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CHAPTER I

INTRODUCTION

It is getting increasingly difficult, in 
an age when one or two unions can bring the 
entire economy to a grinding halt, to under­
stand how to go about living with them. So 
it's time that we start thinking seriously 
and coherently about their place in the 
modern world.1

Irving Kristol

Most Americans do not know what trade unions really 
do. There is a lack of understanding about why workers 
join unions, what union members want from their unions, and 
what they see as the major purpose of their respective 
unions. The interrelationships of union leaders and their 
members are seldom understood within the union movement 
itself, and are even less frequently understood by non­
union workers and the American public.

Press releases in the United States concerning unions 
typically are few and mundane unless a major news event 
should erupt. Releases which have made the news concerning 
trade unions have been typified in terms of personalities 
such as Hoffa. Woodcock, Fraser, and Meany; and action 
headlines such as strikes, pension fund frauds, and vio­
lence .



Purpose and Scope of the Dissertation
It is the purpose of this work to introduce the reader 

to an important, yet relatively unknown part of the American 
trade union movement: the female trade unionist. Although
research dealing with the attitudes, experiences, and prac­
tices of trade union members has surged occasionally during 
the last century, few of these studies have included research 
on the role or perceptions of female members of trade union 
organizations. This dissertation provides input to help 
alleviate this deficiency.

A second purpose of this study is to provide a novel 
view of a recently founded organization, the Coalition of 
Labor Union Women. The emergence of this group is signifi­
cant not only because it consists primarily of females, but 
because it is comprised of representatives from scores of 
unions, and includes most of the women who hold officerships 
within their union hierarchies. This dissertation presents 
a brief history of the Coalition of Labor Union Women (CLUW) 
and shows a demographic and work-related profile of the CLUW 
respondents.

The third purpose of this dissertation is to review the 
literature dealing with unionists' perceptions of satisfaction 
with the activities of their local trade union organizations. 
Primary data concerning the satisfaction/dissatisfaction of 
American female unionists with their local trade union organi­
zations were derived via two questionnaires which were mailed



to members of the Coalition of Labor Union Women. These 
questionnaires are located in Appendices A and B.

The first questionnaire employed in this research was 
formulated to yield a profile of demographic, work-related, 
and union-related characteristics of the members of the 
Coalition of Labor Union Women. (See page 93 for a defini­
tion of these terms.) Also derived from the first question­
naire were individual responses concerning what these union 
members feel is the major purpose of their respective unions, 
why they joined a union, and what they want most from their 
respective unions and employers. The views concerning what 
these respondents see as the major purpose of CLUW, why they 
joined CLUW, and what they want most from CLUW should be of 
interest to CLUW National Executive Board members. Demo­
graphic data derived from these questions are presented in 
Chapter IV in tabular and frequency form.

Results from the second questionnaire are presented in 
several forms. First, 31 questions concerning the responding 
unionists' satisfaction with particular aspects of their 
local union practices are presented. These findings should 
help to enlighten union leaders, managers, and union members 
as to what the modern union female wants from her union as 
well as what she wants from her work life. Second, thirteen 
additional questions reveal interesting insights into the 
views of the CLUl'7 respondents. Questions such as "Do you 
feel your employer (or union) discriminates against females 
and minorities in promotion and seniority practices?" and



"Do you think of your local union leaders in terms of 'we' 
or 'they'?" should provide good data for local union officers 
and members alike to assess their own local's performance in 
meeting their members' needs.

This dissertation is hopefully the first of many future 
studies dealing with the attitudes, beliefs, and opinions 
of female members of the trade union movement. No previous 
study exists which yields insight into the perceptions of 
the members of CLUW. Nor does there exist such a broad 
based (although biased) sample to provide views of female 
unionists' satisfaction/dissatisfaction with their union 
locals. It is not the purpose of this dissertation to explore 
the strengths and/or weaknesses of the trade union movement, 
trade union theories, feminist theories, individual labor 
leaders, nor political and legislative issues. This study 
addresses specific questions to 255 members of the Coalition 
of Labor Union Women who represent over 35 unions in 39 
states. It is the intent of this research to develop and 
maintain an honest and mutually beneficial association with 
CLUW and the respondents involved.

A major impetus for this work is the need to improve 
communications and understanding between academicians, union 
leadership and their members, individual labor union activists, 
and in particular, the female union activist. Such research 
could succeed as a relevant contribution to the public, to 
unions, to employers, to working women, and to the literature 
concerning management and industrial relations.



Early Research on Trade Unionism 
Research concerning the trade union movement is not a 

recent development. Unions have existed in this country 
for over a century and have been studied sporadically since 
their founding.

In 1894, Supreme Court Justice Oliver Wendell Holmes 
discussed the interrelationship between social attitudes,

2interpretations of the law, and sentiments toward unions.
In 1912, F. E. Wolfe discussed attitudes of unions toward 
the admission of women and aliens.  ̂ In 1926, John R. Commons 
published his famous book, The History of Labour in the

4United States. Selig Perlman and Philip Taft followed with 
a book with a similar title in 1935.^

In 1931, Sterling D. Spero and Abram L. Harris researched 
experiences of blacks with unions.  ̂ Other books on black 
unionists appeared in 1936 by C. L. Franklin"^ and in 1939 by

gH. R. Clayton and George S. Mitchell.
The 1930's and early forties witnessed labor union 

studies dealing with the identification of union members,
9the role of institutional behavior, and labor's responsi­

bility to its members, to the public and to the law.
These early studies of unions were published not only in 
books, but more frequently were found in newspapers, magazines, 
governmental reports, convention proceedings of individual 
international unions, and proceedings from Constitutional 
Conventions such as the Congress of Industrial Organizations.^^



Two academic institutions famous for their early works
concerning trade unions include The Johns Hopkins Univer-

12sity and the University of Wisconsin.
In 1942, Joel Siedman wrote:

Throughout most of their history American 
trade unions have had to struggle for the right 
to exist . . . (but) as unions have grown in member­
ship, resources, and power, and as militant anti­
unionism on the part of employers has given way to 
the acceptance of collective bargaining, public 
attention has been focused on the practices of 
unions and the conduct of their leaders.
According to George Strauss, trade unions were con­

stantly in the news in the early post World War II days and 
were a "socially relevant" factor in the lives of most 
American w o r k e r s . S t r a u s s  states that the keenest modern 
interest in the meaning, politics, and internal functioning 
of unions took place during the years 1945-1960, the "Indus­
trial Relations" Golden Age. This "Age," according to 
Strauss, consists of two "waves of interest" by labor union 
researchers interested in studying different aspects of 
unionism.

The first "wave of interest" by labor union researchers 
emerged immediately following World War II and lasted until 
the mid-fifties. During these years, studies of unions 
dealt largely with descriptive data concerning the attitudes 
and behaviors of individual unionists, work groups, and 
officers at the local union level. One such study was 
initiated in 1953 by Arnold Tannenbaum under the direction 
of Rensis Likert at the University of Michigan's Institute



for Social Research. While concerned primarily with analyz­
ing individual trade unionists' participation in their 
union locals, this research helped to identify characteris­
tics and practices that distinguish between successful
(active) versus unsuccessful (inactive) union locals, union

15memberships, and union leaders. Two well-publicized books 
concerned with union leadership which emerged in the late 
forties were Eli Ginzberg's The Labor Leader ; An Explora­
tory Study, and C. Wright Mills' book. The New Men of 

17Power.
In 1947, Sumner H. Slichter wrote The Challenge of

Industrial Relations : Trade Unions, Management and the Public
Interest in which he discussed conflicts and the issue of
factionalism, the development of small groups of power within 

18unions. In 1950, Eli Chinoy divided United Auto Worker 
local leaders into a tri-level classification: accidental,
ambitious, and ideological leaders. Chinoy's work empha­
sized the importance of motivation and career opportunities

19in gaining union leadership positions.
Leader traits, membership apathy, and participation in 

union activities were topics of great interest to labor 
union researchers in the early fifties. Among the works

20being presented at that time were those of Bernard Barber,
21 22 Tom Mahoney, Joseph Kouner and Herbert Lahne, Seymour

Lipset and Joan Gordan,^^ Joel Seidman,^^ L. R. Sayles and
George S t r a u s s , S e y m o u r  L i p s e t , a n d  David Sapos.^^



The "second wave" of union-related research emerged in 
the late fifties and early sixties. Following a record year 
of union membership in proportion to the labor force) in 
1956, this "second wave" of trade union studies dealt pri­
marily with structural issues related to trade union democ­
racy. Jack Barbash wrote a book entitled The Practice of 

2 8Unionism, and George Strauss wrote numerous articles and 
books dealing with the topics of leadership, control, par­
ticipation, attitudes of union members toward their unions,
and the meaning of the term democracy in terms of local and

29international unions. Two other authors frequently read
at this time were Arnold S. Tannenbaum and Robert L. Kahn.
Their works dealt prime, rily with labor union participation
and the control function in trade unions and other formal 

30organizations.
Joel Seidman continued to study problems of labor 

unions, factors affecting labor unions, and conditions 
necessary for union democracy. Seidman's research also 
led him into investigations comparing and contrasting dif­
ferent unions and their memberships.^^

Following in the tradition of his father, Selig 
32Perlman, Mark Perlman wrote a classic comparison of the

five major trade union treatises popular around the turn
of the twentieth century;

1. The Moral-Conditioning Theory— influenced by the 
Christian Socialism of Richard Ely and the Economic Democ­
racy of Father John A. Ryan. In its purest form this 
theory found its earliest expression in the National



Industrial Recovery Program. Producers' cooperation, 
labor banks, unionism as a ladder to higher educational 
achievement and greater moral protection, leadership from 
the "upper classes," and full social cooperation were all 
part of the moral-conditioning theory.

2. The Social-Revolutionary Theory— influenced by the 
dogmatism of the Socialists and the Communists. This theory 
espoused the development of government ownership and govern­
ment projects such as the Reconstruction Finance Corporation 
and the Tennessee Valley Authority. The ideal of doing away 
with rigid economic class lines, economic misery, and private 
ownership, the ideal of the rapid development of class con­
sciousness among the proletariat as the cornerstone of 
revolution were all parts of the Social-Revolutionary theory 
which failed.

3. The Psychological-Environment Theory— influenced by 
the economic theories and ideas of Thorstein Veblen. This 
theory was management-oriented. It was, in essence, an 
employer's theory which explained possible but not sufficient 
conditions for workers joining or not joining a union. This 
theory encompasses the concept of the humanistic element and 
shows that the presence of hygiene factors are insufficient 
to motivate or retain or keep members from unionizing with­
out an instrument for upward communication.

4. The Economic-Welfare Theory— the many ways used to 
achieve economic benefits for workers during the liberal- 
reform period of the thirties is the major point stressed by 
this theory. The major thrust of this theory is whether 
the method of legal enactment or the method of collective 
bargaining produces better economic results. The goal of 
both methods is to increase the organized workers' share
of the gross national product.

5. The Social-Institution Theory— influenced by the 
ideas of Henry Adams, John Commons, and Selig Perlman. This 
theory emphasized that economic benefits alone are less 
important than the right to bargain collectively, the right 
to grievance procedures, and the establishment of job rights 
by union members. A major example noted in this instance 
was the willingness of union members to strike and thereby 
forego economic benefits for the cause of union security.

These five theories were an attempt by Mark Perlman to 
move toward a general economic theory with which to understand 
unionism and the events which tie labor to social, economic, 
legislative, and judicial happenings. In essence, these five
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theories summarize the ideas of the elder Perlman, Karl Marx, 
Sydney and Beatrice Webb, John Commons, Kerr, Dunlop, 
Tannenbaum, Ely, Ryan and others. As noted by Mark Perlman, 
while each union theory yields input into understanding modern 
unionism, no single theory provides the complete explana­
tion.

John Kenneth Galbraith expanded the understanding of 
unionism in the late fifties with his books The Affluent 
Society,and American Capitalism; The Concept of Counter­
veiling Power. Three central thrusts of these works 
include: (1) the distinction of the American society as
being by definition affluent in its ability to provide 
an optimal standard of living for most of its citizens; (2) 
the ability to identify certain groups as "have nots" where­
in people in similar circumstances can identify themselves 
as disadvantaged or threatened by other groups in society; 
and (3) to protect themselves and their interests, these 
people may band collectively to provide a countervailing 
force through which they may gain the equilibrium of those 
who have the "better" life.

From the early sixties to the seventies, few major 
efforts expanded knowledge of unions with the exception of 
Chamberlain's concept of functional d e m o c r a c y . C h a m b e r l a i n  
depicts two types of union governments: (1) an external-
relations government exemplified by the collective bargaining 
relationship between union leaders and their employers, and
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(2) an internal-relations government which is concerned with 
the relationships between union members and their leaders, 
union member participation, rank and file communication, and 
internal democracy. Chamberlain argues that to the extent 
that major emphasis is placed on the external relationships 
(tangible results achieved by collective bargaining efforts), 
the internal relationships (communications and union democ­
racy) tend to suffer. As a natural result, tension and loss 
of communication often result between union leaders and the 
rank and file, and entropy or the loss of life, sets in.
For this reason, Chamberlain suggests that feedback within 
the union structure is crucial for maintaining and fostering 
internal support and control.

Evidence exists that entropy is indeed threatening 
American unions in the dawn of the 1980's. As noted by
Ann Reilly, "labor day 1978 found the American union move­
ment in its weakest position in decades . . . .  Comprising 
23 percent of the labor force a decade ago, the unions 
slipped to 19.4 percent in 1978 and won only 45.9 percent 
of the National Labor Relations Board certifications in 
1977 compared with 57.1 percent in 1968."^^

In two recent Wall Street Journal articles, Robert W.
Merry also notes labor's apparent loss of clout. "Unions 
whose hiring halls once gave them nearly total dominance 
as labor brokers in the industry have been unable to halt 
a nationwide trend of the shrinking of their labor force
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control . . . .  Not only is organized labor's patron 
political movement, the New Deal Coalition, seemingly fall­
ing apart, but the AFL-CIO's own political and economic

37fortunes appear to be declining."

Current Works on Women in Unions 
If unions are to remain a viable source for economic, 

social and political change in our nation, they must attract 
new elements of the work force. Trade unions must also heed 
Chamberlain's findings and begin to take keener interest in
the needs, aspirations and opinions of potential new members
and initiate steps to continually monitor the pulse of cur­
rent members.

A recent publication by the Department of Labor notes :
As a result of the great influx of women 

into the work force during the past 25 years, 
more women than ever before are in labor organi­
zations. In 1976, 4.3 million women were union 
members and another 1.8 million were members of 
employee associations similar to a union. By
1976, women accounted for more than 1 out of 5
union members and more than 1 of 2 association 
members.38
A major shift in the composition of the work force as 

well as the composition of unions is the burgeoning partici­
pation of females. As will be discussed in detail in the
next chapter, women workers today comprise 42 percent of

39the labor force.
Female union activists are beginning to pressure union 

leaders to pay attention to internal aspects of union manage­
ment and to improve internal relationships such as more
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communication with the rank and file, and more training 
sessions for all union members. Such pressure, combined 
with other recent developments such as the new AFL-CIO 
"intellectual" leadership of Lane K i r l a n d , t h e  new recog­
nition of the importance of recruiting women into unions 
and the new interest in what is on union members' minds, 
holds promise for a new wave of research into labor union 
studies. Such studies have already begun with recent works 
such as those by Wertheimer and Nelson; Kochran; Staines 
and Quinn; Click, Mirvis and Harder; Foner; and even a 
more visible means, movies like Norma Rae.

As noted by George Strauss, "There has been little
research dealing with the impact on unions of the emerging
new role for women in our society, with the major exception
of Wertheimer's and Nelson's study of seven New York City 

41locals." In 1972, Barbara Wertheimer and Ann Nelson 
initiated a study funded by the Ford Foundation to study 
the barriers that keep working women from participating 
more fully in their labor union organizations. This study 
was descriptive in nature and dealt with seven unions who 
have had a long relationship with Cornell's School of 
Industrial Relations classes for labor union women (the

42Institute for Education and Research on Women and Work).
Wertheimer and Nelson found three major barriers to 

participation of women in unions: (1) socio-cultural, (2)
job-related, and (3) union-related. While the response to
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these three "barriers" overlapped, the major implications 
were that: (1) women in unions are handicapped by a lack
of information and experience rather than by any lack of 
interest; (2) women feel a basic need for training in 
interpersonal relationships and assertiveness since the 
greatest job-related barrier was believed to be the feeling 
that supervisors are hard on union activists; and (3) women 
need training and educational courses in leadership skills 
and other areas which would help them to become more com-

4 3petent and thus capable of moving up in the union structure. 
The Wertheimer and Nelson study also interviewed white collar 
and blue collar members and officers of these unions and 
substantiated the fact that minority women (blacks and 
Hispanics) are especially eager for educational and skills 
training programs.

Another Cornell professor, Thomas A. Kochan, summa­
rized subsection 11 (the section dealing with unions) of 
the Staines and Quinn study. The 1977 Quality of Employ­
ment Survey. Kochan's analysis entailed three aspects

4 4concerning how American workers view labor unions. These 
aspects include: (1) general perceptions concerning unions,
such as what workers believe trade unions are doing and 
whether or not workers perceive there exists a "big-labor" 
image; (2) nonunion respondents' opinions concerning 
whether or not workers perceive there exists a "big-labor" 
image; (2) nonunion respondents' opinions concerning
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whether they would vote for a union if a union representa­
tion election were held where they work and also which 
issue they felt would be the greatest impetus for voting 
for a union; and (3) union members reporting their satis­
faction with their unions, expressing priorities for what 
unions should be doing, expressing views of what their 
unions were actually doing, and describing the extent to 
which they personally participated in their respective 
unions.

Findings from the union section of the 1977 Staines 
and Quinn study will be discussed in detail in Chapter V 
of this dissertation. Gathering information concerning the 
degree of worker satisfaction with the quality of work life 
is one aspect of the Staines and Quinn study as well as 
this dissertation.

The 1977 Staines and Quinn study was the third national 
survey designed by the Institute of Social Research at the 
University of Michigan to assess the meaning of the concept 
"quality of employment" and to obtain measures of worker 
satisfaction over time.^^ The previous two surveys, con­
ducted in 1969 and 1973, had the same central aim as the 
1977 survey, namely to obtain measurements of the "core" 
variables (quality of employment, labor standards problems, 
job satisfaction, and importance ratings of job facets, 
self reports of work related behavior, physical consequences 
of job stress, fitting a worker's present job to a career
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line, and the meaning of work) for use in trend assessment 
and to extend the survey content to include selected new 
and enlarged topics. New topics added to the 1977 survey 
included the employment of the respondent's spouse, and 
the impact of employment (work schedules and working hours) 
upon family life. The purpose for the inclusion of this 
new material stemmed from the increasing work force partici­
pation of women and the associated emergence of the dual 
worker family as the national norm.^^ Other new questions 
dealt with leisure time use and participation in family 
and political activities.

A synopsis of the Staines and Quinn study includes 
the following findings of workers' perceptions in 1969 and 
1977:^7

1. Changes in employment patterns (such as the dual­
earner household) are inducing major shifts in family life, 
leisure, and other activities away from work.

2. There was a pervasive decline in the level of
job satisfaction and contentment with life in general 
between 19 69 and 1977. This was true for males to a 
greater extent than females across all educational 
achievement categories.

3. There was reportedly a slight shift toward greater
willingness to seek a different employer.

4. There has reportedly been no gain in direct mone­
tary returns for respondents but they noted fairly steady 
gains in fringe benefits.

5. Slight increases were reported for age discrim­
ination by workers over 55 years of age.

6. The proportion of women reporting sex discrimina­
tion at work dropped from 14 percent in 1973 to 12 percent 
in 1977.
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7. Black workers reported maintaining a stable fre­
quency of job discrimination, roughly 15 to 17 percent.

8. Approximately 77 percent of white collar union 
members and 71 percent of the blue collar union members 
reported that they were "somewhat" or "very" satisfied with 
their unions' performance.

9. Union members gave their unions higher marks for 
handling traditional functions (seeking better working 
conditions, wages, safety conditions, grievance handling, 
etc.) than nontraditional issues (helping to make jobs more 
interesting, getting workers a say in how their employers 
run the business or organizations, and giving workers a say 
in how they do their own jobs).

10. Workers not belonging to a union nor covered by a 
union contract were asked how they would vote if there was 
an election for representation by a union or an employee 
association; 29 percent of the white collar workers and 39 
percent of the blue collar workers reported that they would 
vote in favor of such representation.

The Click, Mirvis and Harder study concerned union satis­
faction and participation. The differentiating factor of
their study was the use of survey methodology and multivar-

4 8iate statistical analyses. Their findings include:
1. Overall union satisfaction is unrelated to a 

member's willingness to attend meetings or represent the 
union.

2. Neither union satisfaction nor willingness to 
participate is associated with members' demographic 
characteristics. (Women, however, were noted to be 
slightly less satisfied and less willing to participate 
than men, perhaps due to their minority representation 
status.)

3. There were positive but weak correlations between 
members' general attitudes toward unionism and union 
satisfaction and willingness to participate. Members' 
assessments of their particular union activities and its 
leadership, however, are highly correlated with their 
satisfaction with it. Satisfaction is closely linked to 
their assessment of the union's relationship with its 
members and their evaluation of the union's leadership.
Also reported was that the perception of both management
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and union leadership support of union participation cor­
relates with members' satisfaction.

4. By contrast, members' attitudes toward their union 
and its various components were not found to be generally 
related to their willingness to participate. Members' 
willingness to attend meetings was related solely to their 
perception of integration and influence in the union; 
members' willingness to represent the union was found to
be unrelated to any of the measured union characteristics.

5. Click, et , found some indication that members' 
job conditions correlate with their union activity. In a 
union with harmonious relationships with management, the 
measures of job satisfaction and organizational involvement 
are correlated with union satisfaction.

Click, et ^ .  , interpret their findings to mean that 
participation and satisfaction represent different aspects 
of union effectiveness: satisfaction reflects on the union
and its ability to serve its members; participation reflects 
on the membership and their needs to influence decisions in 
the union. Most importantly, individual characteristics 
moderate the relationship between satisfaction and partici­
pation. Thus, the relationship between satisfaction and 
willingness to participate may be more complex than pre­
viously indicated.

In his book The Factory Cirls Phillip Foner notes 
that the satisfaction levels of female factory workers in 
the late 1800's were not always accurately depicted in the 
newspapers. Foner describes examples of worker letters 
and leaders of informal worker associations who described 
the harshness of working conditions and lack of appreciation, 
recognition and reward from the shop bosses.
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Similar circumstances are depicted in the movie Norma 
Rae.^^ Sally Fields stars as a female day laborer in a 
southern factory town who helps to organize a union. Reared 
to be antiunion and with her whole family employed by the 
textile company, it is only following the death of her father 
due to overexertion at work that Norma Rae begins to question 
management's interest in the welfare of its workers. Although 
losing her own job, she helps to win certification for the 
union in a close election.

52Norma Rae may or may not be viewed as a pro-labor film. 
What is of interest is the fact that the film was ever pro­
duced. Along with the emergence of the aforementioned books 
and research, such efforts suggest that unions once again may 
be a "socially relevant" factor in the lives of American 
workers.

Organization of the Dissertation
This work is organized without a specific section

entitled "Review of the Relevant Literature" because, as
noted by Mary Dresser of the lUE News, "So little exists
on the specific topic of female labor union activists—

5 3there just isn't much." Footnotes at the end of each 
chapter and the bibliography provide all relevant sources 
available to the author as of December, 1979.

This initial chapter is introductory in nature, orien­
tating the reader to the following four chapters: The
Interface of Women Workers and Trade Union Organizations:
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The Coalition of Labor Union Women (Chapter II); The Research 
Design and Methodology (Chapter III); The Research Findings 
(Chapter IV) , and The Summary, Conclusions, and Recommenda­
tions (Chapter V ) .

Chapter II, "The Interface of Women Workers and Trade 
Union Organizations: The Coalition of Labor Union Women,"
utilizes current statistics to profile the characteristics 
of America's working women, and yields a view of the rela­
tionship between women and earnings. Of importance here is 
the financial differential which exists between wages and 
salaries earned by union versus nonunion females. Also dis­
cussed within Chapter II is a comprehensive view of the 
founding, purpose, goals, and accomplishments of the Coali­
tion of Labor Union Women (CLUW). The organizational 
climate will be discussed as well as CLUW's past and present 
leadership, membership, and structure.

Chapter III, "Research Design and Methodology," pro­
vides a view of the difficulty of developing union research 
and lists the method and sources of data. Terms are defined 
and a chronological development of the two CLUW question­
naires are presented. Hypotheses, associated research 
questions, data collection, research constraints, and the 
reliability and validity of both the sample and questions 
are discussed.

Chapter IV, "Research Findings," contains the results 
from the two CLUW questionnaires. Descriptive statistics
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comprise the bulk of information presented. Biographical 
information of the CLUW respondents is presented along with 
comparative data showing the difference between the satis­
faction means of different demographical categories. Statis­
tical interpretation of the hypotheses and associated 
research questions are presented and the implications 
discussed.

Chapter V, "Summary, Conclusions, and Recommendations," 
synthesizes the pages herein and shows its relationship 
to other research. Specific recommendations are made for 
CLUIV members and leaders, union officers, and areas are 
indicated for future research.
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CHAPTER II

THE INTERFACE OF WOMEN WORKERS AND TRADE UNION 
ORGANIZATIONS: THE COALITION OF

LABOR UNION WOMEN

Women are increasingly visible on the job and 
in their labor unions. They are more vocal than 
ever before and better prepared to participate.
New women leaders have emerged opening the door a 
little wider for countless others who will follow.1

Characteristics of America's Working Women

Labor Force Participation
The latest data available from the Bureau of Labor 

Statistics (BLS) reveal that the Nation's work force
reached 102 million late in 1973, 43 million of whom were

2 3women. Up 2 million from 1977, this was the first
time that the labor force participation rate of women has
been as high as 50 percent.^

Table 1 shows the proportional ratio of women in the
work force from 1945 to 1978. As this table displays, in
1978 women made up approximately 42 percent of all U.S.
workers.^

Table 2 shows the female labor force participation 
rates as a percentage of the population.^ As revealed in 
this table, the participation rate of women workers has 
increased at least one percentage point per year since 1975.

