report
on manpower requirements, resources, utilization, and training.
Includes a special section on women. ($4.20)

Manpower Research and Development Projects. A review of

ongoing projects of the Manpower Administration and of projects
completed within the year. Also includes names of reports and
projects for the past 3 years, and contains guidelines for submitting applications. Available on request from the Manpower
Administration, U.S. Department of Labor, Washington, D.C.
20213.
Directory for Reaching Minority Groups. 1973. Manpower Administration. Lists by State and city the names and addresses of
organizations and individuals who are able to reach minority
groups to tell them about job training and job opportunities. Also
lists apprenticeship outreach centers and State apprenticeship
agencies. ($2.85)
Labor Offices in the United States and Canada. 1974. Employment Standards Administration. Lists Federal, State, and Provincial offices and agencies in the United States and Canada which
have administrative responsibility for the performance of labor
or labor-related functions. Single copies available on request from
the Employment Standards Administration, U.S. Department of
Labor, Washington, D.C. 20210.

Directory of Data Sources on Racial and Ethnic Minorities.

1975. Bureau of Labor Statistics. A comprehensive annotated reference to many sources of data on minority groups published by
the Federal Government. ($1.50)
Periodicals

Women and Work. A monthly news service published by the
Office of Information, Publications and Reports for the benefit of
the news media. Items are devoted to activities affecting women
workers. Distribution is limited to the news media.
Manpower. Manpower Administration. A monthly publication
which contains articles on a variety of manpower programs and
subjects relating to workers. Often includes articles specifically
about women workers. (Single copies $1.30, subscription $15.30 a
year)
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Monthly Labor Review. Bureau of Labor Statistics. Contains
articles on employment, labor force, wages, prices, productivity,
workers' satisfaction, and social indicators. Regular features include a review of developments in industrial relations, significant
court decisions in labor cases, and current labor statistics. (Single
copies $1.90, subscription $22.35 a year)
Occupational Outlook Quarterly. Bureau of Labor Statistics.
Presents current information on employment trends and outlook,
supplementing and bringing up to date information in the Occupational Outlook Handbook. (Single copies $1.35, subscription
$5.40 a year)
Employment

and Earnings.

Bureau of Labor Statistics. A

monthly publication which consists of charts and tables with data
on labor force employment and unemployment, and employment,
hours, and earnings for nonagricultural establishments, by industry. (Single copies $3.10, subscription $37.20 a year)
Job Safety and Health. Occupational Safety and Health Administration. A monthly magazine which reviews OSHA activities
and includes articles about work-related health and safety. (Single
copies 80 cents, subscription $9.05 a year)

Employment Standards Digest. Employment Standards Admini-

tration. A monthly publication which provides a summary of ESA
activities. Most issues have information about developments in the
areas of minimum wages, age and sex discrimination, and equal
pay. New ESA publications are also listed. Available on request
from the Information Office of the Employment Standards Administration, U.S. Department of Labor, Washington, D.C. 20210.
International Labor. Bureau of International Labor Affairs. A
bimonthly magazine which reviews developments in international
labor affairs; sometimes has articles of special interest to women.
Distribution is limited; copies are available in many libraries.
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INDEX
Abortion laws, 379-382
Absenteeism, 60-64
Academies, military, admission of
women, 300 (footnote)
Accountants:
Earnings, 164
Employment outlook, 272
Number and percentage employed, 89, 93, 272
Accounting clerks, 145, 147, 148
Accounting technicians, 164
Accounting trainees, 164
Administrators:
Difference in income of women
and men, 130
Earnings, 152, 163, 195
Income, 135
Minority race women, 104
Number and percentage, 84, 85,
86, 87, 88, 89, 96
Projected employment, 250-253,
255
Spanish-origin women, 107
Advertising industry, employment,
112
Advisory Committee on the Rights
and Responsibilities of Women,
400
Advisory Committee on Women to
the Secretary of Labor, 400
Advisory Council on Women's Educational Programs, 400
Advisory groups, Federal, 398-400
Affirmative action:
Federal employees, 311
Government contractors, 294295
Growth, 295
Handicapped persons, 237, 297
Under EEOC, 296
African Training and Research Centre for Women, 409
African Women's Volunteer Task
Force, 410
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Age:
Composition of workers, projected, 241, 242-245
Educational attainment and, 185
Female family heads, 22
Husbands of women workers, 29
Income and, 132
Job tenure and, 61
Labor force participation and,
11-13, 18, 19, 41
Occupational mobility and, 63
Occupations and, 101
School enrollments and, 196
Unemployment and, 58, 68-70
Women in nonagricultural industry, 57
Work experience and, 51, 80
Working women, 11-15
Age discrimination in employment
laws:
Federal, 296-297
State, 325
Agency for International Development, 411
Agriculture, employment projections,
248, 249, (see also Farm workers)
Aid to Families with Dependent
Children:
Child care services, 36, 37
WIN program, 230
Aleut women, 45-48
Alimony awards, 378
American Indian women, 45-48
Education, 47
Employment status, 46
Income, 47-48
Labor force participation rate,
41 (footnote)
Number in Federal employment,
118
Occupations, 46
Population, 45
(See also Minority race women)
Antenupital agreements, 371

Apparel and accessory stores, employment, 111
Apparel industry:
Earnings in, 167
Employment, 111
Apprenticeship training, 232-234
Archivists, 89, 96
Armed services:
Benefits and equal opportunity,
312
Earnings in, 164-165
Number and percentage of
women, 8, 118-121
Occupations, 121
(See also Federal employment)
Artists, 89
Assemblers, 90, 99, 277
Associate degrees, 203
Auto mechanics, 93
Babysitters, 55
Bachelor's degrees, 203-205, 258
Bank officers, 89, 93, 271
Banking:
Earnings in, 170
Employment outlook, 271
Bartenders, 90, 94, 273
Basic Educational Opportunity
Grant Program, 211
Basketball coaches, salaries, 152
Battery hands, 167
Benefits:
Federal employee, 312
Maternity, 340
Pension, 303-307
Received by women, 174-179
Social security, 175-179, 307309
Student, 213
Unemployment, 309-311
Better Jobs for Women program, 234
Bibliography, 415, 417-419
Billers, machine, 146
Birth name, use after marriage,
386-388
Birth rate, 14
Black children, in poor families, 143
Black families:
Income, 138, 141-143
Poor, 142
Type of head, 43
Black wives, income, 139-142
Black women:
Employment status, 49
Family heads, 42-44
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Labor force participation, 41-45
Marital status, 44
Not in labor force, 79
Number in Federal employment,
118
School
enrollments,
196-197,
200, 201, 209
(See also Minority race women)
Blue-collar workers:
Earnings, 195
Minority race women, 103-106
Number and percentage, 83-88,
90, 99
Projected employment, 250-253,
256
Spanish-origin women, 107
White women, 103, 104, 106
(See also Craft workers; Laborers, nonfarm; Operatives; specific occupation)
Bookbinders, 276
Bookkeepers, 89, 97
Bookkeeping workers, 269
Bookkeeping machine operators, 146,
170
Brokers:
Insurance, 89, 93, 99, 273
Real estate, 89, 99, 279
Bridge tenders, 55
Broadcasting industry, 111
Building custodians, 272
Building interior cleaners, 55, 90, 98
Building services, employment, 112
Bureau of Apprenticeship and Training, 232
Bureau of Labor Statistics:
Projections, 184, 241
Surveys, 56, 60, 110, 134, 145,
166
Bureau of the Census, surveys, 50,
88, 106, 110, 134
Busdrivers, 55, 90, 99, 276
Business services, employment, 112
Buyers, 89
Canned foods industry, 111
Career education, 217-220
Careers (See Occupations, outlook;
specific occupation)
Carpenters, 92, 275
Cashiers, 89, 172, 269
Charwomen (gee Building interior
cleaners)
Checkers, manufacturing, 90, 99

Chefs, 273
(See also Cooks)
Chemicals and allied products industry, 111
Chemists, 157, 158, 269
Child and Family Services Act of
1975, proposed, 41
Child care:
Arrangements, 33-35
Expenses by businesses and
unions, 39
Facilities, 35
Federal expenditures for, 36
Funding, 36-38
Legislative provisions, 36
Proposals, 40-41
Tax treatment of expenses, 38
Child care workers, 55, 90, 91
Child support collection, 379
Children:
Of working mothers, 25-33
In poor families, 142, 143
Chiropractors, 265
Citizens' Advisory Council on the
Status of Women, 342, 398
Citizenship, 363
City Workers Family Budget, 137
Civil and political status, new trends,
359
Civil Rights Act:
Of 1957, 366
Of 1964, 291-294
Of 1968, 384
Civil Service Act of 1883, 311
Civil Service Commission, 311, 354,
396
Civil service, Federal (See Federal
employment)
Civil Service Retirement Act, 312
Claim adjusters, 271
Claim approvers, 171
Classification Act of 1923, 311
Cleaners (See Building interior
cleaners; Private household workers)
Cleaning service workers, 55, 90, 98,
172
Clerical workers:
Difference in income of women
and men, 130
Earnings, 145-152, 170, 171, 195
Employment outlook, 269
Federal Government, 116
Income, 135
Job mobility, 63
423
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Job tenure, 63
Minority race women, 103, 104,
105, 106
Number and percentage, 84, 85,
86, 87, 88, 89, 96-98
Projected employment, 250-253,
255
Spanish-origin women, 107
Temporary help, 97
White women, 103, 104, 105, 106
(See also specific occupation)
Clerk typists, 162
Clerks
Accounting, 145, 147, 148
Bank, 271
Billing, 89
Counter, 89, 98
File, 89, 98, 146, 269
Grocery, 173
Insurance industry, 171
Payroll and timekeeping, 90, 148
Postal, 90, 94
Safe deposit, 170
Sales, 89, 99
Shipping, 90
Statistical, 90, 98
Stock, 90, 270
Clinical laboratory technicians and
technologists, 95
Coalition of Labor Union Women, 78
College and university faculty, salaries, 152
College enrollments, 199-203, 209210
College graduates:
Projected employment, 247, 258262
Starting salaries, 159
(See also Degrees earned)
College Work-Study program, 213
Commercial credit, 382-386
Commission of the European Communities, 411
Commission on Civil Rights, U.S.,
398
Commissions on the status of
women, 401-404
County, 402
Municipal, 402
National association, 403
Presidential, 401
State, 402
Common law States, 368
Communications industry, 111, 171,
249