27
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TABLE 1
PERCENTAGE OF WOMEN IN THE CIVILIAN LABOR FORCE

Annual Averages (seasonally
adjusted)

1945 1955 1965 1975 1978
Total Civilian Labor

Force (thousands) 53,860 65,023 74,455 92,613 100,573
Total Number of Women

in the Labor Force
(thousands) 19,030 20,584 26,200 36,998 41,976

Percentage of Women
in the Labor Force 35.3 31.6 35.2 39.9 41.7

As shown in the far right column of Table 2, the participa-
tion rate of women 16 years and over is expected to increase
at least to the year 1990, according to projections 
released by the Bureau of Labor Statistics.^

TABLE 2

recently

FEMALE LABOR FORCE PARTICIPATION AS 
PERCENTAGE OF THE POPULATION

A

Age Categories Annual Averages * (Predicted)

1975 1976 1977 1978 1990
16 years and over 46.3 47.3 48.4 50.0 57.1
16 to 19 years 49.2 49.9 51.4 53.9 62.8
20 to 24 years 64.1 65.0 66.5 68.3 80.4
25 to 54 years 55.0 56.7 58.4 60.5 72.4
55 years and over 23.1 23.0 22.9 23.1 19.3
White Females 45.9 46.9 48.1 49.5 —  —

Black Females 48.8 49.8 50.8 53.2

*These values reflect the median values predicted by 
the BLS.
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Most of 1978's record labor force gains, like most of 
those throughout the 1970's, occurred among women under

g
35. Women accounted for nearly three-fifths of the increase 
in the civilian labor force in the last decade with an influx

9of 13 million females compared with 9 million males. In
addition, the Women's Bureau reports

1. Fifty-nine percent of all women 18 to 64—  
the usual working ages— were workers in 1978, 
compared with 88 percent of men. Fifty per­
cent of all women 16 and over were workers.

2. Fifty-three percent of all black women were in 
the labor force in 1978 (4.9 million); they
accounted for nearly half of all black workers.

3. Forty-five percent of Spanish-origin women 
were in the labor force in March, 1978 (1.8 
million); they accounted for 39 percent of all 
Spanish-origin workers.

As shown in Table 2, the highest female labor force
participation rate was between the ages of 20 to 24 years
followed closely by the 25 to 54 age category. The median
age of women workers in 1978 was 35 years^^ and in 1979 was
34 years.

As noted by the Bureau of Labor Statistics (BLS);
Despite the pressures of combining a job with 

family responsibilities, large numbers of women 
25 to 34 years old— 71 percent of whom are mothers 
with dependent children in the home—  continued to 
enter or reenter the work force. The rapidly esca­
lating cost-of-living and society's growing accep­
tance of the working mother are among the prominent 
reasons that so many of these young women seek paid 
employment.13
In March, 1979, almost 48 percent of all wives were 

working or looking for work. More than half of these women.
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12.5 million, had children under 13 years of age. As shown 
in Table 3, the labor force participation rate for white 
married women rose from 39.7 percent in March, 1970, to
46.6 percent in March, 1978. Note in this table that the 
proportion of Hispanic wives in the work force in 1978 (43.9 
percent) was approximately the same as that for white wives, 
but that black wives had the highest participation rate 
(58.3 percent) of the three groups.

Another major group of women workers are those who are 
single, divorced, widowed, separated, or whose husbands earn 
less than $10,000 per year. These women comprised over two- 
thirds of all working women in 1977 and 1978.^^ Of this 
group, divorced women were more likely than those of any 
other marital status to be in the job market^^ as well as 
being the group most likely to be the single head of house­
holds.

As noted by Beverly Johnson, "The phenomenal increase
in the number of divorced women has been the most prominent
factor in the accelerated growth of families headed by
w o m e n . I n  March, 1978, the labor force participation
rate of divorced women heading their own families was 77.6
percent, compared with 58.1 percent for separated, 55.8
percent for never married, and 39.4 percent for widowed
women. The overall labor force participation rate of

18female heads in March, 1978, was 58-9 percent-



TABLE 3
CIVILIAN LABOR FORCE BY SEX AND MARITAL 

STATUS - MARCH 1970 AND 197 8

Sex and 
Marital Status

Number (in 
1970

Civilian
thousands)

1978
Labor Force 
Labor Force 

1970
Participation

1978

Both sexes, total 81,693 98,437 59.1 62.2
Men, total 50,460 57,466 77.6 76.8

Never married 9,421 13,978 60.4 69.2
Married, wife present 38,123 38,507 86.6 81.6
Married, wife absent 1,053 1,703 61. 3 77.4
Widowed 672 567 31. 9 30.5
Divorced 1,191 2,711 76.0 80.7

Women, total 31,233 40,971 42.6 49.1
Never married 6,965 10,222 53.0 60.5
Married, husband present 18,377 22,789 40.8 47.6
Married, husband absent 1,422 1,802 52.1 56.8
Widowed 2,542 2,269 26.4 22.4
Divorced 1,927 3,888 71.5 74.0
Black — — ------- 53. 8 58.3
White ------- ------- 39.7 46.6
Hispanic ------- ------- ------- 43.9

U»
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19The U.S. Department of Labor recently noted:
1. The number of working mothers has increased 

more than tenfold since the period immediately 
preceding World War II, while the number of 
working women more than tripled. Fifty-three 
percent of all mothers with children under 18 
years (16.1 million) were in the labor force 
in 1978.

2. The 5.8 million working mothers (includes 
never married mothers) with preschool children 
in 1978 had 6.9 million children under 6 
compared with 4.8 million working mothers with 
6.0 million children under 6 years of age in 
1973.

3. Among all families, about 1 out of 7 was 
headed by a woman in 1978 compared with about
1 out of 10 in 1968; 39 percent of black
families were headed by women. Of all women
workers, about 1 out of 8 was a family head;
about 1 out of 4 black women workers was a 
family head.

4. Among all poor families,* nearly half (49 per­
cent) were headed by women in 1978; more than
2 out of 3 poor black families were headed by 
women. In 1968 about one-third (35 percent) 
of all poor families were headed by women and 
51 percent of poor minority families had female 
heads.
*Note that the terms "poor," "low-income," or 
"poverty level" is based on the Bureau of the 
Census' definition of poverty (which is) adjusted 
in accordance with changes in The Department of 
Labor's Consumer Price Index. Classified as poor 
in 1976 were those nonfarm households where total 
money income was less than $2,884 for an unrelated 
individual; $3,711 for a couple; and $5,815 for 
a family of four. The poverty level for farm 
families is set at 85 percent of the correspond­
ing level for nonfarm f a m i l i e s . 20

While it is a fact that 57 percent of American women are 
married and living with their husbands, the "typical American 
family," one where the father is working and the mother stays
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at home with two children, now constitutes only 7 percent 
of all f a m i l i e s . I n  March, 1977, 1 of 6 children in the
United States were living in a family with no father present,

22compared with 1 of 10 in March, 1970.
These statistics show societal and cultural ramifica­

tions beyond economic considerations. The trend seems to 
be that America is becoming a nation of loners. Of the 1.3 
million households formed in 1976, only 174,000 were nuclear
families. Single-person households numbered 549,000 and the

2 3rest were single-parent families.
Whether single or married, male or female, workers

need a good education if they are to earn a decent living.
According to the Department of Labor, the median years of
school completed by American workers in 1978 and 197 9 were
the same for men and women, 12.6 years. However, a larger
proportion of men than of women workers had completed at

24least 4 years of college (19 compared to 14 percent). Con­
currently, a larger proportion of remunerative rewards were 
obtained by men. It is this topic which is discussed next.

Occupational Distributions and Earnings
It is an often quoted fact that women work for the same

reasons men do— the economic need to provide for the welfare
of themselves as well as for their families or other depen- 

25dents. What is not a well-known fact is that women are
2 6working more and are earning less.
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One might think with all the fervor about the Equal 
Pay Act, the Civil Rights Act, the potential passage of 
the Equal Rights Amendment, the potential draft registra­
tion of women, and the push by Elenor Holmes Norton (Chair 
of the Equal Employment Opportunity Commission) for "equal 
pay for jobs of equal value" that working women would be on 
equal economic footing with working men. Not so. As noted 
by the BLS,

Average (median) weekly earnings of all 
women who work full time were $166 in May, 1978, 
or about 61 percent of the earnings of men 
($272).27

For more than two decades the earnings dif­
ferential between working men and women has stayed 
in the narrow 58 to 63 percent range despite the 
enormous influx of women into the labor f o r c e . 28
Mary Lee Bombay further reports her findings :

Despite their increased numbers, despite 
the women's movement, despite the law, women have 
not been able to increase their earning power 
or their job status. The shocking truth is that 
the earnings gap between men and women has widened 
since 1955. Full-time women workers in 1977 
earned 60 cents for every $1.00 earned by men.
In 1955 they earned almost 64 cents for each $1.00 
men earned.29
Table 4 shows the median annual earnings of year-round, 

full-time workers 14 years and over by sex from the years 
1955-1975, the latest figures obtainable at the time of 
this w r i t i n g . A s  displayed in Table 4, the earnings gap 
has indeed widened since 1955. Such findings are signifi­
cant in view of the legislative passage of the Equal Pay 
Act, Title VII of the Civil Rights Act, Title IX and the 
Executive Orders.
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TABLE 4
MEDIAN ANNUAL EARNINGS OF YEAR-ROUND FULL-TIME WORKERS 

14 YEARS AND OVER BY SEX, 1955-75

Annual Earnings Women's Earnings as 
women Men Percent of Men's

1955 $2,719 $ 4,252 63.9
1956 2,827 4,466 63.3
1957 3,008 4,713 63.8
1958 3,102 4,927 63.0
1959 3,193 5,209 61.3
1960 3,293 5,417 60.8
1961 3,351 5,644 59.4
1962 3,446 5,794 59.5
1963 3,561 5,978 59.6
1964 3,690 6,195 59.6
1965 3,823 6,375 60.0
1966 3,973 6,848 58.0
1967 4,150 7,132 57.8
1968 4,457 7,664 58.2
1969 4,977 8,227 60.5
1970 5,323 8,966 59.4
1971 5,593 9,339 59.5
1972 5,903 10,202 57.9
1973 6,335 11,186 56.6
1974 6,970 11,889 58.6
1975 7,504 12.758 58.8

Note ; Data for 1955 to 196 6 are for wage and salary
workers only and exclude self-employed persons;.

Tables 5 and 6 show the1 occupational distribution of

employed women for selected years since 1950. 31Table 5"̂ -̂
reveals that the occupation employing the highest percentage
of women since 1950 has consistently been clerical. The
second highest occupational frequency has changed since



TABLE 5
OCCUPATIONAL DISTRIBUTION OF EMPLOYED WOMEN, ANNUAL 

AVERAGES, SELECTED YEARS, 1950-76
(Percent distribution)

Occupational Group 1950* 1960 1970 1976
Women as 

Percent of All 
Workers in 
Occupation 
Group, 1976

Total 100.0 100.0 100.0 100.0 40.1
Professional-technical 12. 5 12.4 14.5 16.0 42.0
Managerial-administrative 

except farm 4.4 5.0 4.5 5.5 20.8
Sales 8.7 7.7 7.0 6.7 42.9
Clerical 27.8 30.3 34.5 34.9 78.7
Craft 1.5 1.0 1.1 1.6 4.8
Operatives, including 

transport 19.6 15.2 . 14.5 11.8 31.3
Nonfarm laborers 0.8 0.4 0.5 1.1 9.3
Service, except private 

household 12.4 14 . 8 16.5 17.9 57.8
Private household 8.7 8.9 5.1 3.1 97.3
Farm 3.6 4.4 1.8 1.3 16.2

*Data are for women 14 years and over in April 1950.

W
<X\
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1970 from operative (and transportation) jobs to nonhouse­
hold service, jobs. The occupational category employing 
the third highest frequency of female employees is that
of professional-technical employees.

32As noted in Table 6, women have consistently main­
tained dominance in a finite number of occupational fields. 
Females comprise the vast majority of the following: cleri­
cal employees, bank tellers, bookkeepers, cashiers, office 
machine operators, and secretaries-typists. Females also 
compose the majority of teachers, nurses and (not shown in 
Table 6) librarians. As depicted in Table 6, while the 
differential percentage of female participation in clerical 
and professional-technical fields has increased slightly, 
noticeable gains have been made in the number of women 
involved in such fields as accounting, the law, medicine, 
and university professors. A noticeable increase is also 
evidenced in the nonfarm managerial-administrative occupa­
tions such as banking, purchasing, sales, and food service 
industries.

33As displayed in Table 7, consideration of any occu­
pation in any industry reveals a major differential between 
the earnings of women and the earnings of men. Of the 
occupations and industries shown in Table 7, the smallest 
financial differential exists in farm and agricultural- 
related jobs. The highest differential exists between males



TABLE 6
EMPLOYMENT OF WOMEN IN  SELECTED O C C U PA TIO N S, 1 9 5 0 ,  1 9 7 0 ,  a n d  1 9 7 6

'Jurnbars in thousands)

Both sexes Women

Occupation Number Percent of all workers in occupation

1950 1970 1976 1950 1970 1976 1950 1970 1976

ufessiorial’tccliiiical ............................................................................. 4,858 11,452 13,329 1,947 4,576 5,603 40.1 40.0 42.0
Accountants .................................................................................. 377 711 866 56 180 233 14.9 25.3 20.9
Engineers ........................................................................................ 518 1,233 1,190 6 20 21 1.2 1.6 1.8
Lav.vyers-iutli.ies ............................................................................. 171 277 413 7 13 38 4.1 4.7 9.2
Physicians o s te o p a th s .................................................................. 184 280 368 12 25 47 6.5 8.9 12.8
Reijistercti n u i s e s .......................................................................... 403 836 999 394 814 965 97.8 97.4 96.6
Tcucheis, except college and itnluerslty ................................. 1,123 2,750 3,099 837 1,937 2,198 74.5 70.4 70.9
Teachers, college and university' ............................................ 123 492 537 28 139 168 22.8 28.3 31.3
Technicians, excluding medical-dental .................................... 102 339 897 21 49 122 20.6 14.5 13.0
Writers artists e n te r ia in e is .......................................................... 124 701 1,099 50 229 381 40.3 30.1 31.7

inauci iai administrative, except (arm ............................................ 4.894 6,387 9,315 673 1,061 1,942 13.8 16.6 20.8
Bank oKicials financial managers ............................................ 111 313 546 13 55 135 11.7 17.6 24.7
Buyers puichasing agents ......................................................... 64 361 376 6 75 89 9.4 20.8 23.7
Food service workers .................................................................. 343 323 505 93 109 177 27.1 33.7 35.0
Sales manageis departm ent heads; retail trade ...................... 142 212 • 322 35 51 114 24.6 24.1 35.4 .

ft leal ..................................................................................................... 6,865 13,783 15,558 4,273 10,150 12,245 62.2 73.6 78.7
Bank tellers .................................................................................. 62 251 371 28 216 338 45.2 86.1 91.1
tto u k k e e p e is .................................................................................. 716 1,552 1,688 556 1,274 1,519 77.7 82.1 90.0
Cashiers .......................................................................................... 230 824 1,256 187 692 1,101 81.3 84.0 87.7
Oiflce machine opuiatois .......................................................... 143 563 726 116 414 536 81.1 73.5 73.7
Secretaries typists . ..................................................................... 1.58Ü 3,814 4,3GB 1,494 3,686 4,303 94.6 96.6 98.5
Sliipping leceiving c l e r k s ............................................................ 287 413 440 19 59 76 6.6 14.3 17.3

U l
00

Idc liiiJus co llu y e  iim i i i i iiv e is ily  p ie s i i te n ls .
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TABLE 7
MEDIAN USUAL WEEKLY EARNINGS OF FULL-TIME WAGE AND 

SALARY WORKERS BY SEX AND OCCUPATION 
AND INDUSTRY GROUP, MAY 1976

Occupation and 
Industry Group

Usual Weekly Earnings 
Women Men

Women ' s 
Earnings as 

Percent of Men's

Occupation
Professional-

Technical $218 $299 73
Managerial-

Administrative
except farm 187 320 ■ 58

Sales 111 244 45
Clerical 147 228 64
Craft 149 243 61
Operatives, except

transport 121 202 60
Transcript

Equipment
Operatives ( ) 216 — “

Nonfarm Laborers 121 166 73
Service 109 170 64
Farm 107 122 88

Industry
Agriculture $113 $129 88
Construction 167 244 68
Mining ( ) 280 — —
Manufacturing 137 231 59

Durable Goods 148 235 63
Nondurable Goods 127 222 57

Transportation and
Public Utilities 190 270 70

Wholesale Trade 148 240 62
Retail Trade 113 188 60
Finance, Insurance,

and Real Estate 144 270 53
Private Household 66 ( ) — —
Miscellaneous

Services 160 224 71
Public

Administration 173 269 64
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and females for sales and managerial-administrative 
occupations, and for finance, insurance, real estate, 
and manufacturing-related industries.

Race, Sex, Geography, Education, and Earnings
As shown in Table 8,^^ the median earnings of year- 

round, full-time workers 16 years and over are consistent 
in terms of race and sex despite the geographical region. 
In all geographical areas males surpass the median earn­
ings of females and whites surpass the median earnings of 
blacks. These findings are consistent with the figures 
released from the Department of Labor in August, 1979.
The DOL reports :

Women workers are concentrated in low paying 
dead end jobs. As a result, the average woman 
worker earns about three-fifths of what a man 
does, even when both work full-time year-round.
The median wage or salary income of year-round, 
full-time workers in 1977 was lowest for minority- 
race women $8,383. For white women it was $8,787; 
minority men, $11,053; and white men, $15,230.35
Educational achievement seems to make a large differ­

ence in the female labor force participation rate while 
making little difference in the male/female wage differen­
tial. As noted by the Women’s Bureau:

The more education a woman has the greater 
the likelihood she will seek paid employment.
Among women with 4 or more years of college, 
about 3 out of 5 were in the labor force in 
1978 . . . (but) . . . fully employed women high 
school graduates (with no college) had less 
income on the average than fully employed men 
who had not completed elementary school— $8,462
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and $9,333, respectively 1977. Women with 4 
years of college also had less income than men 
with only an 8th grade education— $11,134 and 
$11,931, respectively.36

TABLE 8
MEDIAN EARNINGS OF YEAR-ROUND FULL-TIME 
WORKERS BY SEX AND RACE: GEOGRAPHIC

DIVISIONS AND STATES, 1975
(Persons 16 years old and over)

Men Women
Item White Black White Black

United States, total $13,068 $ 9,625 $ 7,560 $ 7 ,243
New England 12,791 10,730 7,590 7 ,819
Main 10,605 1/ 5,269 1/
New Hampshire 11,577 1/ 6,873 1/
Vermont 10,623 1/ 6,964 1/
Massachusetts 13,077 1/ 7,901 1/
Rhode Island 11,891 1/ 6,687 1/Connecticut 13,768 10,855 7,864 7 ,603

Middle Atlantic 13,473 10,962 8,182 8 ,575
New York 13,905 10,890 8,665 8 ,953
New Jersey 13,974 11,347 8,083 8,173
Pennsylvania 12,599 10,838 7,455 7 ,623

East North Central 13,639 12,162 7,760 8 ,049
Ohio 13,206 11,740 7,537 7 ,724
Indiana 13,031 11,694 6,903 7 ,851
Illinois 14,415 12,110 8,161 7 ,822
Michigan 14,307 12,758 8,571 8 ,811
Wisconsin 12,587 y 7,245 1/

West North Central 12,240 9,781 6,941 6 ,916
Minnesota 12,660 1/ 7,369 1/
Iowa 12,427 V 6,918 yMissouri 12,483 9,183 6,932 6 ,592
North Dakota 11,322 1/ 6,296 1/
South Dakota 10,301 1/ 5,819 1/
Nebraska 11,889 1/ 6,798 1/
Kansas 11,858 9,910 6,815 Î/
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TABLE 8 (Continued) 
(Persons 16 years old and over)

Items
Men Women

White Black White Black
South Atlantic $12,446 $ 8,224 $ 7,249 $ 6,480
Delaware 14,198 9,477 7,692 7,054
Maryland 14,902 11,288 8,888 8,801
District of Columbia 18,660 10,921 12,705 8,896
Virginia 12,958 8,295 7,605 5,889
West Virginia 11,637 1/ 6,403 1/North Carolina 10,761 8,226 6,332 5,804
South Carolina 11,798 6,715 6,761 5,325
Georgia 12,651 6,957 7,559 5,692
Florida 11,985 6,995 7,037 6,290

East South Central 11,394 7,092 6,716 5,325
Kentucky 11,503 1/ 6 ,688 yTennessee 10,963 7,628 6,807 5,708
Alabama 11,773 7,344 6,705 5,192
Mississippi 11,372 6,250 6,483 4,893

West South Central 12,035 8,183 6,655 5,661
Arkansas 10,754 7,294 6,339 5,400
Louisiana 13,321 8,074 6,481 5,047
Oklahoma 11,379 1/ 6,664 1/
Texas 12,073 8,239 6,755 5,918

Mountain 12,987 10,541 7,375 7,587
Montana 12,406 1/ 6,849 1/
Idaho 11,180 1/ 6,536 1/
Wyoming 13,035 1/ 6,944 1/
Colorado 13,573 1/ 7,745 1/
New Mexico 12,030 1/ 7,087 1/Arizona 13,007 1/ 7,511 1/
Utah 13,096 1/ 6,923 1/Nevada 13,679 9,412 7,892 6,829

Pacific 14,492 11,609 8,343 7,897
Washington 14,402 1/ 7,809 1/Oregon 13,371 1/ 7,344 1/
California 14,623 11,672 8,505 7,901
Alaska 21,474 1/ 11,426 1/
Hawaii 15,716 1/ 3,240 1/

Note: \ f  Earnings not shown where number reporting
earnings is less than approximately 60 sample cases.

Source: Survey of Income and Education, Spring 1976
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Reasons for the Wage Differential between the Sexes 
The lack of direct relationship between the educa­

tional achievement and salaries of males and females has 
been studied in detail by Victor Fuchs. In Fuchs' terms :

. . . neither inherent physical or mental 
differences nor employer discrimination can 
explain most of the differential . . . .  The 
major explanation . . .  is role differentiation, 
which begins in childhood and eventually affects 
labor force attachment, choice of occupation, 
location and hours of work, post-school invest­
ment, and consumer and fellow-employee attitudes.3'
Alice Cook notes six categories for arguments and

justifications often given for unequal pay between the 
38sexes :

1. Natural causes— due to lesser physical powers 
(which brings about the need for "protective legislation").

2. Economic causes— lower "career investments" and 
"career value" due to females higher rate of absenteeism 
and turnover, their late arrival in the labor market, their 
interrupted work life due to marriage and births of children, 
their unpredictable mobility due to their husband's primary 
career, and their low levels of "work commitment."

3. Educational factors— not merely in terms of less 
education, but rather females generally derive academic 
preparation which is unrelated to the work habits and skills 
desired by organizations.

4. Conventional factors— discrimination in the hiring 
process, fellow workers' unwillingness to work with or for 
women.

5. Overcrowding of women's jobs (an increase in the 
supply of low skilled workers as mentioned also by Victor 
Fuchs), and,

6. Nonunion status— the fact that women's low rate of 
trade union organization may also contribute to the fact 
that their pay benefits are only marginally, if at all, 
from the effects of collective bargaining.
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Such arguments are not those of the Americans alone. 
Similar arguments have been voiced in R u s s i a , i n  Canada^^ 
and in Great Britian.^^

The U.S. Employment Standards Administration reports
The widening male-female differential is a 

contrast to the gains women have made in employ­
ment in recent years. Two primary factors have 
contributed to the widening gap. First, despite 
the fact that increasing numbers of women are 
securing higher level and better paying positions, 
there is still a predominance of women in lower 
status occupations of a traditional nature which 
provide limited opportunity for advancement.
Second, the dynamic rise in women's labor force 
participation has resulted in a larger proportion 
of women who are in or near the entry level.
Victor Fuchs notes that due to the rapid growth of 

industries, vast technological and economic changes coin­
ciding with legal, social and institutional changes, there 
has been an increase in the demand for well-educated women 
and a relative increase in supply of less-educated women. 
Fuch states that "Although in the short run the increased 
labor force participation of women tends to depress their 
earnings, in the long run it will raise them.

Other factors contributing to the influx of females 
into the work force (resulting in low wages) are a progres­
sive set of personal and societal attitudes which allow 
birth control techniques, child care outside the home (if 
indeed children are desired), recognition of personal 
identity and self-worth, and awareness that people are 
living and therefore, from necessity, working longer.
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According to recent data published by the National 
Center for Health Statistics:

Life expectancy for white Americans is 
nearing 74 years compared with 69 years for 
minorities, but the gap is narrowing . . . women 
can expect to live almost eight years longer than 
men— 77.1 years compared with 69.3 ."45
These findings published from the National Center for

Health Statistics are substantiated by the Department of
Labor: "The average worklife expectancy of women has
increased by more than one-half over the two decades since
1950. In 1970, the average woman could expect to spend

4 622.9 years of her life in the work force." These events, 
combined with the dim financial future of the Social 
Security Administration, recent legislation increasing 
mandatory retirement to age 70, and the projections that 
25 percent of all females will never marry and of those 
who marry 50 percent will be d i v o r c e d , a l l  lead to a 
new awareness of the importance of job-related skills and 
such concepts as equal opportunity and equal pay for jobs 
of equal value.

Union Membership and the Wage Differential 
Between Union and Nonunion Members

While union membership has increased numerically
(absolute numbers) in recent years, it has decreased in
relative numbers (relative to the total number of American
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workers). According to Ann Curan, the proportion of union
members to the total U.S. labor force dropped from 26

4 8percent in 1968 to 23.2 percent in 1976. Concurrently,
BLS Economist Linda H. Legrande observed that during the 
years 1956 to 1976, the number of men belonging to unions 
rose only 8.6 percent while the proportion of male union­
ists relative to the male labor force fell from 32 to 27 
percent. During the same 20 year span, the number of 
women belonging to labor unions rose by 34 percent, but 
the proportion of the female labor force holding a union 
card fell from 14.9 to 11.3 percent. Women accounted for 
60 percent of the total labor force growth and nearly half 
of the total increase in union membership during the 1956- 
1976 period, and the proportion of female unionists climbed 
from 18.5 to 22.2 percent. Even so, the 80 percent increase
in the female labor force during the 20 years easily out-

49paced the rise in female union membership.
A July 1979 report released by the Bureau of Labor 

Statistics states;
As a result of the great influx of women into 

the work force during the past 25 years, more 
women than ever before are in labor organizations.
In 1976, 4.3 million women were union members and 
another 1.8 million were members of employee 
associations similar to a union. By 1976, women 
accounted for more than 1 out of 5 union members 
and more than 1 out of 2 association members.