Community property States, 368
Compliance review procedure, 295
Composing room workers, 277
Compositors and typesetters, 93
Comprehensive
Employment
and
Training Act, 220
Comptometer operators, 146
Computer workers:
Earnings, 146, 159-161, 163, 171
Employment outlook, 270-271
Number employed, 89, 96
Concentrated Employment Program,
224, 226, 237, 238
Confectionery products industry, 111
Congresswomen, 122
Construction industry, 111, 114, 115,
248, 249
Construction workers, employment
outlook, 275
Consumer credit, 382-386
Consumer Credit Protection Act, 382
Continuing education, 209-211
Contractors, Government, equal employment requirements, 294-295
Cooks, 91, 98, 273
Cooperative education, 213, 215
Cosmetologists, 91, 98, 273
Counselors, school, employment outlook, 267
Couples, married, working, 22
Craft workers:
Income, 135
Minority race women, 104
Number and percentage, 84, 85,
86, 87, 88, 90, 92, 99
Projected employment, 250-253,
256
Spanish-origin women, 107
(See also Apprenticeship training;
specific occupation)
Credit, equal access to, 382-386
Credit reporting and collection industry, 112
Crossing guards, 55
Curators, 89, 96
Cured foods industry, 111
Curtesy, real property, 369
Custodians, building, employment
outlook, 272
Day care (See Child care)
Deans, college and university, earnings, 152
Declaration on the Elimination of
Discrimination Against Women,
406
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Degrees earned, 203-209
Associate, 203
Bachelor's, 203-205
Doctor's, 203, 205, 207
First professional, 203, 207-209
Master's, 203, 205, 206
Projected number, 258-259
Dental assistants, 91, 98, 164, 265
Dental hygienists, 96, 265
Dentistry degrees, 208
Dentists, 93, 265
Dietitians, 156, 266
Disability insurance, for pregnant
workers, 340
Disabled workers, social security
benefits, 308
Disadvantaged persons:
Poor families, 141-142
Training under manpower programs, 220-234
Vocational education, 214
Discouraged workers, 79
Dishwashers, 91
Distributive education, 215
Divorce laws, 375-379
Divorced
women
(See
Marital
status)
Doctor's degrees, 203, 205-207, 258
Domicile, 364
Dower, real property, 369
Drafters, 159, 269
Drafting tracers, 159
Dress manufacturing plants, earnings in, 167
Dressmakers and seamstresses, 90
Dropouts, school, 193, 199, 229
Drug stores, employment in, 111
Dual jobholders, 64
Durable goods industry, 111
Eating and drinking places, employment in, 111
Earnings:
Comparison of women's and
men's, 125-132, 145, 151, 162,
164, 166-169, 171, 195, 225,
227, 228, 230, 231
Educational attainment and,
194-195
Factors affecting, 123-125
Federal employees, 162-165
Highlights, 4
Manufacturing industries, 166169

Nonmanufacturing
industries,
169-173
Occupations and, 144-172
Training program placements,
225, 227, 228, 230, 231
Union members, 134
Weekly, 126-127
(See also Income)
Economic and Social Council, 406
Economists, 268
Education:
Career, 217-220
Cooperative, 213, 215
Distributive, 215
Equal opportunity laws, 300301
Financial aid for, 211-214
Highlights, 5
Income and, 133
Married women workers, 23
Population and labor force, 181195
Projected, 241, 245-247
Technical, 215
Vocational, 214-217
Education and Research Fund, Inc.,
403
Education Amendments:
Of 1972, 300, 398
Of 1974, 220
Education for the Handicapped Act,
236
Education occupations, outlook, 264
Educational attainment:
By age, 185
By marital status, 185
Earnings and, 194-195
Hours of work and, 194
Labor force participation and,
181-195
Minority race women, 186, 187
Occupations and, 188-191
Projections, 184
Trends, 183
Unemployment and, 191-193
White women, 186, 187
Women and men, comparison,
187
Educational Programs, Women's,
Advisory Council on, 400
Educational services industry, 112
Elective offices, 121-122
Electrical equipment and supplies
industry, 111
Electricians, 93, 275
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Emergency Employment Act of
1971, 228
Employee Retirement Income Security Act of 1974, 304
Employment:
Handicapped persons, 234-238
Industry, 110-115, 248-250
Occupational, 83-108, 253
Outlook, 241-277
Type of work, 250, 251
Employment status:
Black women, 49
Family members, 21
Female family heads, 21
Married women, 30
Spanish-origin women, 49
White women, 49
Women and men, 8
Enforcement agencies, coordination,
299
Engineering and science technicians,
269
Engineering technicians, 89, 96, 159
Engineers, 93, 157, 254
Entertainers, 89
Executive orders :
11126, 398, 401
11246, 294, 344
11375, 294
11478, 311
11807, 314
Equal credit opportunity, 382-386
Equal
Employment
Opportunity
Commission, 291, 292, 342, 398
Equal
Employment
Opportunity
Coordinating Council, 299
Equal employment opportunity laws:
Enforcement, 299, 397
Federal, 291-298
Federal Government, 311
State, 323-328
(See also specific law)
Equal pay laws :
Federal, 289-291
History, 322
Roster of States, 323
State, 322-323
Equal Rights Amendment:
Federal, 361-363
State, 363
Eskimo women, 45-48
Examiners, manufacturing, 99
Fabricated metal products industry,
111

Fair employment practices:
Federal laws, 291-294
Maternity policies, 345
State laws, 323-326
Fair Housing Act, 385
Fair Labor Standards Act, 286-289,
313
Families:
Black, 42-43
Husband-wife, 20, 22, 42-43, 138
Income, 33, 48, 137-143
Number of, 20
Poor, 141, 142
Size and composition, 20
White, 42-43
Family heads, 20, 21, 22, 42-44, 70,
138-140
Family status, 19-20
Farm workers:
Earnings, 195
Employment by race, 103, 105,
106
Federal minimum wage coverage, 286
Job tenure, 62
Number and percentage, 83-88,
91, 99
Projected employment, 250-253,
257
Spanish-origin women, 107
State minimum wage coverage,
320
Federal advisory groups, 398-400
Federal agencies, investigative and
enforcement powers, 397
Federal contracts, 294-295
Federal Employees' Compensation
Act, 312
Federal employment:
Armed services, 118-121
Civilian, 112, 115-118
Earnings, 162-165
Equal opportunity, 311-312
Laws applicable to, 311-314
Maternity leave and benefits,
354
Women's program, 396
Federal Home Loan Bank Board, 385
Federal Interagency Day Care Requirements, 38
Federal Jury Selection and Service
Act of 1968, 366
Federal labor laws, 285-314
Federal programs, to advance status
of women, 393-400
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Federal Women's Program, 396
Finance industry, 112, 114, 115
Finance workers, 89, 93, 164
(See also specific occupation)
Financial aid for students, 211-214
First professional degrees, 203, 207209, 258
Flexible working hours, 50 (asterisk
footnote)
Flight attendants, 276
Food counter and fountain workers,
55, 91, 98
Food products industry, 111
Food service workers, 90, 98, 273
Food stores, employment in, 111
Foreign Assistance Act:
Of 1973, 411
Of 1974, 381
Frozen foods industry, 111
Full-time workers, 50-59, 132, 136,
194
Furniture (wood household) industry, earnings in, 167
Garment repairers, 168
Goods-producing industry, 248
Government employment, 109, 110,
112, 113, 287
Federal, 115-121, 162-165, 311314, 354, 396
Local, 112
Projections, 248, 249
State, 112
Governors, 122
Grocery stores, wage rates in, 172
Guaranteed Student Loan Program,
212
Guards, 94, 273
Hairdressers, 91, 98, 273
Handicapped persons:
Equal employment opportunity,
297
Vocational rehabilitation, 214,
234-238
Head Start program, 37
Heads of families (See Family
heads)
Heads of households, weekly earnings, 126
Health aides, 91, 98
Health, Education, and Welfare, Department of, 33, 218, 301, 344, 397
Health occupations, outlook, 265^
(See also specific occupation)
Health service workers, 89, 91, 95, 98
426

Health technicians, 89, 95
Health technologists, 89, 95
Hidden unemployed, 79
High school:
Enrollments, 197-199, 210
Graduates, 198-200
Higher Education Act of 1968, 213
Hispanic women (See Spanish-origin
women)
Historians, 268
Home economists, 267
Home health aides, 155
Homestead laws, 367
Hospitals, employment in, 112
Hotel housekeepers, 273
Hotels, tourist courts, motels, employment in, 112
Household work, time and dollar
value, 173-174
Housing, equal access to, 384-388
Housing and Community Development Act of 1974, 384
Housing and Urban Development,
Department of, 385
Hucksters, 89
Human rights laws (See Fair employment practices laws)
Husbands:
Income, effect on wife's labor
force participation, 23-25
Labor force participation, 22
Income:
Annual, 127-128
By age, 132
Comparison of women's and
men's, 125-132
Differences,
by
occupation
group, 130-132
Education and, 133
Expenditures and, 143-144
Factors affecting, 123-125
Family, 33, 48, 137-143
Gap between white and black
families, 141
Husband's, effect on wife's
working, 23-25
Minority race women, 135-137
Occupations and, 134
White women, 135-137
Wives, 142
(See also Earnings)
Income tax deductions :
For child care expenses, 38
Legislative proposals, 40
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Individual retirement accounts, 306
Industries:
Job tenure of workers, 62
Government, 112, 113
Nonagricultural, employment in,
110-115
Private, 111-115
(See also specific kind)
Inspectors, manufacturing, 99, 167
Institutional training, 223-225
Instruments and related products industry, 111
Insurance agents, 89, 93, 99, 274
Insurance industry, 112, 114, 115
Insurance occupations, outlook, 271
Interagency Committee on Handicapped Employees, 235
Inter-American
Commission
of
Women, 408
Interdepartmental Committee on the
Status of Women, 401
Internal Revenue Code of 1939, 39
Internal Revenue Service, 306
International activities, 405-412
International Labour Organisation,
407
International Women's Year, 405
Interstate Association of Commissions on the Status of Women, 403
Intradepartmental coordination committees, 396
Ironers and pressers, 89
Janitors and sextons, 90, 166
Job analysts, 159
Job Corps, 224, 229
Job Opportunities in the Business
Sector, 224, 225
Job tenure, 61-64
Jobfinding methods, 72-75
JOBS Optional Program, 224, 225
Joint Pension Task Force, 304
Jury service, 364
Keogh plan, 306
Keypunch operators, 90, 97, 146
Knitting mills industry, 111
Labor force:
Highlights, 3-4
Median age of women, 15
Nonparticipation, 8, 78-81
Projections, 241-277
(See also Unemployment)