Women have been joining associations at a 
faster rate than unions in recent years, partly 
because they have been concentrated in the
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occupations and industries that employee associa­
tions represent (e.g., teaching and nursing).
Between 1970 and 1976, the number of women in 
associations rose by 80 percent while the number 
of (women in) unions increased by less than 10 
percent.50

Table 9^^ shows the labor organization status of 
employed wage and salary workers by sex and race as of 
May, 1977. As explained by the Department of Labor the 
contents of Table 9 help to reveal that:

Women accounted for only 27.6 percent of 
the employed wage and salary workers in labor 
organizations in 1977. In contrast, blacks and 
other minority races made up 11.6 percent of the 
civilian noninstitutional labor force, but con­
stituted 14.2 percent of labor organization members 
in 1977. Proportionately more black men (35.3 
percent) belonged to labor organizations than white 
men (28.9 percent), but the differences were even 
greater among women; 23.5 percent for black women 
and 14.5 percent for white women.

Better than half (56 percent) of the 21.5 
million workers represented by labor organizations 
were blue collar; 34 percent were white collar, 
and 10 percent were service workers. Among the 
19.3 million labor organization members, 59 percent 
were blue collar, 31 percent were white collar, and 
10 percent were service workers. For the 2.2 
million workers not members of a labor organiza­
tion but covered by labor agreements (primarily 
females), the pattern was different: Only 27 per­
cent of the blue collar workers enjoyed the bene­
fits of labor agreements compared to 60 percent for 
white collar workers and 13 percent of serviceworkers.52

It is a known fact that labor union membership is con­
centrated primarily in blue collar occupations such as 
transport equipment and other operatives, craft and kindred 
workers, and nonfarm laborers. Union membership is much



TABLE 9
LABOR ORGANIZATION STATUS OF ÈMPLOYEE WAGE AND 

SALARY WORKERS BY SEX AND RACE, MAY 1977
(Numbers in thousands)

Membership
Status

All
Number

Races
Percent

White
Number Percent

Black
Number Percent

TOTAL
Represented 21,532 100.0 18,498 100.0 3,036 100.0

Members 19,335 89.8 16,591 89.7 2,745 90.4
Nonmembers 

covered by 
contracts 2,199 10.2 1,908 10.3 292 9.6
MEN

Represented 15,236 100.0 13,383 100.0 1,853 100.0
Members 14,006 91.9 12.283 91.8 1,7?3 93.0
Nonmembers 

covered by 
contracts 1,229 8.1 1,100 8.2 130 7.0
WOMEN

Represented 6,299 100.0 5,116 100.0 1,183 100.0
Members 5,329 84.6 4,307 84.2 1,021 86.3
Nonmembers 

covered by 
contracts 970 15.4 808 15.8 162 13.7

a»
00

Note: Because of rounding, sums of individual items may not equal totals.
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lower for white collar and service occupations where 
women generally are employed.

Louise Kapp Howe discusses the role of women's work.
Ms. Howe states:

While it has been commonplace to discuss 
how the lines between so-called blue collar and 
white collar work have been fading (with more 
and more machines moving into the office), it 
has been barely observed that the most dramatic 
distinctions continue between what can be most 
descriptively termed pink collar work and work 
in the male and integrative m a r k e t s . 54
Pink collar workers, as defined by Ms. Howe, are those

who work in female-concentrated jobs. Those listed as "the
pinkest of pink collar occupations today" are depicted in
Table 10.55

TABLE 10
THE PINKEST OF PINK COLLAR OCCUPATIONS

Occupation
% Female 
in 1962

% Female 
in 1975

Registered Nurses 98.5 97.0
Elementary School Teachers 86.5 85.4
Typists 94.8 96.6
Telephone Operators 96.3 93.3
Secretaries 98.5 99.1
Hairdressers 88.1 90.5
Waiters and Waitresses 88.1 91.1
Nursing Aids 75.2 85.8
Sewers and Stitchers 94.1 95.8
Private Household Workers 97.3 97.4

Women have traditionally entered and continue to enter 
occupations where union membership is low. In June 1978,
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79 percent of all clerical workers and 59 percent of all 
service workers (other than household workers) were women, 
compared to 62 and 45 percent, respectively, in 1950.^^
Those occupations most highly populated by women belong­
ing to trade unions are found in the transportation,

57communications, and public utilities industries.

Financial Differentials between Union and Nonunion Status
As noted by the Department of Labor :

Workers not represented (by unions) were more 
likely to be at the lower end of the earnings scale 
than those who were represented (by unions). . . .
The greater proportion of unorganized workers at 
the lower end of the earnings range can be par­
tially explained by the kind of work they do.
Relatively more workers without labor represen­
tation were employed in traditionally low-paying 
clerical and service occupations.58

Clerical and service occupations are two of the "pink 
collar"-jobs to which Louise Kapp Howe referred. These 
female-intensive positions are generally much lower paid 
than blue collar positions where unionization is more 
frequent. Pink collar jobs generally require less skilled, 
less full-time, and less overtime work than do blue collar 
jobs. As noted by the Employment Standards Administration, 
"Although women are as well-educated as their male counter­
parts in terms of median years of schooling completed, there 
are differences in the kinds of education, training, and
counseling they receive which directs them into traditional

59and low-paying j obs."
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Recent figures from the Department of Labor revealed 
that in May, 1977, "Workers represented by labor organiza­
tions earned more than those that were not represented by 
labor unions. Their usual weekly earnings exceed those 
of workers not represented by an average of $41 ($262 
compared to $221) primarily because of earnings of blue- 
collar workers.

Among the three occupational groups— white collar, 
blue collar, and service industries— the smallest earnings 
differential of 1977 employees was among white collar 
workers. White collar workers covered by a labor contract 
had median weekly earnings of $270, 6 percent more than 
those not covered. This earnings differential is consider­
ably lower than those differentials noted for blue-collar 
workers (37 percent) and for service workers (58 percent). 

Figure 1 shows the usual weekly earnings of employed
full-time wage and salary workers by labor organization

2representation as of May, 1977. As displayed in Figure 
1, all sexual and racial categories show higher weekly 
earnings for members of unions as compared to nonunion 
workers. Even so, the wage differential between the sexes 
and between the races is maintained.

The Bureau of Labor Statistics Reports:
Usual weekly earnings of organized men (those 

who are members of unions) exceeded those of 
organized women in all major industry groups. In 
manufacturing, transportation, and trade, men 
earned at least 40 percent more (in 1977) than
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women. The occupational mix of men and women 
accounts for part of this disparity. Among 
managers, for example, one of the highest paying 
occupations, there were almost 5 times as many 
organized men as organized women. In the lower 
paying clerical and kindred occupations, women 
outnumbered men 4 to 3.

Among blue-collar jobs, which included many 
skilled and craft occupations, there were 6 
times as many men as women, but for lower paying 
service occupations there were only 2 men to every 
woman.63

FIGURE 1
USUAL WEEKLY EARNINGS OF EMPLOYED FULL-TIME 

WAGE AND SALARY WORKERS BY LABOR 
ORGANIZATION REPRESENTATION 

MAY, 1977
Usual Weekly Earnings 
$300-

250-

2 0 0 -

150-

100

Represented by a 
labor organization
Not represented
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Substantial differences remain between the wages and 
salaries of male and female workers, whether or not they 
maintain union or nonunion status. The degree of earnings 
differential is greater between organized and unorganized 
females, however, than between organized and unorganized 
males. The DOL reports:

When earnings of organized and unorganized 
men are compared, there are also some substan­
tial differences. In mining, manufacturing, 
and finance, insurance, and real estate, organ­
ized men earned less than those who were not 
organized. In the other major industries, the 
differentials were smaller, ranging from 10 percent 
in trade to near-parity in public administration. 
Organized women, on the other hand, earned more 
than their unorganized counterparts in all major 
industry groups. The earnings differentials 
ranged from 5 percent in transportation to 38
percent in s e r v i c e s . 64

As noted previously, white workers typically earn 
higher weekly earnings than black workers, and males earn 
higher median earnings than females. This is true whether 
or not workers belong to trade union organizations and is 
influenced heavily by the occupation and industry in which 
people work. As noted by the Bureau of Labor Statistics:

In trade and services, for example, two 
large but low-paying industries, organized white 
men had an earnings advantage of slightly more 
than 20 percent, even though blacks were more 
likely to be covered by contracts . . . .  The 
earnings differentials between white and black 
women were considerably smaller; organized white 
women earned a somewhat better wage than organ­
ized black women in every industry except publicadministration.65

The smaller differential in black and white women's 
earnings and benefits once again is largely influenced by
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the occupation and industry in which they work. The 
economics of being a woman in a pink-collar occupation 
is less than optimally remunerative in the American 
society today.

Geographical location also impacts heavily on the 
financial differentials between employees with union or 
nonunion status.

Usual weekly earnings of workers repre­
sented by labor organizations tended to be higher 
than those of unrepresented workers in all geo­
graphical regions. For male workers, however, 
this relationship did not always hold. In the 
New England, Middle Atlantic, and East North 
Central regions, unrepresented men earned 
slightly more than those who were represented, 
primarily because of the higher earnings of 
white-collar workers. The wages of unorganized 
white-collar workers in the three regions 
exceeded those of organized workers by as much 
as $47. . . .  In the South, organized workers
earned more because of the relatively large 
earnings advantage of blue-collar workers and 
the much smaller range of earnings of white- 
collar workers. Male white-collar workers in 
the South who were represented by a labor orga­
nization, for example, earned about 6 percent 
less than those who were not represented.

Average weekly earnings of women workers 
under (labor union) agreements exceeded those of 
women who were not organized in all of the regions.
The weekly differential was $58 in the Pacific 
region and over $40 in the Mountain, West South 
Central, South Atlantic, West North Central, East 
North Central, and New England r e g i o n s . 67
These findings seem to indicate a consistent trend over

the past few years. As noted by Raphael:
. . .  In 1970, the earnings gap between men and 

women was narrower among union members who are white- 
collar or service workers, but wider among members
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who are blue-collar workers. For example, 
among white collar workers in 1970, nonunion 
men earned 180 percent more than nonunion 
women; union men earned 80 percent more than 
union women. Similarly, among service workers 
in 1970, nonunion men earned 120 percent more 
than nonunion women, union men 70 percent more 
than union women. Among blue-collar workers, 
income disparities between men and women were 
higher for union members than nonmembers. In 
1970, among nonunion blue-collar workers, men 
earned 90 percent more than women; among union 
members, men earned 100 percent more. This 
pattern holds when the comparison is limited 
to operatives (where women are more likely to 
be employed). Among nonunion operatives in 
1970, men earned 80 percent more than women; 
among union members, 90 percent more . . . .
(However), among women workers in general, where 
labor union membership increased, the disparity 
in wages decreased.68

Similar findings have been documented by Leonard W.
Weiss^^, Paul M. Ryscavage^^, Michael J. Boskin^^, and

72Elizabeth Waldman. One conclusion is evident: union
membership has a decisive factor on earnings, particularly
for females. As stated recently by Joyce D. Miller, an
international vice president of the Amalgamated Clothing
and Textile Workers Union, "Women will not achieve equality
in the workplace without the collective strength of unions 

73behind them." This new awareness of women's inequality 
on the job (financial and otherwise) is a major impetus in 
the recent coalescence of female unionists as well as the 
formation and continued growth of the Coalition of Labor 
Union Women (CLUW).
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The Coalition of Labor Union Women
It has been said that CLUW evolved as a pragmatic

offshoot of the women's liberation movement and that its
basic impetus was blue collar f e m i n i s m . A  1974 source
noted that the founding of CLUW was a result of inaction
by labor organizations regarding women members' needs and

75the actions of the women's right movement. In essence, 
CLUW developed out of the collective desire of blue collar, 
white collar, and pink collar female union employees to air 
their needs for the abolition of inequalities and injustices 
on the job; to give women union members a vehicle to speak 
for themselves; and to allow a medium for action which was 
within the union movement and yet was independent of the 
parent union organizations.

CLUW's Origin, Stated Purpose, and Goals
The founding convention of CLUW was held in Chicago on

March 23 and 24, 1974. As noted by Gloria Johnson, "We had
hopes of attendance between 1,000 and 1,500 women who would
help to develop a bedrock organization." The attendance,
however, was slightly underpredicted. Approximately 3,200
rank-and-file, staff, and officers representing 58 unions
attended the initial conference. More than 50 percent of
the participants were middle-aged rank-and-file females
who were active in their local unions but who had never

77attended a conference or convention. As noted by Clara
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Day, "Some women walked to get there . . . .  Some women 
had no money and had to sleep on the floor, but there was 
enthusiasm, there was excitement, and there was sister­
hood . "

At the founding convention several events occurred: 
officers were elected, an initial structure was formed, 
and CLUW's philosophy (to work within their respective 
union structures) was unanimously endorsed. All delegates 
felt that CLUW was not founded to be a faction group, a 
rival of traditional unions. Rather, CLUW was, from its 
beginning, a vehicle to educate and inform its members in 
such areas as parliamentary procedure and legislative and 
political issues of national prominence (ERA, OSHA, child­
care, pregnancy disability. Title VII, etc.). CLUW 
stressed encouraging and teaching its members to educate 
themselves, to become active, and to become competent so 
that they could attain upward mobility within their union 
structures. (A copy of CLUW's statement of purpose is 
contained in the CLUW constitution which is located in 
Appendix C.) As stated in 1974, the purpose of CLUW was 
"to unify union women . . .  to determine our common pro­
blems and concerns, and to develop action programs within
the framework of our unions to deal effectively with our 

7  Robjectives."
CLUW's formal goals, as specified in 1974, remain the 

same today:
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1. To encourage the millions of nonunion women 
to join unions (to organize the unorganized);

2. To seek Affirmative Action in the work place 
(to encourage positive action by unions 
against sex discrimination in pay, hiring, 
job classification, and promotion);

3. To encourage women to actively participate 
in political actions and legislative issues 
(to press for legislative actions which would 
further women's interests such as promoting 
the ERA, child care, etc.); and

4. To increase the participation of women within 
their own unions (particularly in terms of 
policy-making and other influential roles).

CLUW's Structure, Leadership, and Organizational Climate
The true spirit, climate, and thrust of any organiza­

tion can be discovered through the philosophies of its 
leaders and members. At the founding convention in Chicago, 
the following slate of- officers were elected:

1. President— Olga Madar— The United Auto Workers 
(UAW)

2. Vice President— Addie Wyatt— The Amalgamated 
Meat Cutters and Butcher Workmen of North 
America (AMC&BW)

3. Corresponding Secretary— Linda Tarr Whelan—
The American Federation of State, County, 
and Municipal Employees (AFSCME) (She later 
in the year resigned to assume AFSCME union 
duties.)

4 . East Coast Vice President— Joyce Miller—  
Amalgamated Clothing Workers (ACW)

5. Midwest Vice President— Clara Day— Teamsters 
(IBT)

6. Southern Vice President— Dana Dunham— The 
Communications Workers of America (CWA)
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7. West Coast Vice President— Elinor Glenn—
Service Employees International Union (SEIU)

8. Treasurer— Gloria Johnson— International 
Union of Electrical, Radio and Machine 
Workers (lUE)

These founding officers represent the breadth of CLUW's 
membership from its inception. Both members and officers 
were serious about the purpose of CLUW. In the words of
the late Myra Wolfgang (a vice president of the Hotel and
Restaurant Employees Union):

We have a message for George Meany. We 
have a message for Leonard Woodcock. We have 
a message for Frank Fitzsimmons. You can tell 
them we didn't come here (Chicago) to swap 
recipes.80

81Concurring with Ms. Wolfgang were Elinor Glenn and 
8 2Addie Wyatt (respectively):

Our women are already out of the kitchen—  
and it's not romantic. It's a matter of bucks.

The basic reason we're here is a bread-and-
butter issue. We cannot afford the luxury of a
discriminatory paycheck.

(But Ms. Wyatt also added)
Our unions are not really our enemies since 

we are the unions. Our real job is to see to 
it that our bosses respond in a more meaningful 
way to our needs. And we have to get the unions 
to understand that we are ready, available, and 
capable of helping them to fight the kind of 
fight we need to fight.83

CLUW's founding President put it this way:
We're not talking about a question of power, 

but about what is happening at the workplace . . .
For the first time women workers have united to 
speak out against sexual discrimination. At the 
same time, union women bring real, down-to-earth 
issues to the feminist movement. The blend is 
important.84
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During December 5-7, 1975, the second CLUW Convention (the 
first constitutional convention) was held in Detroit's 
Cobo Hall. Elected officers and their affiliations were:

1. President— Olga Madar— (UAW)
2. Vice President— Addie Wyatt— (AMC & BW)
3. Treasurer— Gloria Johnson— (lUE)
4. Corresponding Secrerary— Joyce Miller— (AMC)
5. Recording Secretary— Patsy Fryman—

Communications Workers of America (CWA)
More than 1,200 delegates and members representing 63 

national and international unions from 43 states and the 
District of Columbia were in attendance. Important issues 
were discussed and resolved which had caused heated dif­
ferences of opinions at the founding convention. These 
issues included:

1. Reaffirmation of union membership as a condition 
of eligibility for membership in CLUW. The delegates 
voted to retain the requirement that applicants must be 
members of trade unions or other bona fide collective bar­
gaining organizations.

2. Reaffirmation to strengthen unions by working 
within the union structure.

3. Ratification of a constitution (contained in 
Appendix C) including:

a. Structure of CLUW chapters and requirements 
for chartered membership;
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b. Annual membership fees of $10 for active 
members and $5 for retirees;

c. Adoption of a 5-member officers' council 
and a national executive board with pro­
portional representation from unions, 
regions, and chapters;

d. Requirements for a delegated CLUW conven­
tion including delegates, alternates, and 
observers.

4. Reiteration of CLUW members to not become involved 
in jurisdictional disputes (during the founding convention 
this issue emerged over the friction between the United 
Farm Workers and the teamster farm workers).

In 1975, it was reported in the newspapers that "CLUW 
was refused recognition by the AFL-CIO Executive council 
because CLUW membership includes members from unaffiliated 
organizations such as the National Education Association,
. . . but the AFL-CIO Resolution Subcommittee continued:

In no way should (this action) be construed 
as critical of CLUli. The committee shares 
President Meany's observation that the organiza­
tion of CLUW is clearly in the trade union tradi­
tion that people with common problems and common 
goals should work together in a common organiza­
tion. The AFL-CIO, many of its affiliates, and 
state and local central bodies are how cooperating 
and will continue to cooperate with CLUW on programs 
of common interest where there is an identity of 
purpose. But formal endorsement, because of CLUW's 
structure, is not p o s s i b l e . 8 5
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In effect the newspaper report was inaccurate. What 
actually happened was that a resolution was inadvertently 
submitted by a trade unionist to the AFL-CIO convention.
The resolution did not ask for affiliation or recognition 
from the AFL-CIO. What it did request was cooperation 
from the AFL-CIO in reaching CLUW's goals.

In January, 1975, George Meany, the late President of
the AFL-CIO, pledged that cooperation when he met with
CLUW's officers' council to discuss their objectives.
In December, Meany sent a message to the 1975 convention
noting "CLUW's consistent progress" and stated that "As the
AFL-CIO convention made clear, we are ready to cooperate
with CLU^i on programs of common interest— particularly
passage of the Equal Rights Amendment— a priority matter

87to the entire trade union movement."

CLUW's 1975 conventioneers cheered the AFL-CIO's 
endorsement of the Equal Rights Amendment (ERA), especially 
because it reversed the federations' previously long-held 
position on the ERA. CLUW members, working through their 
national unions, have been credited as a major reason for 
this reversal.

One issue fiercely debated and left unresolved at the 
1975 convention was CLUW's continued support of the senior­
ity system. Linn McDonald, President of the Houston CLUW 
chapter, unsuccessfully initiated a caucus to add three
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hours time to the Agenda to discuss the issue of senior­
ity versus Affirmative Action. As noted in The Militant 
newspaper:

At stake in this debate are the jobs of 
millions of blacks and women, jobs that are 
being wiped out according to the "last hired,

' first fired" principle. Rather than acting to 
protect Affirmative Action gains, the conserva­
tive officials of the AFL-CIO and UAW have 
argued that "strict seniority" must be observed 
during layoffs, thus placing the jobs of white, 
male, more privileged workers above those of 
women and blacks.88
Such dissension is natural in a new-born organization, 

but as noted by CLÜW leader Olga Madar:
Confrontation is counterproductive. The 

impact has to come not from me, but from women 
within unions who want to act. We want respon­
sibilities based not upon our numbers, but based 
on our activity and participation.89 . . . Our
efforts during the last 20 months are only the 
beginning. Through unity, through our unions, 
working women will become full and equal partners—  
not only in our unions, but in every aspect of our 
daily lives. We demand no more than that. We 
will accept no less.90

Joyce Miller concurred:
We are trade unionists first. We are loyal 

to our unions. Within that framework, we want 
to advance the role of women.
This attitude was maintained throughout 1976 and 1977. 

With a formal structure, constitution, and a membership 
restricted to male and female trade unionists, many of the 
divisive factors within CLUW had been eliminated. CLUW 
officers and its National Executive Board members moved in 
two major directions:
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(1) Informing, communicating, educating, and 
activating its members— this was done by planning local, 
regional, and national workshops so that local rank-and- 
file as well as local officers could interact with 
national and international officers and transport knowl­
edge home to members which would help them have direction 
for growth and mobility both personally and within their 
union structure.

(2) Initiating and implementing constitutional man­
dates and resolutions on top issues such as the Equal 
Rights Amendment, child care legislation, pregnancy dis­
ability, and equal pay for jobs of comparable worth.

In addition, the Spring of 1976 witnessed the forma­
tion of five special task forces. Their goals, as 
published, included:

1. Supporting health security legislation 
encompassed by the Kennedy-Corman Bill 
(H.R. 21);

2. Achieving full employment through enactment 
of the Humphrey-Hawkins Bill (R.R. 50);

3. Studying the health and safety problems of 
working women, meeting with federal and 
state health and safety agencies, and keep­
ing abreast of existing "protective" laws 
that keep women out of certain industrial 
jobs;

4. Gathering and distributing model contract 
provisions that deal with women's problems 
which CLUW members will eventually be able 
to propose to their individual unions (ex: 
pregnancy benefits);
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5. Seeking to open up non-traditional appren­
ticeship trades to women and finding out 
which trades need improvement.91

As noted by Olga Madar in a 1976 convention of the
Amalgamated Meat Cutters and Butcher Workmen of America;

I say to you, ^  must work together.
Unemployment is a women's issue, a black issue, 
a white issue, a men's issue, a youth issue; 
it's an issue for all workers. And what it means 
is this; if we don't want permanent six or seven 
percent unemployment, all of us, including CLUW 
members, must become involved in the political 
process and see to it that there will be someone 
in the White House who will be able to enact the 
kinds of programs that will benefit the workingclass.92

In 1977, CLUW's philosophy, statement of purpose, 
and goals commanded the attention and respect of the male 
trade union leaders. Douglas Fraser, President of the 
UAW noted:

We (union leaders) can't talk about civil 
rights and then look the other way when women 
come to us demanding the opportunity to serve 
in key union positions.93
In 1977, CLUW participated in a major study of child 

care programs in France, Israel, and Sweden under a 
$97,000 grant from the German Marshall Fund. Attending 
a CLUW presentation of the findings of this study, "A 
Commitment to Children," were President of the Electrical, 
Radio, and Machine Workers Union, David J. Fitzmaurke; 
President of the Newspaper Guild, Charles A Perlik; and 
President of the Clothing and Textile Workers, Murray H. 
Finley. Thomas R. Donahue, Executive Assistant to Meany,
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addressed the convention where the 62-page report was 
presented and said;

Union conventions have adopted a lot of 
resolutions supporting child care programs, but 
CLUW's involvement can put "flesh around what 
might remain an academic question."94

On September 15 and 16, 1977, the third national CLUW 
convention was held in Washington, D.C., at the Washington 
Hilton. Addressing a CLUW legislative conference on the 
eve of the convention, Meany said that the support of 
women workers is essential in winning the AFL-CIO's objec­
tives ranging from ratification of the ERA to labor law 
reform. Meany spoke;

Within the labor movement, your (CLUW's) 
efforts have helped encourage women trade union­
ists to seek leadership roles. You have assisted 
them in developing the skills necessary for leader­
ship— for dealing with the myriad problems ranging 
from government regulations to lobbying. You 
have provided special expertise to the labor move­
ment— on such issues as day care, minimum wage, 
pregnancy benefits and national health insurance.
CLUW has been the focal point for labor's support 
of the Equal Rights Amendment. That's a rough 
battle, as all of you here know— but it is not a 
lost battle. We still have a fighting chance—  
and we— and I am sure you— intend to give it our 
best shot . . . .  Your officers and the staff of 
the AFL-CIO have worked closely in attempting to 
secure the greatest possible support for ratifica­
tion, and we are ready, willing and able to continue 
that battle. Even together, we may not produce 
miracles, but we can do our level best to produce 
ratification. And, I still think ERA can be won 
. . . .  It's all one fight— with a lot of sepa­
rate battles. ERA, full employment, minimum wage, 
labor law reform, pregnancy benefits, national 
health insurance— these are not women's issues, 
they are labor issues, trade union issues. They are 
fights all of us must win and win together.95
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Other notable speakers addressing CLUW's 1977 conven­
tion were: Senator Edward M. Kennedy (D. Mass), Repre­
sentatives Yvonne B. Burke (D. Calif.), Barbara Mikulski 
(D. Md.) and John Conyers (D. Mich.); Alexis Herman, 
director of the Labor Department's Women's Bureau; Esther 
Peterson, President Carter's assistant for consumer affairs; 
Thomas R. Donahue, executive assistant to Meany, and Victor 
Kamber, director of the AFL-CIO Task Force on Labor Law 
Reform.

In accordance with CLUW's constitution, national CLUW 
officers were elected at-large by the full convention body. 
The results of the elections were:

1. President Emerita— Olga Madar— Retired V.P.—
UAW— (Since Olga did not seek re-election, the convention 
voted to give CLUW's founding president the position of 
president emerita which carries with it officers' voting 
powers).