Labor force participation:
By age, 11-15, 41
By marital status, 15-19
Educational attainment and,
181-195
Female family heads, 21-22
Increase among women, reasons,
7
Married women, 7
Men, 9
Trends, 7, 9-11
Wives, 22-25
Labor force participation rates:
By age, 12, 19
By marital status, 18, 19
Married women, 16, 23
Minority race women, 41
Mothers, 28
Spanish-origin women, 48, 50
White women, 41
Wives, 24
Labor-Management Relations Act of
1947, 40
Labor-Management Services Administration, 306
Labor relations workers, 89
Labor turnover, 60
Labor unions, 76-78
Laborers, farm, 91, 99, 107, 195
Laborers, nonfarm:
Income, 135
Minority race women, 104
Number and percentage, 84, 85,
86, 87, 88, 90, 99
Projected employment, 250, 253,
257
Spanish-origin women, 107
Laundry and drycleaning operators,
90
Law degrees, 208
Law school, enrollments, 93
Laws:
Conflict between Federal and
State, 326-329
Affecting civil and political
status, 359-388
Federal, 285-314, 397
Highlights, 281-283
Maternity, 339-353
State, 315-338
(See also specific law or specific
subject)
Lawyers, 93, 272
Leather products industry, 111
Legal Services Corporation Act, 381
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Legal services, employment, 112
Legislators, 122
Librarians:
Earnings, 152, 156
Employment outlook, 264
Number and percentage, 89, 94,
96
Part-time employment, 55
Library assistants, 55, 264
Life insurance industry, earnings in,
170
Litigation, maternity cases, 349-353
Lodging quarters cleaners, 90, 98
Longitudinal analysis, 59
Loom fixers, 166
Loom winder tenders, 167
Low-income families, 141
Machine loaders, 167, 168
Machinery industry, 111
Machinists, 93, 276
Maiden name, use of, 386-388
Maids
(See Private
Household
workers)
Management analysts, 163
Managers:
Difference in income of women
and men, 130
Earnings, 163, 195
Income, 135
Minority race women, 104
Number and percentage, 84, 85,
86, 87, 88, 89, 94, 96
Projected employment, 250-253,
255
Manpower Administration, 234, 240
(See also Manpower training programs)
Manpower Development and Training Act of 1962, 220
Manpower training programs, 220240
Manufacturers' sales workers, 274
Manufacturing industry, 111, 113,
114, 115, 166-169, 248, 249
Marital status:
Black women, 44, 45
Educational attainment and,
188
Labor force participation by,
15-19
Minority race women, 45
Mothers, 26
Occupations and, 101
Unemployment and, 70

White women, 44, 45
Women in nonagricultural industry, 57
Women not in labor force, 80
Work experience and, 53-54
Markers, 167
Marriage laws, 373-375
Married women:
Credit availability, 382-386
Educational attainment, 23
Employment status, 30
Labor force participation, 16, 23
Presence and age of children, 23
Use of maiden name, 386-388
Work experience, 28-29
(See also Marital status; Mothers;
Wives)
Married women's acts, 370
Master's degrees, 203, 205, 206, 258
Maternity standards, 339-357
Employer practices, 353-355
Federal guidelines, 342
Government practices, 354, 355
Health considerations, 355
Litigation, 349-353
Policies, fair employment practices agencies, 345-347
Private industry practices, 353
State laws, 347-349
Mature women:
Age discrimination law, 296-297
Job tenure, 61
Labor force participation, 12, 13,
14
Not in labor force, 80
School attendance, 209-211
(See also Age)
Maximum hours laws, State, 329-331
Mayors, 122
Meal periods, State laws, 333
Meat cutters, wage rates, 173
Meat products industry, 111
Medical assistants, 266
Medical degrees, 208
Medical laboratory workers, 266
Medical librarians, 156
Medical officers, 164
Medical school enrollment, 93
Medical services industry, 112
Medical social workers, 156
Medical technicians, 163, 266
Medical technologists, 156, 266
Men:
Educational attainment, compared with women's, 187
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Employment status, 8
Heads of families, 20, 43, 70, 142
Income, compared with women's,
125-132
Job tenure, 61, 62
Labor force participation, 9, 22
Nontraditional jobs, 94
Not in labor force, reasons, 79
Occupational mobility, 63
Occupations,
different
from
women's, 86-87, 89-91
Unemployed, 8, 58, 65, 66, 67, 69
Work experience, 51
(See also Husbands)
Messengers, 145, 147, 148
Metropolitan Washington Area Coalition of Commissions, 403
Mexican-origin families, income, 143
Mexican-origin women:
Labor force participation, 48, 50
Occupations, 107
(See also Spanish-origin women)
Military academies, admission of
women, 300 (footnote)
Military service (See Armed services)
Minimum wage laws:
Federal, 286-289
History, 317
Roster of jurisdictions, 318
State, 316-320
Mining industry, 111, 114, 115, 249
Minority race women, 41-49
Educational attainment, 185
Income, 126, 135-137
Job tenure, 61, 62
Labor force participation rates,
41, 45
Marital status, 45
Occupational mobility, 63
Occupations of, 102-106
Unemployment rates, 70, 71, 72
(See also Black women; Spanishorigin women)
Mortgage credit, 382-388
Mothers, 24, 25-33
Labor force participation rates,
25, 26
Marital status, 25
Number, 25
Work patterns, 27
(See also Wives)
Multiple jobholders, 64