2. President— Joyce Miller— V.P. & Director of Social 
Services— Amalgamated Clothing and Textile Workers—
(ACTWU)

3. Executive Vice-President (New position)— Addie 
Wyatt— International V.P. & Director of Women's Affairs 
Dept. —  (AMC & BW)

4. Two new Vice-Presidents (created to handle 
specific duties):
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A, First Vice-President— Gloria McGee- 
International V.P.— AFSCME

B. Second Vice-President— Clara Day— Trustee—  

Business Representative & Director of 
Community Services— Teamsters

5. Treasurer— Gloria Johnson— Director of Education 
and Women's Activities— lUE

6. Recording Secretary— Patsy Fryman— Assistant to 
the President— Communications Workers of America (CWA)

7. Corresponding Secretary— Odessa Komer— Inter­
national V.P.— UAW

Major actions taken at the 1977 convention included:
1. Urging members to make child care a priority 

item in collective bargaining.
2. Reaffirmation of efforts to organize workers 

who have no union representation.
3. Renewed CLUW's policy to safeguard seniority 

rights.
4. Pledging continued efforts to eliminate employer 

discrimination based on sex and,
5. Making Meany an honorary member of CLUW.
Insights into the personality of CLUW may be attained

from Joyce Miller:
We are trade unionists first. We're not

anti-union, as some groups try to portray us . . .
And we're not anti-male. We do believe in our
roles as wives and mothers . . . But we try to
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upgrade standards for women, . . .  to fight 
for equal pay, better job opportunities, pro­
motions, and open job bidding for women in 
the work place, and to open non-traditional 
jobs for women. We also try to explode myths 
about women workers, like the ones that say 
they (women) are bad bosses, that men won’t 
work for a women, or that women supervisors 
are officious . . . The real thing is for 
people to be competent at their jobs, and 
people will forget whether they're a man or 
a woman.97
Resolutions passed by CLUW's NEB and Convention dele­

gates concerned :
1. Abortion Rights and opposition to the Hyde 

Amendment
2. Sex Discrimination in Employment
3. Equal Rights Amendment
4. Affirmative Action and Seniority.
5. The Kennedy-Corman Health Security Act
6. The Gilbert Decision
7. Immunication
8. The Hatch Act
9. Child Care Legislation
These resolutions may be found in Appendix D of this 

dissertation. It is only by reading these resolutions 
that the reader can understand the major thrust, leader­
ship, and organizational climate of CLUW.

On November 18-21, 1977, 70 CLUW members were among 
the 200 delegates and over 10,000 observers to attend the
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first National Women's Conference (the International 
Women's Year Conference) held in Houston, Texas. Addie 
L. Wyatt, CLUW national vice president and an international 
vice president of the Amalgamated Meat Cutters and Butcher 
Workmen's Union, served on the national commission which 
coordinated the conference; she chaired the closing session. 
Other CLUW members on the national commission were Dorothy 
Haener (United Auto Workers) and Mildred Jeffrey (UAW Staff 
Council).

CLUW's National Executive Board met in Houston imme­
diately after the conference ended in order to map strategy

98for implementation of the national plan of action.
On December 11, 1977, CLUW opened a new national office 

at 15 Union Square in New York City. These offices are 
still located on the third floor of the Amalgamated Clothing 
and Textile Workers Union (ACTWU) Shirt and Leisurewear 
Joint Board Building. Since its founding in 1974, CLUW's 
national offices had been located in Detroit.

CLUW's role continued to expand during 1978 and 1979. 
CLUW representatives supported various boycotts through­
out the country, participated in many congressional hearings 
and lobbied within the union movement for legislation sup­
portive of working men and women, particularly union-related 
issues.
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The 1979 convention of the Coalition of Labor Union 
Women was held at the New York Statler Hotel on September 
13-16. Approximately 1200 delegates, CLUW observers, 
non-CLUW observers (of which the author was one), and 
foreign guests were in attentance.

The 1979 New York meeting was CLUïV s third conven­
tion (the first meeting was a founding conference and not 
a convention) and its first biennial convention. Sixty- 
six international guests representing over 22 countries 
listened to such notable speakers as:

1. Bella Abzug, Former Congress Woman, NYC
2. Rubye Jones and Arlene Mainardi, Presidents

of CLUW chapters in New York City and New Jersey (respec­
tively)

3. Carmen Delgado Vatow, UN International Women's 
Decade

4. Tom Donahue, Assistant to the President, AFL-CIO
5. Sara Weddington, Special Assistant to President 

Carter
6. Barbara Mikulski, House of Representatives (D.Md)
7. Cardiss Collins, House of Representatives and 

Chair of the Black Women's Congressional Caucus
8. Alexis Herman, Director, Women's Bureau, U.S. Dept, 

of Labor
9. Bill Lucy, President, Coalition of Black Trade 

Unionists and Vice-President of AFSCME
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10. Eleanor Holmes Norton, Chair, Equal Employment 
Opportunity Commission

11. Mildred Jeffrey, Advisory Board Chair, National 
Women's Political Caucus; and

12. Elizabeth Koontz, Chair, National Commission on 
Working Women.

The convention program consisted of educational and 
training workshops on September 13 and 14, of which all 
but a few (such as "Working for CLUV7 Goals within Our 
Unions") were open to observers and to the press. Pre­
senters were primarily union representatives; however, a 
few presenters were from labor education programs or 
special organizations such as "ERAmerica," "Women over 40," 
and the U.S. Census Bureau.

Workshops on the program included:
Winning the ERA 
Child Care
Non-Traditional Jobs : Getting in and Surviving
Women and Health Care
Sex Discrimination on the Job
Organizing the Unorganized
Combatting Race Discrimination
Problems of Older Women/Retirees
Tips on Running for Union Office
Fighting Sexism in our Unions
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Equal Pay for Work of Comparable Value
Using Collective Bargaining to Win Women's 

Rights
Safety and Health in White Collar Jobs
The 1980 Census; Counting Us in for Jobs and 

Services
How to Defeat Right-to-Work Laws
Family Violence
Problems of Working Parents
Reproductive Rights
Running for Delegate to Political Party 

Conventions
Parliamentary Procedure

The programs were well participated, informative, and
seemed to be stimulating to the audience. The one complaint
noticed was that there was not enough room for all who
wanted to attend.

It is within these workshops, presented primarily by
union members, from which local union officers and rank-and-
file obtain information to apply at home. As noted in a
personal interview with Betty Davis, a Safeway meatwrapper
from Houston and an Executive Board member from the United

99Food and Commercial Workers Union:
I think that CLUW is the greatest thing 

that could have happened to working women and 
union women. There have been too many women in 
the woodwork in the unions and too many men are 
running the union. So it's about time for us 
to recognize the women that are qualified to take 
over some of these positions. That is the pur­
pose of CLUW— to make women qualified. That's
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why we're here . . . so I can learn and go back 
and take care of what's happening at home. That's 
one of our main goals; that's why I like CLUW.
Out of CLUî'7's 8,000 or so members from over 70 unions

in over 40 states, at least half are rank-and-file members
in their local unions and non-officer members of CLUW.
The author asked Ms. Davis if any CLUW member could become
an officer of CLUlf. Ms. Davis replied:

If she can become an officer in her local, 
she can become an officer in CLUW. If she can 
just get up off her tail and ride willy. . . .
You can't just sit down and expect it handed to 
you on a silver platter. You have to get in 
there and work for it. . . .  I started on the 
ground floor. At my first meeting I went to, I 
didn't even know what it was for. I was just 
going. That's why it (CLUW) means so much. It 
(success) wasn't just given to us. We didn't 
have to be here.
Clara Day, a vice president of CLUW and a local trus­

tee for the Teamsters concurred:
CLUW leadership is open to all our members.

But like any other responsibility you take on, 
it has to be the people that are capable, that 
have the finances and support of the union to 
move around. Most likely rank-and-filers cannot 
get off work to attend the (CLUW) meetings. But 
we have structured CLUW so that there can be 
county, community, and statewide chapters so 
that the same programs that we are giving at the 
top will be filtered down through local chapters 
and the same education will be given there.
These women will then realize that somewhere 
they have got to break out of that little cocoon 
anyway, or maybe walk up to their local presidents
and say, "I'd like to go to the national conven­
tion of CLUW and would you send me?" And you 
would probably be surprised at the number that 
would not have the heart to say no. . . . Until
we get labor union women over that fear of reach­
ing out and speaking out and asking for those 
things— how will you know you'll be denied? . . . 
Until you actually say something (ask) you cannot
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say you have been knocked town. This is true for 
CLUW and for our unions. Until you ask your 
presidents, you cannot accuse them of not support­
ing you in CLUW. You* cannot even accuse them for 
the non-advancement you have received. Until you 
see women being vocal about issues, attending 
meetings, packing those halls, learning the con­
stitutions and bylaws, learning the contracts, 
having some input into the contract, until women 
come out of the closet and start talking beyond 
a whisper of what we don't like and what we want 
it will continue to be just like in the early Civil 
Rights days with people saying, "Who is denied?" 
Denied what? Well, you say you don't see any 
(women) at the top? Run for an office. Vote for 
a woman. . . if she is the best qualified person 
. . . . Because we have got to be better than 
anybody else in order to fit that slot. It's the 
same with blacks. In order to "get there" people 
have to start somewhere like zero. Freedom isn't 
free. With freedom comes special kinds of respon­
sibility. And if you're not capable of taking it 
on, then you don't ask for freedom. Don't cop 
out I
This philosophy sets the tone of the organizational 

climate of CLUW. It pervades throughout all members 
regardless of race, sex, union affiliation, or whether one 
is an officer or a rank-and-file member. As expressed by 
CLUW's Treasurer, Gloria Johnson;

I don't ever want to be detached from CLUW 
members. . . . CLUW members are receptive to 
women's needs and needs of us all. CLUW's 
issues try to benefit us all. They are human 
issues. . . . With a stroke of a pen anybody 
who detaches herself away from reality can be 
torn down— we all can lose what we've got . . . .  
People who think they have no chance to partici­
pate (in society, in their unions, or in CLUW) 
think that because they have not become involved.
. . . CLUVJ gives working women female role models 
to follow. But like my Mama said, "don't ever 
forget you aren't but one generation removed 
from lineoleum on the floor."
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It is this type of basic philosophy which re-elected 
by acclamation the entire slate of officers of CLUV7 at 
their 1979 convention in New York City. Two additional 
vice presidents were elected in addition to the 1977 slate, 
These positions were filled by Pat Halpin, a staff legis­
lative representative for the American Federation of 
Teachers (AFT) and Gwen Newton, a local Business Agent of 
the Office and Professional Employees International Union 
(OPEIU).

Major actions taken at the 1979 conventions included:
1. Constitutional revisions.
2. Renewed a commitment to organizing the unorga­

nized.
3. Pledged stepped-up efforts to win ratification 

of the Equal Rights Amendment in three more 
states and urged continuation of the boycott 
of unratified states.

4. Renewed CLUW's commitment to affirmative action 
programs and called on the labor movement to 
implement and expand such programs, including 
representation at all levels within unions to 
reflect the membership of women members.

5. Called for strengthening federal job safety
and health protection and urged industry to
"fix the workplace and not the worker," a 
reference to exclusionary hiring and promotion 
practices that affect women.

6. Urged passage of a national health security 
bill to provide for universal coverage, com­
prehensive services and effective cost controls.

7. Renewed CLUW's commitment to obtaining federally 
funded child-care programs.

3. Called for changes in the social security bill
to provide equitable protection for all women.
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Delegates also adopted a resolution establish­
ing "CLUW Associates," a support group enabling 
individuals and organizations otherwise ineli­
gible for membership to join CLUW and thus 
support its goals and purposes. Individual 
membership is $10 per year; organizational 
membership is $100 or more per year. The 
national membership fee for CLUW remains $10 
per year for working members and $5 for re­
tirees . 100

Major Issues, Contributions, and Accomplishments
The major issues dealt with by the active CLUW members 

in the 35 or so chartered CLUW chapters continue to remain 
those issues of a serious consideration to all working 
women and men. Child care and pregnancy benefits are para­
mount— CLUW was a major supporter of the Pregnancy Dis­
crimination Act of 1978.

The Equal Rights Amendment is also considered a vital 
issue. Three more states must ratify the ERA before 
June 30, 1982, if discrimination against sex is to be 
written into the United States Constitution. This issue is 
of major concern to unions because 12 of the 15 right-to- 
work states are also non-ERA states. This relationship is 
shown in Appendix E.

Another major area of concern is occupational safety 
and health considerations on the job. As stated by CLUW's 
President in opening the 1979 convention;

CLU%f has played a key role in the fight for 
making the work place safe and clean and healthy 
for all workers. We participate fully in all 
issues involving OSHA.
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CLÜW is presently in the planning stages of co-sponsoring 
with the Women's Bureau (Department of Labor) a series of 
conferences and workshops to be initiated across the country 
for CLUlf members. These conferences will deal specifically 
with the issues of health and safety on the job.

CLUW members have also been active in promoting affirma­
tive action. In the recent Kaiser v. Weber case, the Supreme 
Court upheld voluntary affirmative action in private employ­
ment based on Title VII of the Civil Rights Act. Two CLUW 
members, Carole Wilson, Assistant General Counsel of the lUE, 
and Winn Newman, General Counsel of both the lUE and CLUW, 
signed the amicus curie brief on behalf of CLUW and the lUE. 
This action put CLUW on record as supporting the Kaiser 
Aluminum and Chemical Corporation and the United Steelworker 
Union's affirmative action efforts to reserve half of their 
skilled-craft training positions for minorities and women. 
Newman and Wilson took this action to convince the court of 
the interest in this case by minority and female unionists.

Other issues important to CLUW are providing leadership 
and experience among women's issues such as national health 
insurance, labor law reform, full employment,sexual harass­
ment, equal pay for jobs of comparable worth, alcoholism, 
and cutting the military budget so that more money can be 
spent on services such as setting up day care centers for 
working mothers.

CLUW's "Project Opportunity" is a joint project with the 
Center for Women and Work, The National Center for Educational
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Brokering and CLÜW. Funded by the Women's Education Equity
Act, this project will develop a model training program to
help working women identify their educational and job- 
related needs and interests, and to acquire the education, 
training, or experience that would allow for mobility or 
change within the workplace or within the labor movement.

CLUW's issues themselves are not unique. They are those 
of the labor union movement. But CLUW officers and members 
are not dictated to by the AFL-CIO or the policies of any 
individual trade union. In the words of Clara Day:

We have found that we have been really 
supported by our unions and that unions are not 
fearful of us because we are not an organization 
that is organizing within a union to be another
union itself. We use the tools from which we
already have. We (CLUW) have no by-laws, no con­
stitution that is contrary to our unions. We 
will not be a part of an organization that goes 
against our union. We are Teamsters first, and 
then we will be CLUW members next.
CLUW's accomplishments are many. CLUW has helped bring 

the labor movement into the forefront of organizations 
campaigning for the ratification for the ERA. CLUW also 
has helped to provide leadership, communication, and coopera­
tion among women's groups, such as the National Organization 
of Women, the Women's Political Caucus, the Business and 
Professional Women's Foundation, Women Over 40, ERAmerica, 
the Washington Union's Women's Group, the Women Office 
Workers, the Women's Occupational Health Resource Center, 
and others.
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CLUW has taken many stands on key legislative issues
not always endorsed by their respective unions. Contrary
to press releases, however, CLUW was not formed in 1974
by top union women primarily to function as a lobbying •
f o r c e . R a t h e r ,  as noted by Joyce White, "the general
purpose of CLUW is to act as a within-the-(union)-ranks
pressure group, making sure that the aspirations and desires
of female unionists, whatever they may be, are no longer

102shunted aside, as in the past." Thus, CLUW stresses 
working democratically within the union structure to make 
constructive efforts to improve the quality of life and 
the quality of work life for all people and to address the 
specific needs of female unionists.

As described by CLUW Treasurer Gloria Johnson;
CLUW is not primarily a lobbyist organiza­

tion per se. It is an organization which 
recognizes that one way of reaching CLUW goals 
(organizing the unorganized, promoting affirma­
tive action, encouraging political and legislative 
action and increasing the participation of women 
within their own unions) is through legislation 
and educating workers . . . .  So you follow 
through on reaching these goals by pressing 
legislators or trying to do something through 
the unions so that the legislation women need 
becomes a part of a union's programs.
CLUW has helped to give union women recognition from

labor leaders that women workers are indeed part of the
union movement. Such visibility has sensitized union
leaders to the abilities, aspirations, and aptitudes of
union females.
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CLUW has managed to accomplish that which was never 
done before. While it is not the first female trade 
unionist association to exist (the National Women's Trade 
Union existed in 1903 and the Women's Alliance to Gain 
Equity also existed in 1974 in California), CLUW is the 
first trade union organization allowing only male and 
female members who are represented by collective bargain­
ing agreements. CLUW is the only organization whose 
members' loyalty rests within their own unions and yet who 
can coalesce through a feeling (in the words of Clara Day) 
"that we have more to bring us together than we have to tear 
us apart."

The Coalition of Labor Union Women is also concerned 
about minority issues and reputation. This fact is reflec­
ted in the five major officers in CLUW who are black:
Gloria Johnson, Addie Wyatt, Georgia McGee, Clara Day, and 
Gwen Newton.

CLUW is a catalystic organization which is dynamic 
because of its members and officers. In its first five 
years, it has built a firm foundation of supporters and 
both national and international recognition and respect.
Not only does CLUW provide female role models and a means 
for upward mobility within individual union hierarchies, 
but it provides a democratic, supportive environment pro­
moting both male and female unionists to strive to improve
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themselves personally and on the job. Learning the origin 
and the workings of C L U V l is an education in itself.
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CHAPTER III

RESEARCH DESIGN AND METHODOLOGY

Research is the process of systematically 
obtaining accurate answers to significant 
and pertinent questions by the use of the 
scientific method of gathering and inter­
preting information.!

This chapter provides the reader with a definition of 
the problem being studied as well as a definition of the 
terms used herein. A chronological development of the two 
CLUW questionnaires are presented along with the data col­
lection and response rate of both instruments. Twenty 
research questions and eleven statistical hypotheses are 
stated and the reader is referred to Table 11 and Table 12 
for tabular displays of the relevant methodology for each 
research question and hypothesis. Justification of the data 
analysis procedures and an explanation of the use of the 
Analysis of Variance are presented followed by a discussion 
of the research constraints and limitations.

Definition of the Problem 
The problem involved in this research entails five 

subparts :
1. Collecting and analyzing the demographic, work- 

related, and union-related data (these terms

90
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are defined on pages 93-95.
This part of the research serves two purposes:
a. To allow CLUW members and leaders to know 

more about the demographic, work-related, and 
union-related characteristics of their members, 
and

b. To allow a comparison of the statistics on 
working women released from the Department 
of Labor and those of the CLUW respondents.
This measure provides prima facie evidence 
toward developing the existence of the repre­
sentativeness and/or bias of the sample.

2. To determine what the respondents feel is the major 
purpose of their "outside organization," the 
Coalition of Labor Union Women (CLUW), why they 
joined CLUW, and what they want most from CLUW.
This information provides information sought by 
CLUIV leaders since CLUW is a pioneer organization 
composed of male and female unionists who are loyal 
first to their respective union organizations and 
then belong to CLUW.

3. To determine what the respondents feel is the major 
purpose of their respective unions, why they joined 
a union, and what they want most from their unions 
and employers. This information should provide 
meaningful insights not only to union leaders but
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to union members and managers alike. Such infor­
mation also allows a comparison of these findings 
with those of similar research efforts,

4. To determine the degree of satisfaction or dis­
satisfaction of CLUW respondents with 31 aspects 
of their local trade unions' performance.

5. To gain insight as to how long these respondents 
have belonged to a union and how many union locals 
they have been affiliated with. This information 
was asked along with the demographic data to 
analyze the responses to the 31 questions dealing 
with satisfaction and the following 11 questions 
concerning the respondents' perceptions about 
male and female roles in their respective unions.

It is the purpose of this research to help identify
what the female trade union members and leaders "look like"
in terms of the categories discussed as well as what they
think about CLUW, about their employers, and about their 
respective trade unions. In the past, studies of trade 
unionists' perceptions have taken place but only with the 
permission of the leadership of each participating trade 
union local. These past studies were limited in terms of 
sample size, number and type of unions involved, and geo­
graphical location. This approach was circumvented via 
surveying respondents from the Coalition of Labor Union 
Women.
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The following section identifies 13 terms used in this 
study. These definitions are stated herein due to the lack 
of an accepted technical vocabulary. Effort has been taken 
to use these terms accurately and to use them as similarly 
as possible to their usage by members of labor union organi­
zations .

Definition of Terms 
CLUlf— Coalition of Labor Union Women— An organization 

consisting of male and female members of trade union organi­
zations who are loyal first to their respective unions but 
who wish to further the participation, affirmative action 
and unification of union women in the work force.

Demographic Data— Information derived from the first 
questionnaire which included the respondents' highest level 
attended in school, hours and type of work performed, yearly 
income, age, sex, race, marital status, and number of children. 
Dependent Variable— The factor or entity of interest to 
the researcher which reflects changes made in the independent 
variable. For the purposes of this study the dependent vari­
able consists of questions 1-31 on the second questionnaire, 
the respondents' perceptions of satisfaction/dissatisfaction 
with their local unions' performance.

Female Union Activist— Female members of organizations 
with collective bargaining agreements (affiliated or unaffili­
ated with the AFL-CIO) who attend meetings regularly or
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perhaps hold a leadership position at the local, national, 
or international level.

Independent Variable— The factor or phenomenon which 
is under the control of the researcher. For the purposes 
of this study, the independent variable consisted of the 
demographic, work-related, and union-related data from the 
first questionnaire and items 32-44 on the second question­
naire.

National Executive Board (NEB)— The governing and 
policy-making group of the Coalition of Labor Union Women. 
The NEB consists of elected national officers, regional 
representatives, and the president emeritus.

Nonunion Employer (NUE)— The group of "typical" CLUW 
respondents who work for a unionized organization which is 
not itself a union.

Population— A collection of all observables identifi­
able by a set of rules. The population studied in this 
dissertation was the Coalition of Labor Union Women.

Sample— A subset of observations from a population.
The CLUW respondents to the two CLUW questionnaires com­
prised the sample in this study.

Union Employer (UE)— The group of CLUW respondents who 
belong to one (or more) union (s) and are employed by a 
different union. For this group of respondents, their 
"bosses" are union staff personnel.

Unionist— A member of a trade union organization which 
has the right to bargain collectively for the welfare of
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its members. These individual may belong or may not belong 
to unions which are affiliated with the AFL-CIO.

Union-Related Data— Information derived from the 
first questionnaire which included the respondents' type 
of employer, specific industry, present job title, and the 
state in which the respondent lives.

The Survey Instruments 
This study employed two questionnaires which were 

mailed to members of the Coalition of Labor Union Women 
(CLUlf) . The CLUW population consists of male and female 
trade unionists living within the continental United States 
who are either members or officers in their respective 
trade union hierarchies. The following discussion traces 
the chronological development, data collection, and 
response rate of the two questionnaires.

Development of the First Questionnaire : "An Opinion
Questionnaire for Members of CLUW"
Studies of trade unionists' perceptions generally take 

place at the local union level due to restricted access to 
membership roles which may be obtained only with the permis­
sion of local union leaders. Most union studies thus are 
limited in terms of sample size, number and type of unions 
involved, and geographical location. This research effort 
surveyed male and female union members from 39 states and 35
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unions via cooperation and involvement from the coalition 
of Labor Union Women. It was the purpose of this first 
questionnaire to provide demographic, work-related, and 
union-related data about CLUVJ members to the officers and 
National Executive Board of CLUW. It also provided the 
list of member names and addresses to whom would be mailed 
the second questionnaire.

On November 13 and 19, 1977, the author met with 
several CLUW officers and members in Houston, Texas, who 
were attending the International Women's Year Conference. 
Ideas and objectives were discussed for a potential mailout 
questionnaire to the entire CLUW membership. The author 
was told that her ideas would be given to CLUW's National 
Executive Board (NEB) for consideration.

On March 17, 1978, the author presented a six-page 
questionnaire to the 60 member NEB meeting at the Gramercy 
Hotel in Washington, D.D. This first draft was presented 
with the hopes of attaining one sample of responses from 
NEB members which could then be compared with responses 
from non-NEB members of CLUT'7. Limited agenda time pre­
vented the NEB members from completing the questionnaire 
but the author did receive helpful suggestions and con­
structive criticisms.

During the summer of 1978 the author revised the ques­
tionnaire to one legal size page printed on its front and 
back sides. This questionnaire appears in Appendix A. It
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was approved by the NEB and appeared in a regular CLUW 
mailout on September 16, 1978.

Data Collection and Response Rate
The first questionnaire was entitled "An Opinion Ques­

tionnaire for Members of the Coalition of Labor Union Women." 
As mentioned previously, this questionnaire was distributed 
by CLUV7 staff personnel as part of a regular CLUW mailout. 
Such mailouts normally occur six to ten times per year and 
contain relevant information, election ballots, and bulle­
tins .

All CLUW mailouts occurring before December, 1977, were 
mailed from CLUW headquarters in Detroit, Michigan. Move­
ment of CLUW national offices from Detroit to New York City 
(see page 70) disrupted the original mailout process causing 
the "Opinion Questionnaire for Members of CLUW" to be sent 
out from two sources, the United Auto Workers headquarters 
in Detroit, and Cornell University in New York City. Since 
the duplication of the questionnaire, the mailing list, and 
the mailing technique were each beyond the control of the 
researcher, responses to the initial questionnaire were 
accepted until 5:00 p.m. January 15, 1979.

According to Naomi Baden, Assistant to the President 
of CLUlf, the "Opinion Questionnaire for Members of CLUW" 
was mailed to 3134 dues-paying members of CLUW. This number 
represents the "official membership talley" released to the 
press at that time and was used without expectation of
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verification. Of the 3134 people to whom the first ques­
tionnaire was to be mailed, only 255 individuals or 8.14
percent responded. While such numbers may not seem to be

2statistically significant to some researchers, they 
represent the only data obtainable to date about the CLUW 
population. This information was viewed as being signifi­
cant by CLUW leaders in identifying a descriptive profile 
of CLUW members. This information also provided the 
author a sample from which could be derived unionists' 
opinions concerning satisfaction/dissatisfaction with their 
local unions' performance.

Development of the Second Questionnaire: "An Opinion
Questionnaire for American Trade Unionists"
Similar to the procedure followed in constructing the 

first questionnaire, several versions of the second ques­
tionnaire were given to industrial relations experts, 
arbitrators, union members who did not belong to CLUW, and 
CLUW members. In addition to a careful review of the litera­
ture, these sources critiqued the phrasing of items, sug­
gested additional questions which could yield pertinent data, 
and expressed ideas for obtaining a "respectable" return 
rate.

Formulation of the second questionnaire was influenced 
from an analysis of the subjective responses written on the 
back of the first questionnaire. The 30 questions dealing 
with different aspects of the respondents' satisfaction with
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their local unions' performance (items 1-30 on the second 
questionnaire) were suggested primarily from respondents' 
expressed perceptions about the major purpose of their 
respective unions, why they joined a union, and what they 
wanted most from their respective unions and employers.
Other ideas were offered by respondents in letters, phone 
calls, and interviews. They author synthesized the sugges­
tions for the second questionnaire, and the final product 
appears in Appendix B.

Data Collection and Response Rate
As noted previously, the first questionnaire mailings 

were totally under the control of the staff of the Coalition 
of Labor Union Women. Since the researcher had no list of 
names of the CLUW mailing, failure of a CLUW respondent to 
write his/her name and address on the first questionnaire 
eliminated that person from the study.

Of the 255 respondents to the first questionnaire, 24 
individuals either stated that they did not want to partici­
pate in the second mailing or else they did not write down 
their name and address. The second questionnaire, "An 
Opinion Questionnaire for American Trade Unionists," was 
therefore mailed to 2 31 of the 255 respondents to the initial 
questionnaire.