Federal employment, 314
State plans, 335-337
Occupational Safety and Health Act
of 1970, 301, 335, 336
Occupational Safety and Health Administration, 302, 314, 336
Occupational therapists, 156
Occupational training courses, 214217
Occupations, 83-108
By age, 101
By marital status, 101
Difference between women's and
men's, 86-87
Earnings and, 144-172
Educational attainment and,
188-191
Federal Government, 116-118
Income and, 134
Minority race women, 102-106
Outlook, 250-277
Part-time, 54-56
Spanish-origin women, 103-106,
108
White women, 106-108
(See also specific occupation)
Office machine operators, 97, 270
Office of Civil Rights, 398
Office of Education, 201, 219-220
Office of Federal Contract Compliance, 294, 343, 398
Office of Women's Programs, 393
On-the-job training, 223-225
Operation Mainstream, 224, 227
Operatives:
Difference in income of women
and men, 130
Income, 135
Minority race women, 103, 104,
105, 106
Nontransport, job mobility, 63
Number and percentage, 84, 85,
86, 87, 88, 90, 99
Part-time employment, 55
Projected employment, 250-253,
257
Spanish-origin women, 107
White women, 103, 104, 106
Optometrists, 265
Orderlies, 91, 98, 266
Organization for Economic Cooperation and Development, 411
Organization of American States,
408, 409
Organizations, reference sources, 415

National Advisory Council for Career Education, 220
National Association for Retarded
Citizens, 237
National Association of Commissions for Women, 403
National Commission for Manpower
Policy, 222
National Council of Negro Women,
housing data, 385
National Defense Student Loans
(See National Direct Student
Loans program)
National Direct Student Loans program, 212
National Housing Act, 384
National Institute of Education, 217,
219
National Institute of Occupational
Safety and Health, 302
National Longitudinal Survey, 59,
125
National Older Workers program,
227
National Research Service Awards
and Protection of Human Subjects
Act of 1974, 381
Negro women (See Black women;
Minority race women)
Neighborhood Youth Corps, 224, 226
Nightwork, State laws, 332
No-fault divorce, 375
Nondurable goods industry, 111
Nontraditional jobs, 92-94
Nurses :
Practical, 55, 91, 96, 266
Registered, 89, 95, 104, 153-155,
164, 266
Nursing aides, 91, 98, 155, 266
Nursing assistants, 164
Nursing directors, 154
Nursing personnel, allied, 155
Occupation groups, 84-108
Income differences, 130-132
Projected employment in, 250258
(See also specific group and specific occupation)
Occupational limitations, by State
laws, 332
Occupational mobility, 62-64
Occupational safety and health:
Federal standards, 301-303
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Oriental women:
Labor force participation rate,
41 (footnote)
Number in Federal employment,
118
(See also Minority race women)
Overtime pay laws:
Federal, 286-289
State, 320-322
Packers and wrappers, 90, 99
Painters, 93, 275
Paperhangers, 275
Part-time workers, 27, 50-59
Economic reasons, 57-59
Educational attainment, 194
Income, 132
Voluntary, 57-59
Part-year workers, 27, 50-59
Peddlers, 89
Pension Benefit Guaranty Corp., 306
Pension plans, private, 303-307
Pension Reform Act, 304
Periodicals, selected references, 418
Personal property laws, 366
Personal service workers, 91, 98, 112,
273
Personnel workers, 89, 273
Pharmacists, 155-157, 267
Physical therapists, 156
Physicians, 93, 265
Pipefitters, 275
Plumbers, 93, 275
Planning councils, under CETA, 222
Police, 94, 274
Poor families, 143
Population:
Female family heads, 22
Mothers, 26
Women, 8, 17
Postal workers, 94, 163
Pregnant workers, maternity standards, 339-357
Premarital agreements, 371
President's Commission on the Status
of Women, 401
Presidents, college and university,
salaries, 152
Pressers, 89, 167
Prime sponsors, under CETA, 220222
Printing and publishing industry,
111
Printing craft workers, 90
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Private household workers:
Employment outlook, 273
FLSA coverage, 287
Income, 135
Minority race women, 103, 105106
Number and percentage, 84, 85,
87, 90, 98
Part-time employment, 55
Projected employment, 250-253,
256
Spanish-origin women, 107
State minimum wage coverage,
320
White women, 103, 106
Professional and technical workers:
Difference in income of women
and men, 130
Earnings, 149-162, 195
Income, 135
Job mobility, 63
Minority race women, 103, 104,
105, 106
Number and percentage, 84, 85,
87, 88, 89, 94-96
Projected employment, 250-255
Spanish-origin women, 107
White women, 103, 104, 106
(See also specific occupation)
Program analysts, 163
Programers, 271
Projections, labor force, 241-277
Proof machine operators, 170
Property:
Disposition after death, 371
Laws, 366-373
Settlements, 371
Protective service workers, 273
Psychiatric aides, 155
Psychologists, 164, 267
Public Employment Program, 224,
228
Public Health Act, 398
Public offices:
Elected, 121-122
Right to hold, 364
(See also Government employment)
Public relations workers, 272
Public Service Careers program, 224,
228

Public utilities industry, 111, 114,
115, 249
Public Welfare Amendments of 1962,
36

Publications, selected references, 417
Puerto Rican-origin families, income,
143
Puerto Rican-origin women:
Labor force participation, 48, 50
Occupations, 107
(See also Spanish-origin women)
Purchasing agents, 89

Projected employment, 250-253,
256
Spanish-origin women, 107
White women, 104, 106
(See also specific occupation)
School dropouts, 193, 199, 229
School enrollments, 195-203
By age, 196
College, 199-203, 209
Elementary, 197, 210
Law, 208
Mature women, 209-211
Medical, 208
Secondary, 197, 210
Vocational, 210, 214-217
Science technicians, 89, 96
Scientists, 157, 268
Seafoods industry, 111
Seats, State provisions, 334
Secretaries:
Earnings, 145, 146, 148, 162
Employment outlook, 270
Minority race women, 104
Number and percentage, 90, 97
(See also Clerical workers)
Securities sales workers, 275
Self-employed women, 108, 109
Senior Community Service Employment Program, 228
Separate Administrative Unit, 231
Separated women
(See Marital
status)