Although a form letter accompanied each questionnaire 
in the second mailing, each letter was personally signed by 
the researcher and a brief oersonal note was written to the
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respondent involved. The cover letter (located in Appendix 
B) stressed a "sisterhood" appeal for participation, a 
practice consistent with this group. The researcher also 
enclosed both her home and work telephone numbers to permit 
inquiries by respondents. A major methodological change in 
the mailing of the second questionnaire was the inclusion 
of a stamped envelope preaddressed to: The Female Unionist
Research Association, Box 1322 6, North Texas Station, Denton, 
Texas 76203.

The mailout of the second questionnaire took place at 
3:00 p.m. on Monday, April 23, 1979. The researcher made 
the assumption that the sample of 2 31 respondents would 
either reply quickly or would not respond at all. For this 
reason, the author decided at the date of the mailout that 
no questionnaires would be included in the analysis if they 
were received after 5:00 p.m.. May 28, 1979. Although the 
potential respondents were not informed of the deadline, it 
was believed that this five week period provided sufficient 
time for an appropriate response.

The total number of usable questionnaires returned 
within the designated time limit numbered 199. When divided 
by the 231 questionnaires returned initially, the second 
mailing yielded a response rate of 36.15 percent.

Methodology
Twenty research questions and eleven hypotheses are 

stated below. Specific listing of the items, questionnaires,
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and methodologies involved with these research questions 
and hypotheses are to be found in Table 11 and Table 12.
As will be noted from these appendices, where a research 
question is for all practical purposes the same as a spe­
cific hypothesis, the reader is referred to the relevant 
hypothesis in Table 12. All statistical tests applied an 
alpha level of .05 or .01.

Following the listing of research questions and hypo­
theses is a discussion of the data analysis and justifica­
tion of the Analysis of Variance technique. Chapter III 
concludes with a discussion of the research constraints 
and limitations evidenced in this study.

Research Questions and Null Hypotheses
The initial six research questions relate to the first 

questionnaire, "An Opinion Questionnaire for Members of 
CLUW." Research questions seven to twenty refer to the 
major areas of inquiry of the second questionnaire, "An 
Opinion Questionnaire for American Trade Unionists." While 
the first 19 research questions refer strictly to the pre­
sentation of numerical and percentage data, research 
question 20 utilizes a Chi-square test to check the cross­
tabulations of eleven items of the second questionnaire.

Research Question 1: What will be the distribution of
work-related and union-related des­
criptive factors? Such information 
refers to the respondent's type of 
employer, present job title, official 
title of respondent's union position,



TABLE 11
METHODOLOGIES FOR EVALUATING RESEARCH Q UESTIO NS

Research
Question

Questionnaire 
#l/#2 Item(s) Methodology

1 1 1-5, 15 Items 1-5 refer to the respondent's type of union, type 
of employer, specific industry, present job title, 
official title of respondent's union position, the state 
in which the respondent works, the respondent's position 
within the international and local union, and whether or 
not the respondent is paid or unpaid for services to the 
union. Responses to this question will be presented 
numerically and in percentages in Tables 13-2 3 (in 
Chapter IV).

2 1 6-14 Items 6-14 refer to the respondent's demographic factors 
including the respondent's highest level attended in 
school, hours and type of work performed, yearly income, 
age, sex, race, marital status, and number of children. 
Responses to this question will be shown in Tables 24-32 
in terms of numbers and percentages.

3 1 16 Item 16 refers to eight stated areas of union participa­
tion of possible interest to respondents. Responses to 
this question will be presented in Tables 33 and 34 
(Chapter IV) in terms of a frequency distribution of the 
total number of areas of interest to respondents as well 
as a frequency distribution which allows a ranking of 
the popularity of each specific area.
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Research Questionnaire
Question #l/#2 Item(s) Methodology

17, 19, 21 These three items refer to subjective responses concern­
ing how the respondents perceive the purpose of their
respective unions, their reasons for joining a union, 
and what they want most from their unions. These data 
are given in terms of the respondents' 15 most frequent 
responses in Tables 35-37.

18, 20, 22 These three items refer to CLUW respondents' subjective ^
opinions concerning what they feel is the major purpose <=>
of CLUW, their reasons for joining CLUW, and what they 
want most from CLUW. These data are shown in Tables 
38-40 in frequency form.

23 This item concerns subjective perceptions of what CLUW
respondents stated they want most from their company 
(employer). These perceptions are presented in frequency 
form in Table 41.

1-31 A profile of the CLUW respondents mean satisfaction/dis­
satisfaction levels with 31 items concerning their local 
trade unions' overall performance are presented in Table 
42. All 31 items were scaled from 1 to 5 with a weight 
of one signifying that the respondent was very dissatis­
fied with that area of the local union's performance and 
a weight of 5 signifying that the respondent was very 
satisfied with that aspect of the local trade unions' 
overall performance. All 31 items were retained as a 
result of Verimax and principle components factor ana­
lytic runs. These techniques revealed a unidimensional 
factor on items 1-31.
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Research Questionnaire
Question #l/#2 Item(s) Methodology

8 1 1-5, 15; These items deal with whether or not a difference exists
1-31 between the CLUW respondents' overall mean satisfaction

level with their respective unions' performance and 
factors related to their work and to their unions. See 
Table 12, Hypothesis 1.

9 1 6-14; These items concern demographical data. See Table 12,
Hypothesis 1.

10 1 16; See Table 12, Hypothesis 2.
2 1-31

11 2 32-33 These items refer to the length of time the CLUW respon­
dents said they had been a union member and how many 
locals they had belonged to during their working life­
time. While specifically tested by ANOVA in Hypothesis 
3, these data are shown in frequency form in Tables 4 3 
and 4 4 (Chapter IV).

12 2 34 See Table 12, Hypothesis 4. )
13 2 34 See Table 12, Hypothesis 5. )
14 2 36 & 37 See Table 12, Hypothesis 6. )
15 2 38 & 39 See Table 12, Hypothesis 7.)
16 2 40 See Table 12, Hypothesis 8.)

Numerical and percentage 
data for Research Ques­
tions 12-16 are presented 
in Table 45.

oA,
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TABLE 11 (Continued)

Research Questionnaire
Question #l/#2 Items(s) Methodology

17 2 41 & 42 See Table 12, Hypothesis 9. Frequency data is presented
in Table 46.

43 See Table 12, Hypothesis 10. Frequency data is presented
in Table 47.

19 2 44 See Table 12, Hypothesis 11. Frequency data is presented
in Table 48.

20 2 34-44 What is the possibility of the responses to Items 34-44
(second questionnaire) occurring due to factors other 
than chance? Cross tabulations of Items 34-44 using 
Chi-Square tests provide a check on these data and the 
critical values are presented in Table 49 (Chapter IV).

oU1



TABLE 12
METHODOLOGIES FOR EVALUATING THE NULL HYPOTHESES

Null Questionnaire
Hypotheses #l/#2 Item(s) Methodology

(Ti

1-15; This hypothesis tested the null of no difference between
1-31 CLUW respondents' overall mean satisfaction with their

local unions' performance (dependent variables from the 
second questionnaire) and work-related , union-related, 
or demographic factors (independent variables from the 
first questionnaire). These data are tested using one­
way analyses of variance (ANOVA). Levels of significance o 
are presented in Table 50 (Chapter IV).

16; This null hypothesis tested for no significant differences
1-31 existing between CLUW respondents' overall mean satisfac­

tion with their local unions' performance and the total 
number of areas of union participation of interest to 
them. This null was tested with a 1 x 3 ANOVA test with 
satisfaction as the dependent variable. The conclusions 
of this analysis are found in Table 51.

32 & 33; The third null hypothesizes that there is no difference 
1-31 between the CLUW respondents' overall mean satisfaction

with their local unions' performance and the length of 
time they have been a union member or the number of unions
which they have belonged to during their working lifetime.
Two 1 x 7  ANOVA's were run and the statistically insigni­
ficant results are shown in Table 52.
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Null Questionnaire
Hypotheses #l/#2 Item(s) Methodology

2 34; The fourth null hypothesis tests for no significant dif-
2 1-31 ferences between CLUW respondents' overall mean satis­

faction with their local unions’ performance and the 
respondents' perceptions of whether men are better than 
women in handling union affairs. A 1 x 3 ANOVA was run 
and the nonsignificant findings may be seen in Table 52.

2 35; Null hypothesis number five presumed no difference ^
2 1-31 between CLUW respondents' overall mean satisfaction with o

their local unions' performance and the respondents' 
perceptions of whether the proportion of women who hold 
union officership is proportionate to female membership 
in their respective union locals. A 1 x 3 ANOVA was run 
on the data and the statistically significant conclusions 
are presented in Table 52.

2 36 & 37; The sixth hypothesis states that there is no difference
between CLUW respondents' overall mean satisfaction with 
their local unions' performance and the respondents' 
perceptions of whether the employer or union discriminates 
against females and minorities in promotion and seniority 
practices. The researcher once again employed two 1 x 3  
ANOVA designs which yield a rejection of the null at the 
.01 level. This information is depicted in Table 52.



TABLE 12 (Continued)

Null Questionnaire
Hypotheses #l/#2 Item(s) Methodology

2 38 & 39; Hypothesis number seven supposes no existing difference
2 1-31 between CLUW respondents' overall mean satisfaction with

their local unions' performance and the respondents'
perceptions of whether or not women are recognized as a
source of influence in local or in national elections.
As in the previous question, the 1 x 3  ANOVA design 
yields a rejection at the .01 level. These data may be 
seen in Table 52.

2 40; The eighth hypothesis stated that there is no difference
2 1-31 between CLUW respondents' overall mean satisfaction with

their local unions' performance and the respondents'
perceptions of whether or not a greater ability for their
participation in the union decision-making process would 
increase their unions' meaningfulness to them. As shown 
in Table 52, the 1 x 3  ANOVA design once again detected 
significant differences at the .01 level.

2 41 & 42; Hypothesis nine was stated such that no differences exist
2 1-31 between CLUW respondents' overall mean satisfaction with

their local unions' performance and the respondents' 
perceptions of whether they think of their local or 
national trade union leaders in terms of "we" or "they." 
Once again significant findings were found and are pre­
sented in Table 52.

o
CO



TABLE 12 (Continued)

Null
Hypotheses

Questionnaire 
#l/#2 Item(s) Methodology

10 2 43; The tenth hypothesis supposed no differences to exist
2 1-31 between CLUW respondents' overall mean satisfaction with 

their local unions' performance and the respondents' 
perception of whether their local union president is a 
male or famale. Table 52 shows the results of this 
1 x 3  design to be significant at the .01 level.

11 2 44; The final hypothesis assumes that no difference exists
2 1-31 between CLUW respondents' overall mean satisfaction with 

their local unions' performance and the respondents' 
perceptions of whether they would rather work for a man 
than a woman. Table 52 shows the nonsignificant results 
of this 1 x 3  ANOVA design.
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State in which respondent works, and 
the respondent's position within his/ 
her union.

Research Question 2

Research Question 3

Research Question 4

Research Question 5

What will be the distribution of 
demographic factors? Such data 
includes the respondent's highest 
level attended in school, hours and 
type of work performed, yearly income, 
age, sex, race, marital status and 
number of children.
What proportion of eight stated areas 
of union participation will be of 
interest to respondents? Which areas 
will the frequency distribution reveal 
to be ranked the most popular to the 
least popular?
What will CLUW respondents rank as 
their most frequent perceptions of 
the purpose of their unions, their 
reasons for joining a union, and what 
they want most from their unions?
What will CLUW respondents rank as 
their most frequent perceptions of 
the purpose of CLUW, their reasons 
for joining CLUW, and what they want 
most from CLUW?

Research Question 6

Research Question 7

Research Question 8

Research Question 9

What will CLUW respondents rank as 
what they want most from their respec­
tive companies or employers?
What is the frequency distribution of 
the union committee memberships in 
which CLUW respondents participate?
What will be the CLUW respondents' 
overall mean satisfaction level with 
their respective local trade unions' 
overall performance?
Will there be a difference in CLUW 
respondents' overall mean satisfaction 
with their unions' performance and 
demographic, work-related or union- 
related factors?
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Research Question 10: Will there be a difference in CLUW 
respondents' overall mean satis­
faction and the proportion of eight 
areas of union participation of 
interest to them?

Research Question 11

Research Question 12

Research Question 13

Research Question 14

Research Question 15

Research Question 16

Will there be a difference in CLUW 
respondents' overall mean satisfaction 
and the length of time they have been 
a union member or the number of local 
unions which they have belonged to 
during their working lifetime?
Will there be a difference in CLUW 
respondents' overall mean satis­
faction and the respondents' per­
ceptions of whether men are better 
than women in handling union affairs?
Will there be a difference in CLUV7 
respondents' overall mean satis­
faction and the respondents' percep­
tions of whether the proportion of 
women who hold union officership is 
proportionate to female membership 
in their respective locals?
Will there be a difference in CLUW 
respondents' overall mean satisfac­
tion and the respondents' perceptions 
of whether the employer or union 
discriminate against females and 
minorities in promotion and seniority 
practices?
Will there be a difference in CLUW 
respondents' overall mean satisfaction 
and the respondents' perceptions of 
whether or not women are recognized 
as a source of influence in local or 
in national affairs?
Will there be a difference in CLUW 
respondents' overall mean satisfaction 
and the respondents' perceptions of 
whether a greater ability for their 
participation in the union decision­
making process would increase their 
unions' meaningfulness to them?
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Research Question 17

Research Question 18

Research Question 19

Research Question 20:

Will there be a difference in CLUW 
respondents' overall mean satis­
faction and the respondents' percep­
tions of whether they think of their 
local (and/or national) leaders in 
terms of "we" or "they"?)
Will there be a difference in CLUW 
respondents' overall mean satis­
faction with their local unions' 
performance and whether their local 
union president is a male or female?
Will there be a difference in CLUW 
respondents' overall mean satisfac­
tion with their local unions' per­
formance and whether they would 
rather work for a man than a woman?
What is the possibility of the respon­
ses to Items 34-44 (second question­
naire) occurring due to factors other 
than cnance?

The previous research questions exhaust the major 
areas of inquiries of this research effort and are presented 
with their relevant methodologies in Table 11. The following 
statistical hypotheses test specific relationships among the 
variables. The methodologies applicable to these hypotheses 
are presented in Table 12.
Hypothesis 1:

Hypothesis 2:

Hypothesis 3:

There is no difference between CLUW respon­
dents' overall mean satisfaction with their 
local unions' performance and work-related, 
union-related or demographic factors.
There is no difference between CLUW respon­
dents' overall mean satisfaction with their 
local unions' performance and the number of 
areas of union participation of interest to 
them.
There is no difference between CLUW respon­
dents' overall mean satisfaction with their 
local unions' performance and the length of 
time they have been a union member or the 
number of unions which they have belonged to 
during their working lifetime.
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Hypothesis 4

Hypothesis 5

Hypothesis 6

Hypothesis 7

There is no difference between CLUW respon­
dents' overall mean satisfaction with their 
local unions' performance and the respon­
dents' perceptions of whether men are better 
than women in handling union affairs.
There is no difference between CLUW respon­
dents' overall mean satisfaction with their 
local unions' performance and the respon­
dents' perceptions of whether the proportion 
of women who hold union officership is pro­
portionate to female membership in their 
respective union locals.
There is no difference between CLUW respon­
dents' overall mean satisfaction with their 
local unions' performance and the respon­
dents' perceptions of whether the employer 
or union discriminate against females and 
minorities in promotion and seniority prac­
tices .
There is no difference between CLUW respon­
dents' overall mean satisfaction with their 
local unions' performance and the respondents' 
perceptions of whether or not women are recog­
nized as a source of influence in local or 
in national affairs.

Hypothesis 8

Hypothesis 9 :

Hypothesis 10

There is no difference between CLUW respon­
dents' overall mean satisfaction with their 
local unions' performance and the respondents' 
perceptions of whether or not a greater 
ability for their participation in the union 
decision-making process would increase their 
unions' meaningfulness to them.
There is no difference between CLUW respon­
dents' overall mean satisfaction with their 
local unions' performance and the respondents' 
perceptions of whether they think of their 
local or national trade union leaders in terms 
of "we" or "they."
There is no difference between CLUW respon­
dents' overall mean satisfaction with their 
local unions' performance and the respondents' 
perceptions of whether their local union 
president is a male or female.
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Hypothesis 11: There is no difference between CLUW respon­
dents' overall mean satisfaction with their 
local unions' performance and the respondents' 
perceptions of whether they would rather work 
for a man than a woman.

Data Analysis
The choice of an appropriate statistical procedure for 

analyzing any research data depends on the objectives of 
the research, the type of data to be analyzed, they way the 
hypotheses are stated, and whether the data is derived from 
a population or sample. As practiced by researchers, many 
statistical techniques are potentially useful when the data 
may be treated as interval or ratio scaled measures of 
information. The choice of an appropriate technique becomes 
more restricted when observations can only be ranked or 
classified into ordinal categories. In cases where the data 
represent a sample, both descriptive as well as inferential

3statistics are required.
This dissertation is an exploratory study whose appli­

cation of standard inferential techniques to the data is 
not used to make inferences from the sample of respondents 
to the larger population of union members. Rather, these 
techniques are used as a device to explore the first published 
statistics of CLUW members and to discover any findings which 
might be counter to intuition. While not used to make gen­
eralizations to members of CLUW other than the respondents, 
these sample findings yield insights for suggestions and 

directions for future work.
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Besides the objective of providing demographic data 
and other descriptive statistics concerning participative 
factors on the job and in their unions, a second objective 
of this study is to determine what the respondents feel is 
the major purpose of their respective unions (and CLUW), 
why they have joined a union (and CLUW), and what they 
want most from their local unions, their employers, and 
CLUW. A third objective of this study is to gain insight 
into the respondents' degree of satisfaction or dissatis­
faction with 31 aspects of their local unions' performance. 
These data (satisfaction mean scores) were analyzed as the 
dependent variable and were tested for a significant 
relationship or effect with such independent variables as 
the demographic and participative factors from the first 
questionnaire, and questions 34 through 44 on the second 
questionnaire which dealt with forced-choiced opinions.

It must be noted that satisfaction mean scores were 
used with full awareness of the debate existing in the 
literature concerning the preference of medians or means 
for Likert-type scales. The author's use of mean scores is

4consistent with common practices in this type of research. 
It is the analysis of the respondents' degree of satisfac­
tion or dissatisfaction with their respective local unions' 
performance which yields direction for future research as 
well as insights pertinent to the growth of female member­
ship in the trade union movement.
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The researcher contemplated the strengths and weak­
nesses of using parametric versus nonparametric tests to 
analyze any differences between the means. While some 
researchers view parametric statistics as the standard 
tool to be employed in all optimal analysis procedures, 
other investigators prefer to use nonparametric techniques 
because they have less stringent assumptions than para­
metric tests. According to Kerlinger, such assumptions 
underlying the inferences about treatment effects tend 
generally to be overly-emphasized. As stated by Kerlinger:

Unless there is good evidence to believe 
that populations are rather seriously nonnormal 
and that variances are heterogeneous, it is 
usually unwise to use a nonparametric statistical 
test in place of a parametric one. The reason 
for this is that parametric statistical tests 
are almost always more powerful than nonpara­
metric tests.5

The Use of ANOVA
The researcher chose a fixed effect, one-way analysis 

of variance model as the appropriate design to decide if 
a statistical relationship existed between any one experi­
mental or independent variable (age, level of education, 
yearly income, etc.) and the dependent measure (mean level 
of satisfaction or dissatisfaction on items 1-31 from the 
second questionnaire). As noted by Hays:

Experiments to which (the linear, fixed effect 
model) applies are distinguished by the fact that 
inferences are to be made only about differences 
among the J treatments actually administered, and 
about no other treatments that might have been 
included.^
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The fixed effects model was thus chosen because it is 
appropriate for testing differences between means when a 
small number of experimental treatments are administered 
which exhausts all treatments of interest. This ANOVA 
approach assumes that if any experimental treatments exist 
which have different systematic influences on groups, the 
means of the groups should tend to be different.^ In this 
research study the presence of significant differences in 
the mean levels of satisfaction or dissatisfaction reflect 
systematic differences in demographic characteristics, 
work-related factors, union-related factors, or how re­
spondents' replied to questions 34-44 on the second ques­
tionnaire.

A multiple analysis of variance (MANOVA) was not 
employed to indicate the presence of overall significance 
due to the objectives and judgment of the researcher. One­
way ANOVA's were utilized with full recognition of the 
possibility of an accelerated Type I error rate.

There are three basic assumptions underlying the use 
of ANOVA:

1. For any treatment group j, the distribution
of errors is assumed to be normally distributed. 
(This assumption presumes that each group has 
a normal distribution of scores, Yj_j.) Viola­
tions of this assumption are not serious if the 
sample size is large.

2. For each treatment group j, the distribution
of error variance, , is homogeneous or equal. 
(The assumption implies that each group has the 
same variance of Y scores.)
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3. The errors associated with any pair of observa­
tions are assumed to be independent. This 
assumption of independent errors is crucial for 
inferences and justification of the F test.B

If ANOVA is to be used to make statistical inferences 
then investigation of the assumptions holding would be an 
important aspect of this work. The purpose of this disser­
tation, however, is to use ANOVA strictly for exploratory 
and descriptive purposes and not to make statistical infer­
ences. Therefore, the question of equal sample sizes is 
not a basic consideration of this study. The applicable 
linear model to be used is :

Y.. = u + a. 4- e . . 13 -  3 -  13

where
Y . . is the score of any individual (i) in any 

group (j) .
u is the grand mean of all the different j 

treatment groups.
a. is the effect associated with the particular 
 ̂ treatmentj.

e . . is the random error associated with that 
particular treatment-subject combination.

The computational forms used in the simple Analysis 
of Variance are concerned with partitioning the sums of 
squares. Hays explains:

The total sum of squared deviations from the 
grand mean (SSip) can always be separated into 
two parts, the sum of squared deviations with 
groups, and the weighted sum of squared deviations 
of group means from the grand mean. It is con­
venient to call these two parts the "sum of squares
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within groups" (SS^ ) , and the "sum of squares 
between groups" (SSg). Thus it is a true state­
ment that :

^^Total ^^Within ^^Between^
In computational outline this statement becomes:

(EE Y (E Y (EE Y . (EY ^
EEY 2- ji ij =E i ij + ji ij +EEY -E ij 
ji ij N nj N ji ij nj

where :
EEY.. = the sum of raw score of all individuals 

in all groups
2EEY.. = each score squared then added across all 

individuals in all groups
EY^j = the sum of raw scores in each group

9(EY..)“= the square of the sum of raw scores in
 ̂ each group
nj = the total number of scores in group j
N = the total number of all scores in all groups

The partitioning of the sum of squares emphasizes that 
differences among individual observations in any sample may 
be due to differences in treatment effects, due to change 
variation, or both. Observations in any one treatment group 
receive the same treatment and thus can differ only due to 
chance fluctuation. As noted by Hughes and Grawoig:

In any experiment these two sources of varia­
tion can be isolated: the sum of squares within
treatments reflects chance variation (random error) 
alone, while the sum of squares (between) means 
reflects variation due both to chance and to treat­
ment differences.10
These sums of squares provide additional information 

when divided by their respective degrees of freedom. Degrees
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of freedom are defined as "the number of independent random 
observations minus the number of constraints placed upon 
these observations by the manner in which the data have been 
organized . . . .  Ordinarily one degree of freedom is lost 
whenever a sample statistic is used to estimate a population 
parameter.

When the sum of square within is divided by its respec­
tive degrees of freedon (N-J) , the resulting ratio is called 
the mean square within (MS^) and is an unbiased estimate 
of the error variance within each treatment group. When the 
sum of squares between is divided by its respective degrees 
of freedom (J-1), the resulting ratio is called the mean 
square between (MS„) which is an unbiased estimate of error 
variance alone when no treatment effects exist. The value
of MS„ will be an estimate of error variance plus a positive B ——

12(value) when any treatment effects exist.
The value of the MS„ and the MS,, is that both areD W

independent, unbiased estimates of error variance when the 
null hypothesis is true, and under these circumstances they 
are distributed as an F variable. When the null is false, 
however, the expected value of the mean square within will 
be less than the expected value of the mean square between 
and the sample ratio will be distributed as a noncentral F. 

Since the F test is defined as the MS„/MS,,, the F
B  VV

radio always yields a one-tailed test of the null hupothesis, 
To reject the null hypothesis, the F radio must exceed a
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values of 1.00. Any value less than 1.00 signifies either 
sampling error, nonrandomness of the samples, or failure 
of the assumptions.^^ As noted previously, all F ratios 
reported to be significant in this study used a probability 
level of .05 or .01.

Research Constraints and Limitations 
This work is an exploratory study which was initiated 

by a desire to yield needed information about CLUW members 
as well as to provide insights about how satisfied or dis­
satisfied female trade unionists are with various aspects 
of their local trade union practices.

As with any research study, the present effort experi­
ences such constraints as inadequate financial support, 
lack of knowledge concerning the respondents being investi­
gated, lack of control over duplication and administration 
of the initial questionnaire, and lack of data describing 
what parameters constitute a "normal" population. The 
present section discusses two specific areas of potential 
problems or sources of bias encountered with this research. 
These areas concern the constraints or limitations involved 
with the first questionnaire, and those influencing the 
second questionnaire.

Limitations of the First Questionnaire
Seven potential sources of error should be acknowl­

edged in relation to the handling and mailing of the first 
questionnaire :
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1. The recent change (at that time) in CLUW offices 
from Detroit to New York City caused the initial 
mailing to be sent out from two sources, the UAW 
and Cornell University.

2. The researcher had no control over the duplica­
tion of the questionnaire, nor over the mailing 
or the mailing list.

3. The statement soliciting participation from CLUW 
members was found on page three of a four-page 
CLUW "General Mailing."

4. Three members of CLUW perchance contacted by the 
researcher revealed that each had never received 
the initial questionnaire.

5. Three CLUW members returned questionnaires which 
had printing on only one side of the page.

6. The researcher has no way of knowing how many 
questionnaires were returned to the CLUW office 
due to incorrect addresses, etc.

7. To complete such a nonfunded survey, postage 
was not prepaid on the initial questionnaire.
This meant that the respondents not only had to 
fill out the questionnaire, but that they also 
had to acquire and to attach a stamp to the 
questionnaire, fold it and post it.

It is highly probable that these events had a detri­
mental effect on the return rate of the "Opinion Question­
naire for Members of the Coalition of Labor Union Women."
The small return rate of this first questionnaire almost 
certainly introduced bias into this research effort.