Radiologic technicians, 95
Radiologic technologists, 95, 156, 265
Real property laws, 366
Real estate agents, 89, 93, 99, 274
Real estate industry, 111
Receptionists, 90, 98, 270
Recreation workers, 55, 267
Rehabilitation Act of 1973, 237, 297
Rehabilitation Services Administration, 236
Rest periods, State laws, 334
Retail trade industry, 111, 113, 115,
249
Retail trades sales workers, 274
Retirement accounts, individual, 306
Retirement benefits:
Civil service, 312
Pension plans, 303-307
Social security, 175-179, 307309
Revenue Act, 38, 40
Revenue sharing, under CETA, 220222
Revised Orders:
No. 4, 294
No. 14, 295
Rights
and
Responsibilities
of
Women, Advisory Committee on,
400
Ring frame spinners, 166

Service-producing industries, 248
Service workers:
Difference in income of women
and men, 130
Earnings, 195
Employment outlook, 272
Income, 135
Job tenure, 62
Minority race women, 103, 105106
Number and percentage, 84, 85,
87, 88, 90-91, 98
Projected employment, 250-253,
256
Spanish-origin women, 107
White women, 105-106
(See
also Private
household
workers; specific occupation)
Services industry, 112, 113, 115
Sewers and stitchers, 90, 99
Sewing machine operators, 167, 168

Safety and health, occupational, 301303, 335-337
Salaries (See Earnings; Income)
Sales workers:
Difference in income of women
and men, 130
Earnings, 195
Employment outlook, 274
Income, 135
Job mobility, 63
Job tenure, 62
Minority race women, 104, 106
Number and percentage, 83, 88,
89, 90, 99
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Sex discrimination guidelines:
Equal Employment Opportunity
Commission, 292, 327
Office of Federal Contract Compliance, 294
Sex discrimination, laws against:
Credit, 382-386
Education, 300-301
Employment, 291-298, 323-328
Pay, 289-291, 322-323
Shareowners, 179
Shirt manufacturing plants, 167, 168
Single women (See Marital status)
Skilled trades, 92
(See also Apprenticeship training; Craft workers; specific
occupation)
Social security, 175-179, 213, 307309
Social Security Act, 36, 175, 307
Social Security Amendments, 37, 38
Social workers, 89, 96, 156, 267
Sociologists, 268
Spanish-origin families, income, 143
Spanish-origin women:
Employment status, 49
Labor force participation, 48-50
Number in Federal employment,
118
Occupations, 106-108
State elected officials, 122
State fair employment practices, maternity policies, 345
State labor laws, 315-338
Maternity provisions, 339-342,
347
(See also specific law)
Statisticians, 269
Status of women, governmental programs to advance, 391-412
Stenographers:
Earnings, 145, 146, 148
Employment outlook, 270
Number, 97
(See also Clerical workers)
Stock and bond sales agents, 93
Stockhandlers, 90
Stockholders, 179
Students:
Age of, 196-197
College, 199-203, 209
Elementary school, 197, 210
Financial assistance for, 211214
Graduate, 203
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Law school, 208
Mature women, 209-211
Medical school, 208
Part time, 202
Secondary school, 197, 210
Vocational school, 210, 214-217
Supplemental Educational Opportunity Grant Program, 212
Supplemental Security Income program, 179
Surname, use after marriage, 386388
Switchboard operators, 90, 94, 98,
146, 148, 171, 274
Systems analysts, 271
Tabulating machine operators, 145,
147
Taft-Hartley Act, 40
Task Force on Women's Rights and
Responsibilities, 399
"faxi drivers, 276
Teachers:
Adult education, 95
College and university, 89, 95,
150, 264
Earnings, 149-150, 152
Elementary school, 89, 94, 95,
149-150, 264
Employment outlook, 264
Junior college, 152
Kindergarten and prekindergarten, 89, 95, 264
Minority race women, 104
Part-year employment, 55
Projected employment, 254, 264
Secondary school, 89, 95, 149150, 264
Teachers' aides, 90, 98
Teenagers:
Labor force participation, 11
Not in labor force, 79, 80, 81
Part-time employment, 57-59
Projected employment, 245
School enrollments, 196, 197-199
Spanish-origin, 48
Training programs for, 220, 224,
226, 229
Unemployment, 68-70
(See also Age)
Telephone and telegraph workers,
171 (See also Switchboard operators)

United Nations Economic Commission for Africa, 409
United States Committee of Cooperation, 409
Unpaid family workers, 109
Uptwisters, 167

Telephone operators (See Switchboard operators)
Tellers, 89, 97, 170, 271
Textile mills products industry, 111
Textile mills, earnings in, 166
Textile operatives, 90
Theology degrees, 208
Tobacco manufacturers industry, 111
Tool and die makers, 93
Trade school, enrollments, 210
Traffic (air) agents and clerks, 276
Training programs, 220-240
Transcribing machine operators, 146
Transport equipment industry, 111
Transportation industry, 111, 114,
115, 249
Transportation workers, 276
Truckdrivers, 276
Trusts, for property, 372
Turnover, labor, 60-64
Twister tenders, 167
Types of work, 83-85
Typists:
Earnings, 145, 146, 148
Employment outlook, 270
Minority race women, 104
Number and percentage, 90, 94,
97
(See also Clerical Workers)