Limitations of the Second Questionnaire
Four potential sources of bias were also noted with 

the construction, administration and analysis of the second 
questionnaire. These potential research constraints include;



123

1. There was no such trait in this study as the 
mutual exclusiveness or independence of sample 
one and sample two. The second sample was a 
subset of the first sample which was a subset 
of the population of the Coalition of Labor 
Union Women.

2. The return address used on the preaddressed 
envelope clearly indicated an academic address 
located in Texas, a right-to-work state, which 
could have caused some respondents to skew their 
answers.

3. The initial 31 items on the second questionnaire 
may be subject to bias due to response set, the 
tendency to answer all questions in a similar 
way.

4. Data from the first questionnaire, when combined 
with that of the second questionnaire revealed
a high percentage of respondents (approximately 
18 percent) to be employed by unions (the union 
is their employer). This point is of great 
importance since it is believed that this char­
acteristic or sample statistic is not repre­
sentative of the larger CLUW population.

The data analyzed in this study were exploratory and
were assumed to describe only the sample of respondents
from the Coalition of Labor Union Women. As noted by
Parten:

Accidental sampling results when the universe 
is not clearly defined . . . (or) when the source 
or list from which the sample is chosen does not 
represent the universe for which generalizations 
are to be made. People whose names appear on lists 
usually differ from those whose names are seldom 
included . . . .  Sampling from such lists to secure 
a cross-section of the general population is opportun­
istic, and is likely to be biased unless supplemented 
by other sources for the unlisted population . . . .  
Self-selected samples, those in which informants 
include themselves by being cooperative or exclude 
themselves by being uncooperative or inaccessible, 
may be classified as accidental s a m p l e s . 14



124

Although the formulation of the questions on the 
second questionnaire were influenced by the responses 
given on the first questionnaire, input from other research 
studies were also incorporated. Care was taken to pre­
validate both questionnaires by soliciting the advice and 
criticisms of industrial relations professionals, person­
nel specialists, members of CLUW, and non-CLUW unionists.
It is the analysis of the responses to these questionnaires 
which is the subject of Chapter IV.
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CHAPTER IV 

RESEARCH FINDINGS

Data are collections of information that are 
derived from either measuring or counting some­
thing. Statistics, however, are numbers that tell 
us something about, or allow us to infer something 
about other numbers (that is, about data). . . . 
The purpose of statistics is to make sense from 
data.1

It is the purpose of this chapter to present the find­
ings from the two CLUW questionnaires. The procedure to 
be followed was outlined in Tables 11 and 12. First dis­
cussed will be the 2 0 research questions. These findings 
are presented in terms of frequencies, percentages, or 
other forms of descriptive statistics for nominal and 
ordinal-scaled data. Second, the null hypotheses will be 
discussed and interpreted in view of the ANOVA methodology 
applied. Chapter IV concludes with a discussion of the 
meaning and implications of these research results.

Research Questions 
Research Question 1:

"What will be the distribution of work- 
related and union-related descriptive factors?"

Such information refers to the respondent's type of union,
type of employer, specific industry, present job title,
official title of respondent's union position, state in

127
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which respondent works, the respondent's position within 
his/her union, and whether or not the respondent is paid 
or unpaid for services rendered to the union.

Tables 13 through 2 3 show these data in numerical 
and percentage form. An examination of Table 13 shows 
that the highest percentage of CLUW respondents belong to 
unions related to the teaching profession (20.39 percent) 
with 11.37 percent employed in primary and secondary levels 
and 9.02 percent employed at the college or university 
levels. The second highest proportion of respondents were 
women belonging to communications or electrical workers' 
unions (14.51 percent) followed by those who were members 
of government employees' unions (13.73 percent). The 
fourth highest percentage of CLUW respondents (6.27 per­
cent) belonged to the Office and Professional Employees 
International Union (OPEIU) followed by two groups of 4.71 
percent who belonged either to the United Steelworkers 
Union or the Apparel and Garment Workers unions.

Table 14 and Table 15 reveal the type of employer of 
these CLUW respondents as analyzed by type of sector of the 
economy and whether or not a union per se was the respon­
dent's employer. This point was mentioned previously (on 
page #116) and must be clarified at this time.

As learned by the author, all CLUW members work for 
unionized organizations; that is, all are members of unions, 
What may be confusing to the reader, however, is the usage 
of the terms "union employers" and "non-union employers,"
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Some CLUW members belong to one (or more) union (s) 
and work for a company or organization in either the private 
or public sector. This group of individuals will be refer­
red to hereafter as the "NUE" or the group of "typical"
CLUW members who work for a unionized organization which 
is not itself a union ("non-union employer").

TABLE 13 
TYPE OF UNION

Number Percent

Craft Unions
Newspaper/Printers 11 4.31
Postal/Letter Carriers 4 1.57
Teamsters 2 0.78
AFT/NEA/Teachers 29 11.37
SEIU-Service Employees 1 0.39
BC&T 1 0.39
Wholesale & Retail Distributors 1 0.39
Performing Artists 1 0.39
Waitress 1 0.39
Meat Cutters 2 0.78
lUE/Electrical/UWVA 9 3.53
Office & Professional Employees 16 6.27
College & University Teachers/AAUP 23 9.02
Carpenters 1 0. 39
Aerospace, Airline, Flight Att/Analysts 5 1.96
Police 1 0.39
Hospital Employees/Nurses 4 1.57
Broadcasters 1 0.39
Listed only Craft Union 1 0.39

Industrial Unions
United Steelworkers 12 4.71
Government Employees-Local 6 2.35
Government Employees-State 12 4.71
Government Employees-Federal 17 6.67
Apparel-Garments/ACTWU 12 4.71
Machinists 3 1.18
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TABLE 13 (Continued)

Number Percent
Retail Clerks 9 3.53
Aircraft & Aerospace Manufacturing 2 0.78
Social Agencies 3 1.18
UAW 10 3.92
United Rubber Workers 1 0.39
CWA 28 10.98
Clerical, Parkettes & Alarm Dispatchers 1 0.39
Construction 2 0.78
Multitrades-Warehouse-Dept. Store 5 1.96

A second group consists of CLUW members who belong to 
one (or more) union (s) and are employed by a different 
union. This second group of unionists is referred to here­
after as the "UE," those with "union employers."

Tables 14 and 15 both show that the majority of the 
respondents (approximately 77 percent) were members of the 
"NUE" group (meaning they were employed by organizations 
other than unions). Approximately 18 percent, however, were 
members of the "UE" group (they worked for employers who 
were union hierarchies).

TABLE 14 
TYPE OF EMPLOYER

Number Percent
Private Sector/Nonunion Employer 98 38.43
Public Sector/Nonunion Employer 100 39.22
Private Sector/Union Employer 35 14.12
Public Sector/Union Employer 8 3.14
Retired/not working 3 1.18
No Response/DNA 10 3.92

Total 255 100.01
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Most respondents were employed in the private sector 
(52.55 percent) as compared to the public sector (42.36 
percent). Approximately one percent of the respondents had 
retired and approximately four percent did not respond to 
the question.

TABLE 15 
TYPE OF EMPLOYER

Number Percent

Union 47 18.43
Nonunion 195 76.47
Retired/not working 3 1.18
No Response/DNA 10 3.92

Total 255 100.00

Table 16 indicates the specific industries in which 
the CLUW respondents were employed. In the public sector, 
the highest number of respondents were teachers, government 
employees, or those connected with services or social 
agencies. In the private sector, the highest number of 
respondents were communications workers, steel workers, 
clothing or paper workers.

TABLE 16 
SPECIFIC INDUSTRY

Number Percent
Private Sector

Aerospace, Aircraft & Flight Att. 7 2.7 5
Artists St Broadcasters 2 0.78
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TABLE 16 (Continued)

Number Percent
Bakery Workers 1 0.39
Clerical & Officeworkers 1 0.39
Clothing/Apparel/Garment 13 5.10
Communication Workers 25 9.80
Construction Workers 3 1.18
Electrical Workers 6 2.35
Grain Millers 1 0.39
Hotel & Restaurant Employees 1 0.39
Machinists 4 1.57
Meatcutters 2 0.78
Office Employees 7 2.75
Oil, Chemical & Atomic Workers 2 0.78
Paper Workers, Printers, Publishers 12 4.71
Retail Clerks/Dept. Store Workers 9 3.52
Steel Workers & Cement 14 5.49
Law Firm 1 0.39
Manufacturer (Machinery) 4 1.57
Auto Workers (unaffiliated) 11 4.31
Teamsters/Warehousemen/Transit Workers 4 1.57
Private Organization (unaffiliated union) 1 0.39
Union Employer - Private Sector 10 3.92

Public Sector
Government Employees/Federal 15 5.88
Government Employees/State, County, Local 16 6.27
Hospitals/Nurses 6 2.35
Police/Law 2 0.78
Postal Workers 4 1.57
Service/Utility/Social Agencies 12 4.71
Teachers/Secondary 22 8.63
Teachers/College & University 29 11.37
Public Sector listed only 1 0.39
Union Employer - Public Sector 2 0.78

Retired 2 0.78
No Response 3 1.18

Total 255 99.97

Table 17 presents the job titles stated by the respon­
dents to the first CLUW questionnaire. As depicted in the 
table, the highest percentage of respondents not employed
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by unions (NUE) were production specialists in fields other 
than apparel or clothing. The second highest frequency of 
job titles were office workers followed by teachers, pro­
fessors, and staff representatives.

TABLE 17 
PRESENT JOB TITLE

Title Number Percent
Nonunion

Secondary Teacher 24 9.41
College/University Instructor/ 

Professor 18 7.06
Researcher/Analyst 7 2.75
Production Specialist (other/clothing) 30 11.76
Immigration Inspector 1 0.39
Health Insurance/Claims Inspector/ 

Auditor/Maintenance Auditor 12 4.71
Sales, Advertising/PR/

Business Representative/Cashier 11 4.31
Postal Clerk 1 0.39
Letter Carrier 1 0.39
Secretary/Office Worker/Staff 27 10.59
Librarian 3 1.18
Social Worker/Counselor/Psychological 

Aid 4 1.57
Flight Attendant 3 1.18
Storekeeper/Business Office Mgr. 4 1.57
Clothing Worker 7 2.57
Actor, Director 1 0.39
Hotel & Restaurant Employee 1 0.39
Meat Cutter 1 0.39
Staff Representative/Administrative 

or Service Assistant/Sr. Clerk 16 6.27
Electrician/Utilities Technician/ 

Mechanic 9 3.53
Human Resources Specialist/AA 

Consultant/Interviewer 3 1.18
Reporter/Columnist/Writer/

Proofreader 6 2.35
Nurse 2 0.78
Porter 1 0.39
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TABLE 17 (Continued)

Title Number Percent
Director of University Dept. 

Committee 3 1.18
Director/Chair of Community 

Relations, Human Rights, 
Women's Program 4 1.57

Police 1 0.39
Janitorial/Cleaner 1 0.39

Retired 6 2.35
Union Employer

Director of Membership 1 0.39
Business Agent/Manager/Administrative 

Officer 4 1.57
Union Officer/Programs & Operations/ 

International Field Representative 4 1.57
Union Organizer 7 2.75
(Local( Occupational Health 
Specialist 1 0.39

International Staff Representative 7 2.75
Education Staff Representative 8 3.14
Union Researcher 1 0.39
Member Unaffiliated Union Local (PR) 1 0.39
Local Editor/Educational Director 2 0.78
International Staff-Stenographer 2 0.78

No Response 9 3.53

Total 255 99.99

Note from Table 17 that the highest number of respon­
dents who were not employed by unions (NUE) were in blue 
collar (production) jobs followed closely by the traditional 
pink collar jobs. Approximately 10.98 percent listed titles 
considered to be traditionally non-female occupations: audi­
tor, letter carrier, business office manager, electrician 
or mechanic, porter and policewoman. Of those respondents 
who were employed full-time by labor union organizations.
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most were national or local staff representatives, educa­
tional representatives, or union organizers.

Table 18 contains the distribution of respondents' 
official titles of their union positions. Analysis of this 
table reveals that except for 3 3 members, all respondents 
who answered the question and were not retired were active 
in their local and/or international unions. Fully 74.92 
percent of the CLUW respondents were either members of 
committees, chairs of committees, or held an officership 
or other position of authority within the (primarily local) 
union hierarchy.

TABLE 18
OFFICIAL TITLE OF UNION POSITION

Title Number Percent
Local, State, or District*

Member in Good Standing 33 12.94
Committee Member 15 5.88
Steward 11 4.31
Secretary-Treasurer 35 13.73
Shipper Receiver 1 0.39
President 20 7.84
Vice President 18 7.06
Editor/Labor Press (& Ed. Dir.) 7 2.75
Delegate/Staff Representative 16 6.27
Committee Chair 15 5.88
Asst. Director or Coordinator of

Women's Dept. 5 1.96
Administrative Asst, to Exec. V.P. 5 1.96
Trustee 1 0.39
Inner Guard 1 0.39
Organizer 6 2.35
Office Clerk/Staff 1 0.39
CAP Council 1 0.39
Asst. Director of Research 2 0.78
Union Counselor 1 0.39
Legislative Director 2 0.78
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TABLE 18 (Continued)

Title Number Percent
Business Representative/Agent 2 0.78
District Representative 1 0.39
Vice President, International 3 1.18
BA & Executive Board Member 16 6.27
International Representative 3 1.18
Asst, to President, International 1 0.39
National Director of Human Rights, 

Comm. Relations 1 0.78
Retired/all held positions 4 1.56
No Response 27 10.58

Total 255 99.94
*Unless otherwise specified

Table 19 contains the distribution of states or dis­
tricts in which the respondents worked. These states are 
coded by time regions for clarity. Analysis of Table 19 
reveals that the highest percentage of respondents (49.39 
percent) lived in the Northeast, primarily in the states 
of New York (15.29 percent) and Michigan (11.76 percent).
The second highest frequency of respondents came from the 
Pacific states region. California's representation was 
especially strong, constituting 14.51 percent of the respon­
dents to the first CLUW questionnaire.

The North Central region came in third, comprising 
13.3 3 percent of the responses. No responses were obtained 
from the non-continental states.
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TABLE 19
DISTRICT/STATE IN WHICH RESPONDENTS WORK 

(Coded According to Time Regions)

State/District Number Percent

Northeast
Maine 3 1.18
Vermont 1 0.39
New Hampshire 2 0.78
Massachusetts 6 2.35
New York 39 15.29
Connecticut 4 1.57
New Jersey 2 0.78
Maryland 1 0.39
Delaware 0 0.00
Washington, D.C. 9 3.53
Rhode Island 1 0.39
Virginia 1 0.39
West Virginia 0 0.00
Pennsylvania 18 0.00
Ohio 17 6.67
Michigan 30 11.76
Indiana 8 3.14
Kentucky 2 0.78

Southeast
North Carolina 2 0.78
South Carolina 0 0.00
Georgia 3 1.18
Florida 3 1.18

North Central
North Dakota 0 0.00
Minnesota 1 0.39
South Dakota 0 0.00
Wisconsin 8 3.14
Nebraska 6 2.35
Iowa 2 0.78
Illinois 12 4.71
Missouri 3 1.18
Kansas 2 0.78

South Central
Tennessee 0 0.00
Alabama 1 0.39
Mississippi 0 0.00
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TABLE 19 (Continued)

State/District Number Percent

Arkansas 1 0. 39
Louisiana 2 0.78
Oklahoma 1 0.39
Texas 8 3.14

North Mountain
Montana 2 0.78
Idaho 0 0.00
Wyoming 0 0.00
Utah 1 0. 39
Colorado 2 0.78

South Mountain
Arizona 1 0.39
New Mexico 0 0.00

Pacific States
Washington 9 3.53
Oregon 1 0.78
Nevada 0 0.00
California 37 14.51

Non-Continental
Hawaii 0 0.00
Alaska 0 0.00

No Response 2 0.78
Total 255 99.95

Tables 20 through 2 3 concern additional union-related 
data. Table 20 reveals that 18.82 percent of the respon­
dents held an officership or/other position of authority 
within their international union level. The majority of 
respondents, 81.18 percent, indicated either membership 
or left the question blank.
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TABLE 20
POSITION HELD AT THE INTERNATIONAL LEVEL

Position Number Percent
Member or No Response 207 81.18
President 1 0.39
Vice President 8 3.14
Financial 1 0.39
Correspondence Secretary/Treasurer 0 0.00
Trustee 1 0.39
Business Agent 2 0.78
Committee Person/Chair 9 3.53
More Than One Position 5 1.96
Other (International Rep., etc.) 21 8.24

Total 255 100.00

The majority of CLUW respondents also did not respond 
to the question asking them if they held a paid or unpaid 
position at the international level of their union. The 
researcher interprets these data from Table 21 to reinforce 
the findings stated above; i.e., that most of these respon­
dents were members of international unions but held no 
positions of authority. Of the 37 people who did respond 
to this question, 8.6 3 percent indicated that they were 
paid, while 5.88 percent indicated that they were unpaid.

TABLE 21
PAID OR UNPAID AT THE INTERNATIONAL LEVEL

Status Number Percent
Paid 22 8.63
Unpaid 15 5.88
No Response 218 85.49

Total 255 100.00
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Tables 22 and 2 3 refer to the same information as the 
two previous tables, only they are particularly concerned 
with the local union hierarchy. As shown in Table 22, 
70.58 percent of the respondents held an officership posi­
tion or some other role of responsibility and authority at 
the local union level. The rest of the respondents were 
assumed to be members only.

TABLE 22
POSITION HELD AT THE LOCAL LEVEL

Position Number Percent
Member/No Response 75 29. 41
President 16 6.27
Vice President 13 5.10
Financial 6 2.35
Correspondence Secretary/Treasurer 10 3.92
Trustee 1 0. 39
Business Agent 6 2.35
Committee Person/Chair 47 18.43
More Than One Position 50 19.61
Other (Exec. Board, etc.) 31 12.16

Total 255 99.99

Of these local union members, 22.75 percent indicated 
that they were paid in some (often token) capacity for 
their contribution to their local's activities. The 
majority of respondents (77.25 percent) indicated that 
they were not paid or left the question blank. A "no 
response" reply was generally interpreted to mean that the 
respondent was unpaid.
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TABLE 23
PAID OR UNPAID AT THE LOCAL LEVEL

Status Number Percent
Paid 58 22.75
Unpaid 98 38.43
No Response 99 38.82

Total 255 100.00

Findings from research question one reveal this 
sample of respondents to be working primarily in tradi­
tionally female-intensive occupations for nonunion employers 
(NUE) in both the private and public sectors. Approximately 
18 percent of the respondents were employed by unions (UE), 
however. The reader may refer back to pages 129-130 for 
clarification of these two employer groups.

The findings also profile the respondents to be valid 
female union activists in that fully three-fourths of them 
were committee members, chairs of committees, or held an 
officership or other position of authority in their union 
locals. The highest percentage of respondents worked in 
New York, California, or Michigan, most were non-officer 
members of their internationals, and most were unpaid for 
their participation at both the local and international 
union levels.
Research Question 2 :

"What will be the distribution of demographic 
factors?"
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Such data includes the respondent's highest level attended 
in school, hours and type of work performed, yearly income, 
age, sex, race, marital status, and number of children.

Tables 24 through 32 once again use percentages and 
numbers to display the demographic characteristics of the 
CLUW respondents. Table 24 shows the highest educational 
levels completed by respondents. While 3.14 percent had 
less than a high school education, 28.63 had earned their 
high school diploma and .78 percent had some technical 
skills training beyond the high school level.

TABLE 24
HIGHEST LEVEL ATTENDED IN SCHOOL

Level Achieved Number Percent

Less than 12 years 8 3.14
High School Diploma 73 28.63
Some College Credits 1-29 hrs. 21 8.24
(Freshman Status) 1 yr.
Sophomore Status 30-59 hrs. 24 9.41
(2-year College Degree)
Junior Status 60-89 hrs. (3 yrs.) 9 3.53
Senior Status 90-up (4 yrs.) 3 1.18
College Degree - Bachelor Level 42 16.47
Some Master's Courses 12 4.71
Master's Degree 32 12.55
Post Master's/Law or Doctoral Classes 9 3.53
Doctoral Degree - Ph.D. 12 4.71
Juris Doctorate 3 1.18
Technical skills Training 2 .78
(Beyond High School)
Retired 1 .39
No Response 4 1.57

Total 255 100.02
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Significant findings of Table 24 include the follow­
ing facts: 22.36 percent of this population were working
on a bachelor's degree, 16.47 percent had obtained their 
bachelor's degree, 4.71 percent were working on their 
master's degree, 12.55 percent had already earned their 
master's degree,and 3.53 percent were taking post master's, 
law, or doctoral level courses. Fifteen respondents, 5.89 
percent of the sample, had already obtained their Ph.D. or 
doctorate degrees.

Table 25 shows the hours worked by respondents in 1978, 
Most respondents (92.55 percent) worked full-time and 2.75 
percent worked more than one job. Less than four percent 
of this sample worked part-time, were unemployed, or were 
retired.

TABLE 25 
HOURS YOU WORK

Hours Number Percent
Full-time 236 92.55
Part-time 5 1.96
Not Working 3 1.18
More Than One Job 7 2.75
Retired 1 0.39
No Response 3 1.18

Total 255 100.01

Table 26 reveals that the majority of the CLUW respon­
dents were salaried (or generally exempt) employees. This 
finding reflects the previously mentioned pink collar and
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white collar occupational categories. A large number of 
CLUW respondents (36.47 percent) indicated that they were 
hourly (generally non-exempt) employees. Thus, the respon­
dents were more likely to be covered by the Walsh-Healy 
and Fair Labor Standards Acts and must be paid time-and- 
one-half for work over eight hours per day or for work over 
forty hours per week.

TABLE 26 
TYPE OF WORK

Work Type Number Percent
Hourly 93 36.47
Salary 144 56.47
Piecework 5 1.96
By Job/Contract Out 1 0.39
Retired 2 0.38
No Response 10 3.92

Total 255 99.99

Table 27 displays a frequency distribution of the 
annual income of CLUIV respondents. Approximately 10 per­
cent of the respondents made less than $10,000 per year, 
40 percent made between $10,000 to $15,000, 28 percent 
made between $15,000 and $20,000 per year, and 20 percent 
made over $20,000 per year.
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TABLE 27 
YEARLY INCOME

Income Category Number Percent
Less than $10,000 26 10.20
$10,001-12,000 52 20.39
$12,001-15,000 50 19.61
$15,001-20,000 71 27.84
$20,001-25,000 32 12.55
$25,001-30,000 13 5.10
$30,001-35,000 5 1.96
Greater than $35,000 1 0.39
No Response 5 1.96

Total 255 100.00

Tables 28, 29, and 30 show the respective distribu­
tions of CLUW respondents' age, sexual, and racial data.
As noted from these tables, the majority of CLUW respon­
dents were in the "working era" ages from 25 to 65. The 
highest percentage of respondents were within the child­
bearing years. Most respondents were females and most were 
white.

TABLE 28 
AGE

Age Category Number Percent
Less than 25 5 1.96
25-35 95 37.25
36-45 53 20.78
46-55 66 25.88
56-65 30 11.76
Over 65 4 1.57
No Response 2 0.78

Total 255 99.98
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TABLE 29 
SEX

Sexual Category Number Percent
Male 10 3.92
Female 243 95.29
No Response 2 0.73

Total 255 99.99

TABLE 30
RACE

Racial Category Number Percent
White 128 85.49
Black 29 11.37
American Indian 1 0.39
Hispanic 1 0.39
Oriental 1 0.39
Mulatto 1 0.39
No Response 4 1.57

Total 255 99.99

Table 31 reveals the marital status of the CLUW 
respondents. From this table emerge facts that while 
44.31 percent of the sample were married, another 54.51 
percent were single, divorced, widowed, or separated. 
Only 1.18 percent did not respond.
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TABLE 31 
MARITAL STATUS

Status Number Percent
Single 64 25.10
Married 113 44.31
Divorced 61 23.92
Widowed 12 4.71
Separated 2 0.78
No Response 3 1.18

Total 255 100.00

Table 32 reflects the number of children or offspring 
to whom were given birth by the CLUW respondents. Question 
14 (first questionnaire) was so stated ("Number of Your 
Children") in order to avoid the confusion of multiple 
parent/children relationships which is so prevalent in the 
American society today.

TABLE 32 
NUMBER OF YOUR CHILDREN

Number Number Percent
None 113 44.31
One 51 20.00
Two 38 14.90
Three 21 8.24
Four 13 5.10
More than Four 13 5.10
No Response 6 2.35

Total 255 100.00
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Findings from the second research question depict the 
CLUW respondents to be highly oriented toward and actively 
pursuing a formal education. The CLUW respondents appeared 
to have more education than the 12.6 years reported for the 
average American and to be full-time, salaried employees.
The respondents also reported earning more in yearly income 
than "typical" female workers in 1978 with approximately 
half earning $15,000 or less and approximately half earning 
over $15,000.

The sample of CLUW respondents were well distributed 
between the ages of 25 and 65. Almost 60 percent were 
between the ages of 25 and 45, while approximately 40 percent 
were between 46 and 65. Most respondents were females, most 
were white, and over half were single, divorced, widowed 
or separated. Approximately 44 percent of the respondents 
replied that they were married and an equal number report­
edly had no children.
Research Question 3:

"What proportion of eight stated areas of 
union participation will be of interest to respon­
dents? Which areas will the frequency distribution 
reveal to be ranked the most popular to the least 
popular?"
Table 33 indicates a frequency distribution of the 

degree of interest expressed by CLUW respondents in the 
following eight areas: participation in decision making,
leadership, communications, the quality of work life, union 
elections, affirmative action, collective bargaining, and 
the activities of federal agencies such as OSKA.
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TABLE 33
TOTAL NUMBER OF AREAS OF INTEREST TO RESPONDENTS

IN THEIR UNION

Number/% of Eight Number Percent
One (12.5%) 14 5.49
Two (25.0%) 24 9.41
Three (37.5%) 27 10.59
Four (50.0%) 51 20.00
Five (52.5%) 40 15.69
Six (75.0%) 29 11.37
Seven (87.5%) 17 6.67
Eight (100.0%) 40 15.69
Listed These Eight and One More 1 .39
None/No Response 12 4.71

Total 255 100.01

As shown in Table 33 the highest frequency of respon­
dents indicated four areas were of interest to them (20 
percent) followed by five and eight areas of interest 
(15.69 percent each). These findings should be viewed in 
light of Table 34 also, since the latter table gives a rank 
order of the areas of interest to CLUW respondents.

As indicated in Table 34, the area of highest interest 
for these union respondents was "participation in decision 
making" (72.16 percent) followed by the "quality of work 
life" (65.88 percent), "affirmative action" (65.10 percent), 
and "collective bargaining" (65.10 percent). The area of 
least interest as expressed by respondents were actitities 
of "federal agencies such as OSHA" (30.59 percent).

Research question 3 reinforces the researcher's premise 
that the respondents are union activists who are interested



TABLE 34
SPECIFIC AREAS OF INTEREST TO RESPONDENTS 

IN THEIR UNION

Area
No

Response
No

Interest Total
Number Percent Number Percent Number Percent

Participation in 
Decision Making 184 72.16 71 27.84 255 100.00

Leadership 158 61.96 97 38 . 04 255 100.00
Communications 140 54.90 115 45.10 255 100.00
Quality of Work Life 168 65.88 87 34.12 255 100.00
Union Elections 108 52.35 147 57.65 255 100.00
Affirmative Action 166 65.10 89 34.90 255 100.00
Collective Bargaining 166 65.10 89 34.90 255 100.00
Federal Agencies 

(such as OSHA)
78 30.59 177 69.14 255 100.00

u io



151

in greater participation in the decision making process 
within their local union hierarchy. An interesting and 
somewhat ironic finding from Table 34 is that the second 
highest response category of "no interest" to respondents 
was that of union elections.
Research Question 4 :

"What will CLUW respondents rank as their 
most frequent perceptions of the purpose of 
their unions, their reasons for joining a union, 
and what they want most from their union?"
Tables 35-37 give the 15 most frequent responses to 

the first questionnaire's subjective questions dealing with 
the respondent's basic orientation toward unionization. 
Table 35 shows the factors which were perceived by this 
sample as indicative of the major purpose of their respec­
tive unions. The most frequent purposes listed were: 
improving wages and benefits, improving work conditions, 
protecting workers' rights, and collective bargaining.
Other less popular responses are also included in Table 35.

TABLE 35
THE MOST FREQUENT RESPONSES TO RESEARCH QUESTION 4 
WHAT DO YOU SEE AS THE MAJOR PURPOSE OF YOUR UNION?

Response Frequency
1. Improving wages and benefits ........... . . (65)
2. Improving working conditions ........... . . (63)
3. Protecting workers' rights/equity/due 

process ............................... . . (53)
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TABLE 35 (Continued)

Response Frequency
4. Collective Bargaining— enforcing contract 

negotiations ............................... (53)
5. Improving the quality of work life ......... (40)
6. Organizing the unorganized .................. (28)

7. Representing the voice of the worker in
the decision-making process ............. (26)

8. Meeting needs, interest (service to)
members ................................... (23)

9. Job security/protecting seniority ......... (23)
10. Functioning as a political, legislative, 

administrative force for influence . . . . (14)
11. Solidarity/mutual support/unity/strength 

in numbers ................................. (13)
12. Grievance/solving labor problems and

disputes ................................... (12)

13. Maintaining worker dignity, respect and
status . . .  ............................... (10)

14. Educating workers about union rights . . . . (10)

15. Being an effective part of the social area 
or community ............................... ( 8)

Comparison of the findings of Table 35 (purpose of 
unions) with those of Table 35 (Reasons for joining unions) 
yields only one major discrepancy in the top three respon­
ses. Ranked second as an impetus in joining a union was the 
respondents' belonging or affiliation needs as well as needs 
for power. It would appear that unions provide not only
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formal organizational relationships but are also important 
factors for developing informal or social relationships.

TABLE 36
MOST FREQUENT RESPONSES TO RESEARCH QUESTION 4 

YOUR REASONS FOR JOINING A UNION?

Response Frequency
1. Improve wages and benefits ................ (58)
2. Asked to join/belonging needs/solidarity/ 

power .................................... (52)
3. Job security/protection of seniority . . . (50)
4. Improve working conditions ................ (43)
5, To have some say/be rep. in the decision- 

process .................................. (41)
6. Protection and ensuring fair treatment 

against the bosses ...................... (40)
7. My right/strong belief and interest in 

unions .................................... (29)
8 . Union or closed shop/compulsory condition 

of employment ........................... (28)
9. Change agent/only existing political

(power) force for reforming abuses . . . (27)
10. Want to be part of negotiating/

collective bargaining process ......... (21)
11. Family tradition ........................... (17)
12. Help myself and other unionists to meet 

needs .................................... (16)
13. Strengthening the trade union movement . . (15)
14. Improving the quality of work life . . . . (12)
15. Affirmative action/helping women fight 

discrimination ........................... (12)
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Table 37 (what unionists want most from their unions) 
reiterates the priorities stressed in the two previous 
tables. However, one important exception should be 
noted. The primary factor listed as desired by CLUW 
unionists from their local trade union organizations was 
strong, ethical representation and more contact with the 
general membership. In light of Chamberlain's findings 
of the "internal-relations government" of unions (Chapter 1), 
this response has major implications for union leaders. It 
is also important in regard to this question to note that 
respondents frequently stressed the term ethical in answer­
ing this question.

TABLE 37
MOST FREQUENT RESPONSES TO RESEARCH QUESTION 4 

IfHAT DO YOU WANT MOST FROM YOUR UNION?

Response Frequency
1. Strong, ethical representation with more 

contact with the union body ............. (45)
2. Job security and protection of job rights (42)
3. Job dignity, equality; justness and fairness 

for all citizens on the job (from the 
employer) .................................. (31)

4. Fair working conditions and an improved 
quality of work life ...................... (31)

5. Strong representation in collective 
bargaining and contract negotiations 
and enforcement ........................... (30)

6 . Improved wages ............................... (28)
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TABLE 37 (Continued)

Response Frequency
7. Solidarity, clear establishment of group 

identity, and peer group support for all 
members regardless of race, sex, or 
probationary status ...................... (24)

8. More recognition and involvement of women 
with leadership ability; less sexist 
representation ............................. (20)

9. More (helpful) information and communication 
on union issues; more meetings and 
workshops (19)

10. Greater chance for rank and file individual 
input and participation in the union 
decision-making process; desire chance to 
help other rank and file members on an 
applied level ............................. (18)

11. Better organization within the union and 
organizing the unorganized ............... (18)

12. Honesty, integrity, sincerity and openness 
about all internal union matters. (Two 
respondents mentioned unions as being 
the social conscious of our nation). . . . (17)

13. More service and responsiveness to member 
needs ...................................... (17)

14. The opportunity to learn, be educated
and trained ............................... (17)

15. Better benefits, including pensions,
health and safety ......................... (17)

Research question 4 seems to yield primarily the same 
factors traditionally listed in industrial-relations 
studies. Improvement of wages, benefits, and working con­
ditions, along with job security, appeared in each table.
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Differences were evident in these three tables, however, 
in that the respondents’ reasons for joining a union and 
what they wanted most from their unions were tied to ego 
and belonging needs, as well as improved opportunities 
for status, communication, participation, and education. 
Research Question 5:

"What will CLUW respondents rank as their 
most frequent perceptions of the purpose of CLUW, 
their reasons for joining CLUW, and what they 
want most from CLUW?"
Tables 38-40 repeat essentially the same questions 

posed in research question five except they address them­
selves to the "outside organization," CLUW, instead of their 
unions per se. Table 38 provides insight into the reasons 
CLUW has catapulted to international recognition. This 
question drew by far the heaviest response. Listed as the 
primary purpose of CLUW was the vehicle it provides for 
change, for recruiting and organizing women, and for sensi­
tizing and increasing female recognition by union leaders.
An interesting point is that CLUW members want to help all 
women to develop themselves through growth and change 
within the union structure.

Table 39 lists a frequency distribution of the respon­
dents’ reasons for joining CLUW. Expressed in terms similar 
to those in Table 38, reasons for joining CLUW stressed 
organizing all unorganized working women, and supporting 
women both at work and within the union hierarchy. Strong 
feminist overtones were noted as were the needs to verbalize 
and to work toward women's issues.
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TABLE 38
MOST FREQUENT RESPONSES TO RESEARCH QUESTION 5 

MAJOR PURPOSE OF CLUW?

Response Frequency
1.

2 .

3.

4.

5.

6.

8.

Its purpose is to help labor union women 
to recruit and organize in order to 
increase their participation in as well 
as appreciation and consciousness of the 
union structure as a vehicle for 
change ...................................

Its purpose is to promote equality of 
women's job rights (equal pay for equal 
work, equal opportunity— prevent discrim­
ination and unfair labor practices 
against women) in male dominated unions 
and management structures .............

It is a network for helping all working 
women to unite in order to recognize and 
reach common areas of interest, concern 
and goals (day care, maternity benefits) .

Teaching, training, educating and communi­
cating information to working women. It 
is a source for the development of 
women ......................................

Help organize and aid the nonunionized
working woman .............................

Communicating the image of today's working 
woman as competent, productive, dignified 
and wanting greater upward mobility and 
wanting more opportunity for leadership 
roles ......................................

Its purpose is to increase women's political, 
legislative and lobbying power in unions 
and in the work force ....................

Solidarity and support of union and
nonunion women to increase their voice 
and representation ........................

(113)

( 80)

( 58)

( 56)

( 45)

( 43)

( 39)

( 26)
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TABLE 38 (Continued)

Response Frequency

10 .

11.

12.

Its purpose is to act as a women's 
pressure group to increase pay and 
opportunities, to improve working 
conditions and the quality of work 
life for working females .........

To help build better, stronger unions . ,
To help all workers (male and female) by 

unionizing them and gaining an improved 
quality of work life and equal opportun­
ities for e v e r y b o d y .................. ..

Its purpose is to further affirmative 
action efforts for minority women

( 16) 
( 13)

( 11) 

( 7)

TABLE 39
MOST FREQUENT RESPONSES TO RESEARCH QUESTION 5 

REASONS FOR JOINING CLUW?

Response Frequency
1. The necessity to organize labor union

women and help them to see their potential
in unions and become actively involved in
their u n i o n s ...............................  (70)

2. To meet, unite with, and support union
w o m e n ......................................  (60)

3. To actively help and support working women
(many respondents expressed a belief in
the women's movement and in women's
rights) .................................... ( 65)

4. To learn about and be more aware of the needs,
goals, interests, and issues of working
sisters (the major issues mentioned were
day care and abortion rights) ...........  (62)
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TABLE 39 (Continued)

Response Frequency
5. To increase information and communication

(and thus understanding— many respondents 
expressed a desire to attend more con­
ferences and workshops and to have more 
opportunities to exchange ideas). (51)

6. To recognize that working women in America
are beginning to identify themselves as a 
voice of united sisterhood and that their
numbers deserve respect .........  . . . .  (46)

7. To better themselves through increased
education, knowledge, training and
development programs ....................  (34)

8. To instigate more equality and justice for
women concerning equal pay and equal job 
opportunities with men on similar jobs 
with similar qualifications (many 
respondents also mentioned affirmative 
action with their replies to this
question).................................  (33)

9. To show support of and belief in CLUW's
goals and statement of p u r p o s e .........  ( 28)

10. Commitment to greater organizing efforts,
especially of unorganized women ......... (20)

11. To improve the working woman's self-image
and to encourage her personal and
professional growth ......................  (18)

12. To increase each individual woman's
opportunity for leadership training
and promotions, both in the organization
and in the trade union m o v e m e n t ......... ( 17)

13. To combat frustration and disappointment
with male-dominated
u n i o n s .................................... (12)
m a n a g e m e n t ...............................  ( 2)
and l e a d e r s h i p ...........................  (14)
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As shown in Table 40, respondents said what they want 
most from CLUW is a strong unified organization which can 
influence their respective unions yet which is totally 
independent of their local and national trade union hier­
archies. CLUW respondents want greater participation of 
CLUW in their local chapter lives, particularly in terms 
of organizing, providing information, and role models.

TABLE 40
MOST FREQUENT RESPONSES TO RESEARCH QUESTION 5 

WHAT DO YOU WANT MOST FROM CLUW?

Response Frequency
1. A strong unified organization independent

of individual unions but which can have 
an impact on unions (many respondents to 
this question mentioned allowing nonunion 
females to join CLUW or at least attend 
m e e t i n g s )............................  (58)

2. A stronger commitment to be progressively
active overall, at the local level
especially starting unions, and at the
national level (the respondents to this
question sought active participation
by CLUW)................' ..................  (41)

3. A source of information ................... (38)
4. Results in organizing.................. (38)
5. A desire for more seminars, educational

opportunities and the training and
development of women's abilities . . . .  ( 37)

6. A resource for sharing and promoting the
needs, interests, and problems of working
women (two issues mentioned frequently
were day care and maternity benefits) . . (36)
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TABLE 40 (Continued)

Response Frequency
7. More informative communication at local, . . (13)

n a t i o n a l , ..............................  ( 6)
and all l e v e l s ........................ (17)
(Respondents to this question frequently 
asked for more interest in local activi­
ties and greater support from the national 
level.) ...................................  (36)

8. Greater involvement with legislative
i s s u e s , ..............................  (19)
political action, ......................... (15)
and overall lobbying activities ......... (34)

9. Insistence on a greater share of union power
by female unionists (many respondents to
this question expressed a strong desire for
more feminist, assertive unionists) . . .  ( 33)

10. Help from CLUîf in terms of influence and
assistance with applied problems of
women in performing their j o b s ...... ( 24)

11. Strong direction, sound leadership and
"know h o w " ............................ (22)

12. Greater visibility and media publicity of
women's working conditions and the quality
of work life........................... ( 22)

Responses concerning CLUW in research question 5 were 
different from those expressed in research question 4 
(dealing with unions). Most data derived from Research 
Question 4 stressed organizing women and using unions as 
a means for improving women's lives personally as well as 
on their jobs and in their unions. Research question 5 
showed CLUW respondents to stress education, lobbying 
activities, and creating constructive change through
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participative action. Data from both research questions 
indicate that CLUW seems to provide its members with a 
challenge, a new awareness, and hope.
Research Question 6 :

/'What will CLUW respondents rank as what 
they want most from their respective companies 
or employers?"
Table 41 is useful in terms of making comparisons 

with Tables 37 and 40. Respondents stressed that what they 
wanted most from their employing organizations were fair 
and decent wages, good work conditions, a decent quality 
of work life, and individual respect, recognition and 
acceptance as individual human beings. These first two 
reasons were listed frequently on all the questions dealing 
with unions (Tables 35-37). Table 41 is important, however, 
in that it stressed needed recognition by management of the 
human element.

The respondents earnestly expressed an appeal for 
appreciation of individual effort. They stressed a desire 
for promotion opportunities as well as opportunities for 
self-improvement.

TABLE 41
MOST FREQUENT RESPONSES TO RESEARCH QUESTION 6 

WHAT DO YOU WANT MOST FROM YOUR COMPANY?

General Statement Frequency
1. A fair and decent w a g e ........................  (64)
2. A decent quality of work life; good work

environment and working conditions .........  (51)
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TABLE 41 (Continued)

General Statement Frequency
3. Acceptance and caring for workers as 

individuals; giving them the respect, 
recognition and dignity they deserve 
as human beings ........................... ( 48)

4. Fair and equitable treatment and rights 
for all .................................... ( 46)

5. Equal opportunity for hiring, promotion, 
(and acceptance) of women and 
minorities ............................... ( 39)

6. Sincere appreciation, attention, and
recognition for individual job performance 
(value of work and ability) ............. ( 26)

7. Better fringe benefits and services 
(retirement, dental, and medical were 
mentioned most frequently) ............. ( 26)

8. Honest collective bargaining; contract
negotiating and enforcing in good faith . ( 22)

9. Economic and job security— seniority . . . ( 18)
10. More recognition of responsiveness to 

and cooperation with union reps and 
members .................................... ( 14)

11. To be matched with a job which contains 
meaningful and fulfilling work and allows 
me to grow personally and professionally. ( 13)

12. Greater responsibility and involvement in 
the decision-making process of the 
employing organization .................. ( 12)

13. More affirmative action and removal of
sexism and racism ......................... ( 11)

14. More open-mindedness by employers with
employees, more two-way communication with 
management and listening to ideas of 
employees .................................. ( 11)



164

TABLE 41 (Continued)

General Statement Frequency
15. Equal pay for work of equal value . . . . ( 10)
16. More competent, confident, skilled

managers whose supervisory techniques 
allow employees the maximum freedom
possible ................................ ( 10)

Research Question 7 :
"What will be the CLUW respondents' overall

mean satisfaction level with their respective
local trade unions' performance?"
The second CLUW questionnaire, "An Opinion Question­

naire for American Trade Unionists," asked respondents to 
indicate their feelings of satisfaction or dissatisfaction 
for each of the 31 items concerning their personal percep­
tions of the overall performance of their local trade 
unions. All 31 items could be weighted from one to five, 
yielding a five-point scale. These weights were interpre­
ted in the following manner:

— A weight of 1 meant a respondent indicated that 
she/he was very dissatisfied with the local 
union's performance concerning this area of 
activity.

— A weight of 2 meant a respondent indicated that 
she/he was dissatisfied with the local union's 
performance concerning this area of activity.

— A weight of 3 meant a respondent indicated that 
she/he was neutral in terms of the local union's 
performance concerning this area of activity.

— A weight of 4 meant a respondent indicated that 
she/he was satisfied in terms of the local union's 
performance concerning this area of activity.
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— A weight of 5 meant a respondent indicated that 
she/he was very satisfied in terms of the local 
union's performance concerning this area of 
activity.

As recorded in Table 42, all mean values ranged between 
3.71 and 2.46, meaning that respondents felt less than satis­
fied but not really dissatisfied with their local trade union 
organizations. The items yielding the highest mean scores 
were; improving wages and benefits (3.71); involving males in

TABLE 42
MEAN VALUES FOR SATISFACTION ITEMS FROM "AN 

OPINION QUESTIONNAIRE FOR AMERICAN 
TRADE UNIONISTS"

Item Number and Title Mean Value
1. Improve wages and benefits ..................... 3.71
2. Recognize me and all members for personal

abilities and efforts ....................... 2.46
3. Improve working conditions ..................... 3.54
4. Educate workers about union rights ............ 2.94
5. Protect workers and provide due process . . .  3.66
6. Improve the quality of work l i f e .............. 3.14
7. Maintain worker dignity, respect, and

s t a t u s ........................................  3.45
8. Organize the unorganized.......................  2.62
9. Bargain collectively— enforce contract

negotiations .................................. 3.59
10. Handle grievances and labor disputes .........  3.64
11. Involve me in the decision-making process . . 2.98
12. Be responsible to member needs and

i n t e r e s t s ....................................  2.99
13. Protect seniority, provide job security . . .  3.59
14. Function as an influential political,

legislative, etc., force ....................  2.99
15. Provide support to me and all union

m e m b e r s ......................................  3.14
16. Help me to develop p e r s o n a l l y ........ 2.82
17. Help me to develop p r o f e s s i o n a l l y...  2.82
18. Inform me about local union affairs and

activities....................................  3.48
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TABLE 42 (Continued)

Item Number and Title Mean Value
19. Inform me about the international union

affairs and activities .................... 3.00
20. Provide an opportunity for self-improvement

via training and education ................ 2.97
21. Strengthen the union movement ............. 2.97
22. Be an agent for needed change and reform . . 2.82
23. Activities to support affirmative action

efforts .................................... 2.87
24. Improve the worker's standard of living . . 3.64
25. Involve males in the decision-making

process .................................... 3.66
26. Involve females in the decision-making

process .................................... 2.97
27. Provide strong ethical representation for

all members ............................... 3.13
28. Support women for leadership positions . . . 3.01
29. Improve job safety ........................... 3.19
30. Actively involve all members ................ 1.59
31. Evaluation of my union's overall

performance ............................... 2.63

the decision-making process (3.66); improving the worker's 
standard of living (3.64); and handling grievances and labor 
disputes (3.6 4). The items yielding the lowest mean values 
were: recognizing me and all members for personal abilities
and efforts (2.46); actively involving all members (2.59); 
organizing the unorganized (2.62); and helping me to develop 
personally and professionally (2.82). These data imply the 
merit of Chamberlain's analysis and his admonition about the 
importance of a union's internal relationship with its members, 

An interesting finding of the analysis of this data was 
the difference between the respondents' reply to question 31 
(the evaluation of their local unions' overall performance
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revealed a mean value of 2.63) and the overall grand mean 
of their responses on question 1 through 30 (the evaluation 
of 30 specific areas of their local unions' performance 
revealed a mean value of 3.63). Using a 2-tail T test the 
author found a significant difference in the means at the 
,01 level of significance. This result was interpreted to 
mean that when the respondents' looked at the 30 individual 
aspects of their local trade unions they were slightly more 
positive than neutral in their perceptions. When the respon­
dents' viewed their respective local unions' overall per­
formance, however, they reported being "somewhat dissatisfied" 
(less than neutral).

One observation is in order. Many of the CLUW partici­
pants in this study were somewhat suspicious of the author's 
intended use of these data. Fearing less than an objective 
analysis, some respondents may have purposely lessened the 
negativeness of their response for fear of an inaccurate 
depiction of their perception of their union locals as well 
as the union movement. This thought is better expressed by 
L. L. Thurstone:

There comes to mind the uncertainty of using 
an opinion as an index of attitude . . . .  All 
that we can do with an attitude scale is to 
measure the attitude actually expressed with the 
full realization that the subject may be con­
sciously hiding his (or her) true attitude or 
that the social pressure of the situation has made 
him (or her) really believe what he (or she) 
expresses. This is a matter for interpretation 
. . . . In the present study we shall measure the 
subject's attitude as expressed by the acceptance
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of opinions. But we shall not assume thereby that 
he (or she) will necessarily act in accordance 
with the opinions that he (or she) has endorsed.
The important conclusions from research question 7 are

to be found not in the arithmetic values, but rather in the
rank order of these values. While some respondents may
have skewed their perceptions in a positive manner, most
respondents were blatantly honest in expressing many areas
in their unions where improvements are needed and desired.
As mentioned in Chapter II, such research efforts conducted
by an "outside source" allow CLUW members an opportunity
to express their frustrations and opinions about their
union locals which they would like to verbally express to
their (often male) local union leadership, but which they
as yet have confined to their thoughts.
Research Question 8:

"Will there be a difference in CLUW respon­
dents' overall mean satisfaction with their 
unions' performance and work-related or union- 
related factors?"

Research Question 9 :
"Will there be a difference in CLUW respon­

dents' overall mean satisfaction with the unions' 
performance and demographic characteristics?"
In the interest of brevity and lack of duplication, 

the data relevant to research questions 8 and 9 will be 
discussed under null hypothesis 1 and displayed in Table 50, 
Some of the categories of these factors and characteristics 
have been combined or collapsed from their original pre­
sentation in Tables 13-32 (Chapter IV).
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Research Question 10:
"Will there be a difference in CLUW respon­

dents' overall mean satisfaction and the proportion 
of eight areas of union participation of interest 
to them?"
The enumeration of information about these "eight 

areas of interest" were introduced previously in this 
chapter in Tables 3 3 and 34. Hypothesis 2 and Table 51 
will yield the statistical findings of this area of research.

Recapitulation and Prelude 
The first 10 research questions introduced the find­

ings of the first questionnaire in terms of numerical and 
percentage data. The last 10 research questions are con­
cerned with items 32-44 from the second questionnaire. 
Information concerning items 45-49 from the second question­
naire, the rank-ordering of areas of respondents' percep­
tions of work-related and union-related loyalties were 
unable to be analyzed due to respondents interpreting 
the questions in two diverse ways.

Note that the sample size relevant to the second 
questionnaire is reduced to 199. The reader may refer to 
pages 97 and 100 for an explanation of the determination of 
the sample size of the respondents to the second question­
naire.
Research Question 11:

"Will there be a difference in CLUW respon­
dents' overall mean satisfaction and the length 
of time they have been a union member or the 
number of local unions which they have belonged 
to during their working lifetime?"
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Research question 11 concerns the numerical and per­
centage data derived from questions 32 and 33 on the second 
questionnaire. Table 43 gives a frequency distribution of 
the length of time the CLUW respondents indicated they had 
been a union member. These data relate to the CLUW respon­
dents' perceptions of satisfaction as shown in Hypothesis 
3 and Table 52.

T^BLE 43
HOW LONG HAVE YOU BEEN A UNION MEMBER:

Category in Years Number Percent

Less than one 2 1.01
1 - 3 18 9.04
4 - 5 49 24.62
6 - 1 0 50 25.13

11 - 14 24 12.06
15 - 20 5 2.51
over 20 41 20.60
No response 10 5.03

Total 199 100.00

Table 43 reveals that most of the respondents were 
not new arrivals to the labor movement. Approximately 
half of the sample had been union members 4 to 10 years. 
Fully 35 percent of the sample had belonged to a union 
over 10 years, and 20 percent had been members over 20 
years. Combined with the age characteristics from Table 
28, these findings suggest that this sample was comprised 
of mature workers (primarily women) who belonged to a union



171

because they believed their membership could improve their 
employment opportunities. This assumption was supported 
by the statistics discussed in Chapter II.

Table 44 indicates that 79 percent of the respondents 
have belonged to only one or two locals in their working 
lifetime. These findings, when analyzed in light of those 
of Table 43, suggest little geographic mobility of the 
members of this sample. Less than 5 percent of the respon­
dents left this answer blank.

TABLE 44
HOW MANY LOCAL UNIONS HAVE YOU BELONGED TO DURING 

YOUR WORKING LIFETIME?

Number of Unions Number of Respondents Percent

1 104 52.26
2 54 27.14
3 22 11.06
4 5 2.51
5 2 1.00
6 3 1.51

No Response 9 4.52
Total 199 100.00

Research Question 12-16 :
The next five research questions (12-16) are all 

similar in that they concern the respondents’ perceptions 
of the female role within the union (and on the job) in 
terms of leadership, discrimination, influence, and partici­
pation. These questions have four possible categories of
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response: "yes," "no," "DNA," and those who marked no
choice on that item. Although the explicit discussion 
of these research questions (12-16) are deferred until 
the next section (null hypotheses), Table 45 will synthe­
size numerical and percentages for the reader at this 
time.

As may be derived from Table 45, the only question 
which obtained a three-fourths consensus response was 
item 34/ (research question 12, null hypothesis 4). 
Seventy-seven percent of the respondents felt that men are 
not superior to women in handling union affairs. In a 
related question, sixty-one percent of the respondents 
replied that their unions would indeed mean more to them 
if they could participate more in the union decision­
making process. (These data are shown in relation to 
research question 16 and null hypothesis 8.)

Item 35 (research question 13, null hypothesis 5) 
received a high percentage of response. While 33 percent 
of the respondents indicated that the proportion of female 
officers was similar to that of the nonofficer members, 56 
percent replied in the negative. In conjunction with the 
findings from items 38 and 39 (research question 7, null 
hypothesis 15), these results give support to the evidence 
which suggests that most women who are union officers are 
officers at the local but generally not at the national 
level. This trend seems to be slowly changing.