Vesting, pension plans, 305
Veterans, education benefits, 214
Veterinarians, 265
Vocational education, 214-217
Vocational Education Act of 1963,
214
Vocational programs, women offenders, 238-240
Vocational
rehabilitation,
handicapped persons, 234-238
Vocational school, enrollment of mature women, 210
Voting rights, 364

Underwriters, 89, 171, 271
Unemployed persons, training under
manpower programs, 220-234
Unemployment, 58, 64-72
By age, 58, 69, 70
By marital status, 70
Duration, 68
Educational attainment and,
191-193
Female family heads, 21, 70
Husbands, 20
Minority race women, 70, 71, 72
Rates of women and men, 8, 65,
69
Reasons for, 67
Teenagers, 68-72
White women, 70, 71, 72
Unemployment insurance, 309-311,
341
Union membership, 76-78, 134
United Nations Commission on the
Status of Women, 406
United Nations Economic and Social
Commission for Asia and the Pacific, 410
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Wage and Hour Division, 288, 289,
297, 397
Wage and Hour Law, 286-289, 316320
Wage and salary workers, 126
(See also Earnings; Income)
Wage gap between women and men
(See Earnings, comparison of
women's and men's)
Wagner O'Day Act, 236
Waiters, 91, 98, 273
Waitresses, 55, 91, 98, 273
Warper tenders, 166
Weavers, 166
Weightlifting, State laws, 332
Welders and flamecutters, 277
Welfare and Pension Plans Disclosure Act of 1958, 304
White children, in poor families, 143
White-collar workers:
Earnings, 145-162, 163, 170, 171,
195
Federal, 115-118, 162
Minority race women, 102-106
Number and percentage, 83-90
Projected employment, 241, 250256
Spanish-origin women, 107
White women, 102-106, 108
(See also Administrators; Clerical
Workers; Managers; Professional and technical workers;
Sales workers; specific occupation)

White families, income, 138, 141-143
White House, Office of Women's Programs, 393
White women:
Educational attainment, 185
Employment status, 49
Family heads, 42-44
Income, 126, 135-137, 139, 142
Job tenure, 62
Labor force participation rates,
41, 45
Marital status, 44, 45
Occupational mobility, 63
Occupations, compared with minority women, 102-106
School enrollments, 196-197, 200,
201, 209
Unemployment rates, 70, 71, 72
Wholesale trade industry, 111, 113,
115, 249
Wholesale trade sales workers, 275
Wisconsin apprenticeship project,
233
Wives:
Contribution to family income,
137-139, 142
Labor force participation, 22-25
Weekly earnings, 126
Women in Apprenticeship Program,
234
Women offenders, vocational programing, 238-240
Women's Action Program, 397
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Women's Armed Forces Integration
Act of 1948, 118
Women's Bureau, 234, 393-396
Act establishing, inside back
cover
Women's Educational Equity Act,
301
Women's movement, governmental
activities, 391-412
Women's Rights and Responsibilities,
Task Force on, 399
Women's Rights Program Unit, 398
Work experience, 50-64
Income and, 132
Married women, 28-29
Women not in labor force, 80
(See also Full-time workers; Parttime
workers;
Part-year
workers)
Work force (See Labor force; Labor
force participation)
Work Incentive Program, 37, 224,
230-232
Work Patterns, 50-64
Worklife (See Work patterns)
Workweek, 4-day, 50 (asterisk footnote)
World Employment Programme, 408
Writers, 89
Yarn winders, 166
Young women, Job Corps enrollees,
229 (See also Age)
Youth (See Age; Teenagers)
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AN ACT TO ESTABLISH IN THE DEPARTMENT OF LABOR A
BUREAU TO BE KNOWN AS

THE WOMEN'S BUREAU
Be it enacted by the Senate and House of Representatives of the
United States of America in Congress assembled, That there shall
be established in the Department of Labor a bureau to be known
as the Women's Bureau.
SEC. 2. That the said bureau shall be in charge of a director, a
woman, to be appointed by the President, by and with the advice
and consent of the Senate, who shall receive an annual compensation of $5,000.1 It shall be the duty of said bureau to formulate
standards and policies which shall promote the welfare of wageearning women, improve their working conditions, increase their
efficiency, and advance their opportunities for profitable employment. The said bureau shall have authority to investigate and
report to the said department upon all matters pertaining to the
welfare of women in industry. The director of said bureau may
from time to time publish the results of these investigations in
such a manner and to such extent as the Secretary of Labor may
prescribe.
SEC. 3. That there shall be in said bureau an assistant director,
to be appointed by the Secretary of Labor, who shall receive an
annual compensation of $3,500 1 and shall perform such duties as
shall be prescribed by the director and approved by the Secretary
of Labor.
SEC. 4. That there is hereby authorized to be employed by said
bureau a chief clerk and such special agents, assistants, clerks,
and other employees at such rates of compensation and in such
numbers as Congress may from time to time provide by appropriations.
SEC. 5. That the Secretary of Labor is hereby directed to furnish sufficient quarters, office furniture, and equipment for the
work of this bureau.
SEC. 6. That this act shall take effect and be in force from and
after its passage.
Approved June 5, 1920.
Public Law No. 259, 66th Congress (H.R. 13229).
1

Amount increased by Reclassification Act of March 4, 1923, as amended and supplemented.
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