TABLE 4 5
A SYNTHESIS OF FREQUENCIES FOR RESEARCH QUESTIONS 12-16

Item " Yes "
Replies in Number/% 

"No" "DNA" "No Response"
Number of 

Research Null 
Question/Hypothesis

34. Are men 
better than women 
in handling union 
affairs? 8/4% 154/77% 19/10% 18/9% 1 2 / 4
35. Is the pro­
portion of women 
who hold officer- 
ship proportionate 
to female member­
ship in your union? 65/33% 111/56% 13/7% 10/5% 1 3 / 5
36. Do you feel your 
employer discriminates 
against females and 
minorities in promo­
tion & seniority 
practices? 118/59% 56/28% 13/7% 12/6% 1 4 / 6
37. Do you feel 
your union discri­
minates aginst 
females & minor­
ities in promotion 
& salary practices? 63/32% 112/56% 12/6% 12/6% 1 4 / 6

w



TABLE 45 (Continued

Item " Yes"
Replies in Number/%

"No" "DNA" "No Response"
Number of 

Research Null 
Question/Hypothesis

38. In your union, 
are women recognized 
as a source of in­
fluence in local 
elections? 117/59% 62/31% 7/4% 13/7% 1 5 / 7
39. In your union 
are women recognized 
as a source of in­
fluence in national 
elections? 78/39% 94/47% 14/7% 13/7% 1 5 / 7
40. If you could 
participate more in 
the union decision­
making process, 
would the union 
mean more to you? 122/61% 21/11% 42/21% 14/7% 1 6 / 8

h->
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An interesting comparison may be made in terms of 
items 36 and 37 (research question 14, null hypothesis 6). 
Almost twice the ratio of respondents felt that females 
and minorities were discriminated against by their 
employers (in terms of promotion of seniority practices) 
than by their unions. Only 28 percent of the respondents 
replied that they felt their employers did not discriminate 
while 56 percent indicated that their unions did not dis­
criminate. Thirty-two percent of the respondents felt their 
local union structures did discriminate against females 
and minorities in promotion and seniority practices.
Research Question 17:

"Will there be a difference in CLUW respon­
dents' overall mean satisfaction and the 
respondents' perceptions of whether they think 
of their local (and national) union leaders in 
terms of 'we' or'they'?"
Research question 17 will be analyzed statistically 

in the next section (null hypothesis 9). Table 46 presents 
the frequency and percentage data relevant to items 41 and 
42 dealing with the degree to which these CLUW respondents 
identify with their local and national union (not CLUW) 
officers. Possible responses to this question include:
"we," "they," "both," "DNA," and "no response."

As can be readily seen from Table 46, CLUW respondents 
generally think of their local union leaders in terms of 
"we" more than "they" with just the opposite feelings about 
their national union officers. This evidence lends support
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to the theory that members identify more closely with those 
union representatives with whom they have the greatest con­
tact and communication.

TABLE 46
DO YOU THINK ABOUT YOUR LOCAL (AND NATIONAL)

UNION LEADERS IN TERMS OF "WE" OR "THEY?"

Replies in Number and Percent (%)
"No

Item "We" "They" "Both" "DNA" Response"

41. Do you think
about your local
union leaders in
terms of "we" or
"they?" 98/49% 70/35% 4.2% 16/8% 11/6%
42. Do you think
about your nation­
al union leaders
in terms of "we"
or "they?" 44/22% 121/61% 3.2% 20/10% 11/6%

Research Question 13 :
"Will there be a difference in CLUlf respon­

dents' overall mean satisfaction and whether the 
respondents' local union president is a male or 
female?"
Table 47 shows that over two-thirds of the respondents 

have a local union president who is a male while 2 4 percent 
have a local union president who is a female. Hypothesis 
10 will discuss the statistical relationship of these data.
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TABLE 47
IS YOUR LOCAL UNION PRESIDENT MALE OR FEMALE?

Category Number Percent

Male 138 69.35
Female 47 23.62
DNA 5 2.51
No Response 9 4.52

Total 199 100.00

Research Question 19 :
"Will there be a difference in the CLUW respon­

dents' overall mean satisfaction and whether they 
prefer to work for a man than a woman?"
Table 48 shows that almost an equally small percentage

of the respondents preferred working for males (7.5 percent)
as females (6 percent). The majority of respondents (80
percent) indicated a "neutral" response which suggests that
such preference depends more on the individual personality
and not merely a sexual category. This query will be
restated in Hypothesis 11 but it is introduced here as
supportive evidence that these respondents are pro-worker
as compared to strictly pro-female or anti-male.

Research Question 20:
"What is the possibility of the responses 

of items 34-44 occurring due to factors other 
than chance?"
The author wished to know whether a relationship 

existed between any two or more of items 3 4-44 from the
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TABLE 48
WOULD YOU RATHER WORK FOR A MAN THAN A WOMAN?

Category Number Percent

Man 15 7.54
Woman 12 6.03
Neutral 160 80.40
No Response 12 6.03

Total 199 100.00

second questionnaire. Any significant relationships would 
help the author to predict how the respondents would answer 
one item by knowing how they answered another item. These 
findings, when combined with those of the ANOVA tests, 
allow a more accurate interpretation of the CLUW respon­
dents' opinions.

The author's use of the Chi-square test for signifi­
cance was based on Siegel's test for independence of samples 
as expressed in response frequencies.^ Cross-tabulations 
provided two discrete categories of data and then the Chi- 
square test was used on each pair of items to see if a 
relationship existed between any two or more pairs.

The general Chi-square formula is defined as:

2 r k 2X = Z Z (0. . . E..)
1=1 j=l Ë V
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where :

0^. = observed number, frequency, or value
 ̂ in the ith row and jth column.

E . . = expected number of cases under the null
 ̂ to be found in the ith row and jth

column.
r k
Z Z = directs the researcher to sum over all
i=l j=l rows (4) and all columns (k).
The degrees of freedom (d.f.) must be established in 

order to use a table of critical values to test for signifi­
cance. The appropriate number of degrees of freedom will 
equal the number of cells, k, less one degree of freedom 
for each independent linear restriction placed upon the 
observed cell counts. The formula for calculating degrees 
of freedom with arrays r x k follows:

df = (r-1) (k-1)
where :

r = number of rows (across) 
k = number of columns (down)

In all cases the rejection of a null statement (no 
difference between any two items) is based upon the value 
of the computed Chi-square exceeding an expected critical 
value from a Chi-square table. These values are calculated 
for a one-tail test at a .05 probability level. The criti­
cal values relevant to research question 20 appear in 
Table 49.

The analysis of these data revealed a significant 
relationship between each two pairs (all 121 possible
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combinations) of items 34-44. These findings indicate that 
these responses did not occur by chance, but rather were 
perhaps due to other variables such as the respondents' 
satisfaction level with their local unions' performance.
It is this subject which is next analyzed by the null hypo­
theses.

Null Hypotheses
While the previous research questions exhausted the 

major areas of inquiries of this research effort, the present 
section tests for specific relationships among the variables. 
As discussed earlier in Chapter III ("The Use of ANOVA"), 
all data are tested using a one-way analysis of variance 
design.

For each hypothesis the dependent variable is defined 
as the respondents' degree of satisfaction or dissatisfac­
tion with their respective local unions' performance. The 
dependent variable is derived from items 1-31 on the second 
questionnaire. For each hypothesis the independent variable 
differs. The first two hypotheses concern data from the 
initial questionnaire. The last nine hypotheses concern 
data from the second questionnaire.

These data were analyzed to explore any significant 
differences in the satisfaction scores among the various 

groups of independent variables. These variables are listed 
in Tables 50-52 along with their reported significance 
levels. Note that for all tables in this section "n.s."



TABLE 49
CHI-SQUARE VALUES FOR RELEVANT DEGREES OF FREEDOM 

AT THE .05 PROBABILITY LEVEL^

Degrees of 
Freedom :

6 8 9 10 12 15 16 20 25
X2 12.59 15.51 16.92 18.31 21.03 25.0 26.3 31.41 37.65

00
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should be interpreted as meaning nonsignificant at a .05 
probability level.
Hypothesis 1 ;

"There is no difference between CLUW 
respondents' overall mean satisfaction with 
their local unions' performance and work- 
related, union-related or demographic factors."
The first null hypothesis tests the respondent popu­

lation in terms of different categories to determine if 
the satisfaction scores of any of these respondent groups 
will yield significant differences among the means. Table 
50 presents these findings.

Table 50 shows 3 out of 17 categories to yield groups 
with large and significant differences in their mean levels 
of satisfaction. These three categories include present 
job title, union position and title, and position held by 
the respondent at the international level. It is important 
to discuss each of these categories and related groups.

The category "present job title" was not analyzed in 
terms of the 43 titles presented in Table 17. Rather, two 
groups were compared: Those who were employed by unions;
and those who were not employed by unions. This category 
was analyzed as a check on the findings from the initial 
category, "type of employer."

The second category yielding significantly different 
satisfaction means was "union position and title." Once 
again, rather than analyze this data in terms of the 28 
groups listed in Table 18, two new groups were formed:



TABLE 50
RESULTS FROM HYPOTHESIS 1: THERE IS NO DIFFERENCE BETWEEN

CLUW RESPONDENTS' OVERALL MEAN SATISFACTION WITH THEIR 
LOCAL UNIONS' PERFORMANCE AND WORK-RELATED, 

UNION-RELATED, OR DEMOGRAPHIC FACTORS

Category F Ratio F Probability Significance Level
Type of Employer 1. 672 0.1973 n.s.
Specific Industries 0.049 0.8254 n.s.
Present Job Title 4.281 0.0396 .05
Union Position & Title 5.416 0.0209 .05
State in Which Respondent

Works 2. 301 0.0777 n.s.
Highest Level Attended in

School 0.094 0.9631 n.s.
Hours You Work 1.049 0.3715 n.s.
Type of Work 2.963 0.0865 n.s.
Yearly Income 1.900 0.1301 n.s.
Age 1.722 0.1302 n.s.
Race 0.025 0.8740 n.s.
Marital Status 0.948 0.3313 n.s.
Number of Your Children 0.154 0.8576 n.s.
Position You Hold at the

International Level 7.561 0.0064 .01
Paid or Unpaid at the

International Level 0.097 0.7579 n.s.
Position You Hold at the

Local Level 1.682 0.1958 n.s.
Paid or Unpaid at the

Local Level 0.587 0.4449 n.s.

00
00
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those who were members only, and all other categories.
These two groups revealed differences in their levels of 
satisfaction with their overall local unions' performance 
which were significant at the .05 level.

Significant differences were also found when analyzing 
the mean satisfaction levels by the nine different positions 
held at the international union level. In treating this 
data, those who left this question blank or those who speci­
fied "member" as their response were coded as being one 
group. Those who indicated they were presidents, committee 
persons or held some type of position in their international 
union were coded as one of eight different groups. The 
mean satisfaction of these nine groups were found to be 
significant at the .01 level.

It is important to note that although one could expect 
possibly one or two incorrect rejections of the null due to 
the inflated alpha levels inherent in one-way ANOVA's, the 
three categories found to be significant were all related to 
union-related factors and not work-related or demographic 
factors. Each question indicates a major difference in the 
respondents' perception of their respective union locals 
according to how active they are at the international and 
local levels and whether or not they are employed by a 
union.
Hypothesis 2 :

"There is no difference between CLUW respon­
dents' overall mean satisfaction with their local 
unions' performance and the number of areas of 
union participation of interest to them."
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Table 51 presents an ANOVA table relevant to the 
second hypothesis. As can be derived from the data in 
this table, no statistical differences between the means 
were evidenced. Once again, the groups used for analysis 
were collapsed from the eight groups presented in Table 33 
to three new groups: those not responding or marking 3
areas or less to be of interest to them; those indicating 
interest in 4 to 6 areas; and those interested in seven or 
more areas. The F ratio and F probability for these data 
are shown in Table 51.

Results from the initial two hypotheses reveal that 
no differences exist in the respondents' overall mean 
levels of satisfaction when analyzed by areas of interest 
to the respondents' within their union structure, demo­
graphic data, or work-related data. Only the respondents' 
position at the international level, present job title, 
and union position and title displayed significant dif­
ferences between the group means. These findings are 
particularly interesting in relation to the results of the 
following nine hypotheses.

Results from Hypotheses 3 through 9 are shown below 
in Table 52. These data are presented in this manner for 
brevity and uniformity. A discussion of each hypothesis 
is presented in relation to Table 52.
Hypothesis 3:

"There is no difference between CLUW respon­
dents' overall mean satisfaction with their local 
unions' performance and the length of time they



TABLE 51
RESULTS FROM HYPOTHESIS 2: THERE IS NO DIFFERENCE BETWEEN CLUW RESPONDENTS' OVERALL

MEAN SATISFACTION WITH THEIR LOCAL UNIONS' PERFORMANCE AND THE NUMBER OF 
AREAS OF UNION PARTICIPATION OF INTEREST TO THEM

Source of 
Variability

Degrees of 
Freedom

Sum of 
Squares

Mean
Squares F Ratio F Probability

SignificanceLevel

Between
Groups 2 319.11 159.55 0.177 0.8377 n.s.
Within
Groups 252 226808.80 900.03

Total 254 227127.88 1059.58
00
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have been a union member or the number of unions 
which they have belonged to during their working 
lifetime."
The data (from items 32 and 33) were analyzed by the 

same seven categories shown in Tables 43 and 44. The find­
ings, shown in Table 52, indicate that neither the length 
of time one has been a union member nor the number of 
union locals has an impact on the mean satisfaction of the 
respondents' perceptions of their present union locals. 
Hypothesis 4 :

"There is no difference between CLUW respon­
dents' overall mean satisfaction with their local 
unions' performance and the respondents' percep­
tions of whether men are better than women in 
handling union affairs."
As noted from Table 45, 77 percent of the respondents 

replied that men are not better than women in handling 
union affairs. Four percent of the respondents, however, 
stated that indeed men are superior to women in managing 
union affairs. As indicated in Table 52, the differences 
between the mean satisfaction levels of these respondent 
groups were found to be statistically insignificant when 
tested by 1 X 3 ANOVA design.
Hypothesis 5;

"There is no difference between CLUW respon­
dents' overall mean satisfaction with their local 
unions' performance and the respondents' percep­
tions of whether the proportion of women who hold 
union officership is proportionate to female 
membership in the respective union locals."
As noted from Table 45, 33 percent of the respondents

answered this question affirmatively, 56 percent responded



TABLE 52
RESULTS FROM HYPOTHESES 3-9: THERE IS NO DIFFERENCE BETWEEN CLUW RESPONDENTS'

OVERALL MEAN SATISFACTION WITH THEIR LOCAL UNIONS' PERFORMANCE 
AND ITEMS 32-4 4 ON THE SECOND QUESTIONNAIRE

Item F Ratio F Probability Significance Level
32. How long have you been a 
union member? 1.032 0.4057 n.s.
33. How many local unions 
have you belonged to during 
your working lifetime? 0.758 0.6040 n . s
34. Are men better than 
women in handling union 
affairs? 1.080 0.3419 n.s.
35. Is the proportion of 
women who hold union officer- 
ship proportionate to female 
membership in your union? 3.803 0.0241 .05
36. Do you feel your 
employer discriminates 
against females and minor­
ities in promotion and 
seniority practices? 4.017 0.0180 . 05
37. Do you feel your union 
discriminates against females 
and minorities in promotion 
and seniority practices? 23.634 0.0000 .01

00
00



TABLE 52 (Continued)

Item F Ratio F Probability Significance Level
38. In your union, are 
women recognized as a source 
of influence in local 
elections? 29.492 0.0000 n.s.
39. In your union, are 
women recognized as a source 
of influence in national 
elections? 17.912 0.0000 n.s.
40. If you could partici­
pate more in the union 
decision-making process, 
would the union mean more 
to you? 19.559 0.0000 . 01
41. Do you think about 
your local leaders in terms 
of "we" or "they?" 42.733 0.0000 .01
42. Do you think about 
your national leaders in 
terms of "we" or "they?" 5.618 0.0043 .01
4 3. Is your local presi­
dent male or female? 5.775 0.0037 .01
44. Would you rather work 
for a man than a woman? 0.168 0.8457 n.s.

00
VO
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negatively, and 12 percent either did not respond or indi­
cated that this question has no meaning to them. These 
data, when tested by a 1 x 3 ANOVA design, indicated signi­
ficant differences between the mean satisfaction levels of 
the three groups. It would seem plausible that the respon­
dents answering in the affirmative to item 35 would yield 
a mean satisfaction level higher than those responding 
negatively. This, in fact, was the case (3.48 compared to 
3.14 respectively). What is most interesting is the fact 
that the third group, those replying "DNA" or "no response," 
reported the highest satisfaction level of all three groups, 
3.59.
Hypothesis 6:

"There is no difference between CLUW respon­
dents' overall mean satisfaction with their local 
unions' performance and the respondents' percep­
tions of whether the employer or union discriminate 
against females arid minorities in promotion and 
seniority practices."
This null tested the data from items 36 and 37 using 

two 1 x 3  ANOVA designs. In each case group 1 was defined 
as those who replied negatively. Group 2 consisted of those 
who replied positively, and Group 3 consisted of those indi­
cating "DNA" or "no response." Both items showed significant 
differences to exist between the mean satisfaction levels of 
the three groups. Mean differences relevant to employer 
practices (item 36) were significant at the .05 level while 
mean differences concerning union practices (item 37) were 
significant at the .01 level. Analysis of the homogeneous
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subsets on item 37 showed a decisive delineation between 
Group 1 (which had a mean of 2.71) and Groups 2 and 3 
(which had means of 3.54 and 3.57 respectively). These 
findings indicate that respondents who felt they had been 
discriminated against by the union (32 percent) were 
decidedly more dissatisfied with their overall unions' 
performance than were those respondents who felt no such 
discrimination existed (28 percent).
Hypothesis 7 :

"There is no difference between CLUW respon­
dents' overall mean satisfaction with their local 
unions' performance and the respondents' percep­
tions of whether or not women are recognized as a 
source of influence in local or in national 
elections."
The seventh hypothesis relates to items 38 and 39 from 

the second questionnaire. Once again two 1 x 3  ANOVA designs 
were employed with Group 1 consisting of those responding 
positively. Group 2 comprised of those responding negatively, 
and Group 3 consisting of the "DNA" and "no response" groups. 
These two items were both found to be significant at the .01 
level.

Analysis of the homogeneous subsets found three dis­
tinct mean satisfaction levels for the three groups when 
analyzing women as a source of influence in local elections. 
The means for Groups one, two, and three respectively were 
3.52, 2.68, and 4.15.

When analyzing item 39, the homogeneous subsets were 
not as distinct for all three groups; yet the lesser degree
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of satisfaction is once again noticeable in Group 2. The 
means for groups one, two, and three, respectively, were
3.58, 2.91, and 3.78.

Results from Hypothesis 7 revealed Group 3 to indicate 
the highest overall mean satisfaction with their local 
unions' performance, followed by Group 1 and then Group 2. 
These data consistently indicate that there is a signifi­
cant difference between the respondents' expressed levels 
of satisfaction with their local unions' performance and 
the degree to which they perceive women to be recognized 
as a source of influence in union elections at both the 
local as well as national levels.
Hypothesis 8:

"There is no difference between CLUW respon­
dents' overall mean satisfaction with their local 
unions' performance and the respondents' percep­
tions of whether or not a greater ability for 
their participation in the union decision-making 
process would increase their unions' meaningful­
ness to them."
A 1 X 3 ANOVA design once again yields significant dif­

ferences in the mean satisfaction of the three groups.
Group 1, those 122 people who answered affirmatively (see 
Table 45), recorded a decidedly lower mean satisfaction 
level (3.0) compared to group 2 (3.60) and group 3 (3.83). 
Once again. Table 52 shows these findings to be significant 
at the .01 level. These data suggest that from the percep­
tion of the group 1 respondents, their satisfaction level 
is neutralized by their lack of participation in the union
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decision-making process. One reason the mean of group 3 
was generally found to be rather high was due to the fact 
that many union officers chose this category as their 
response.
Hypothesis 9 :

"There is no difference between CLUW respon­
dents' overall mean satisfaction with their local 
unions' performance and the respondents' percep­
tions of whether they think of their local or 
national trade union leaders in terms of 'we' or 
'they'."
The ninth hypothesis concerned items 41 and 42. As 

noted in Table 46, 49 percent responded that they think of 
their local leaders in terms of "we" (group 1), 35 per­
cent think of their local leaders in terms of "they"
(group 2), and 8 percent responded "DNA" (group 3). The 
mean levels of satisfaction were found to be significantly 
different between the three groups at the .01 level when 
analyzed by a 1 x 3 ANOVA design. These means for item 
41, groups 1 through 3, were found to be (respectively) 
3.72, 2.67, and 3.21.

Findings relevant to item 42 were quite the opposite 
to those of item 41. Only 22 percent thought about their 
national union leaders in terms of "we" while 61 percent 
thought about their leaders in terms of "they." Ten per­
cent replied "DNA." The means of these three groups, 
although statistically significant at the .01 level, were 
more compatible. Groups 1, 2, and 3 yielded means of
3.58, 3.10, and 3.29, respectively. Once again the second
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group, the majority group, thought about their national 
union leaders in terms of "they." This group also exhibi­
ted the lowest level of mean satisfaction with their 
overall local unions' performance.
Hypothesis 10 :

"There is no difference between CLUV7 respon­
dents' overall mean satisfaction with their local 
unions' performance and the respondents' percep­
tions of whether their local union president is a 
male or female."
As reported previously in Table 47, over two-thirds 

of the respondents indicated they had a male president of 
their local union, 23.62 percent said they had a female 
president, and the other 7 percent either marked "DNA" or 
did not respond to the question. These three categories 
comprised the three groups as analyzed by a 1 x 3 ANOVA 
design.

When analyzed by homogeneous subsets, three distinct 
levels of means emerge for groups 1 through 3 respectively. 
These means, 3.15, 3.47, and 4.54 were found to be signifi­
cant at the .01 level.

These findings indicate that these CLUW respondents 
show a higher level of perceived satisfaction when their 
local union president is a female. Once again, many of 
the respondents in group 3 indicated their status as 
officers or staff members in their local or national unions. 
This status accounts for their high mean satisfaction levels 
for questions 34-44.
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Hypothesis 11:

"There is no difference between CLUW respon­
dents' overall mean satisfaction with their local 
unions' performance and the respondents' percep­
tions of whether they would rather work for a man 
than a woman."
The eleventh hypothesis again employed a 1 x 3 ANOVA 

design to test for significant differences between group 
means. As noted in Table 48, 7.54 percent (group 1) indi­
cated they would rather work for a man, 6.03 percent (group 
2) said they would prefer to work for a woman, and 80.40 
percent (group 3) felt neutral concerning this question. 
These reported group means were 3.37, 3.17, and 3.26, 
respectively, yielding no significant mean differences. 
These data are shown in Table 52.

Research Results and Implications 
Chapter IV has disclosed the findings and relevant 

statistics of 20 research questions and 11 null hypotheses. 
These findings exhaust the analysis of the two CLUW ques­
tionnaires and present the findings in terms of descriptive 
statistics. Specific comparisons of these data and those 
of other research efforts will be discussed in Chapter V.

Findings and Implications of Hypotheses 1, 2, and 8
Analysis of the data from the first questionnaire 

revealed most of the respondents to be employed in tradi­
tionally female-intensive occupations by nonunion employers 
in both the private and public sectors. (The reader may
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refer back to Chapter III, pages 93-95, for clarification 
of this term.) Approximately 18 percent of the respon­
dents were noted to be employed by unions, a biasing factor 
in itself. Over three-fourths of the respondents reported 
being members of some union committee, officers, or in some 
way active in their union structures at the local and/or 
national level. The highest percentage of respondents were 
from New York, California, and Michigan, respectively; most 
were non-officer members of their internationals and most 
were unpaid for their participation in union activities at 
any level.

The demographic characteristics of the respondents 
revealed these CHA-7 members to be more educated than the 
"average American females" in 1978 (see Chapter II), and 
to be full-time, salaried employees who earned well beyond 
the "typical" female's paycheck. Approximately half of 
the respondents reported earning $15,000 or less and half 
earned $15,000 or more. Almost 60 percent were between 
the ages of 25 and 45, while the other 40 percent were 
between the ages of 46 and 65.

Most of these respondents were females, most were 
white, and over half were single, divorced, widowed, or 
separated. Almost 80 percent of this sample had two 
children or less and 44 percent were married.

These findings were the highlights of research ques­
tions 1, 2, and 8, as well as null hypothesis 1. When
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analyzed by Analysis of Variance tests, only the respon­
dents' present job title, their union position and title, 
and the positions they held at the international level 
turned out to be significant at the .05 level. In other 
words, research results from hypothesis 1 showed the respon­
dents' differences in satisfaction with their local trade 
unions' performance were related to their job titles and 
union positions and not to race, sex, education, or other 
demographic variables.

Research questions 3 and 10, along with hypothesis 2, 
analyzed the degree of interest expressed by respondents in 
eight union-related areas; participation in decision-making, 
leadership, communication, the quality of work life, union 
elections, affirmative action, collective bargaining, and 
the activities of federal agencies such as OSHA.

Although the number of areas of interest were found to 
be statistically insignificant, the area receiving the high­
est percentage of interest by respondents was that of par­
ticipation in the union's decision-making process. This 
finding is important when analyzed with the findings from 
hypothesis 8. Statistically significant lower mean satis­
faction levels were expressed by those répondents who 
stated that a greater ability to participate in their unions' 
decision-making would indeed increase their unions' meaning­
fulness to them (as compared to the means of the respondents 
who answered negatively to this question). These findings
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suggest to union leaders that efforts to communicate the 
need for all members to participate and to become involved 
in union affairs cannot be overstressed. Images of the 
union "elite" or "in-crowd" should be dispelled.

Table 34 reveals the quality of work life, affirmative 
action, and collective bargaining efforts to be of interest 
to two-thirds of the CLUW respondents. Research question 4 
and Tables 35-37 display the frequency data relating to 
these areas of interest in terms of their unions' purpose, 
their reasons for joining a union, and what they want most 
from their union. Research question 5 and Tables 36-40 
present the findings of similar questions when related to 
CLUW, and research question 6 (along with Table 41) reveals 
what respondents want most from their employers.

Respondents generally mentioned the traditional reasons 
as the major purpose of their unions, namely increased remun­
erative rewards, job protection, and collective bargaining. 
Expressly stated as desirable actions from unions included 
strong ethical representation, greater communication, job 
protection, job dignity, and an improved quality of work 
life. All of these same factors were listed as what respon­
dents wanted most from their employers.

These data imply that managers as well as union leaders 
should recognize the need for increased emphasis on the 
human element and the need for greater individual respect 
and dignity. Individual respondents reiterated a need for
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acknowledgment (by union leadership and management alike) 
of their individual efforts, and personal recognition for 
a job well done.

Findings and Implications of Hypothesis 3
Findings from research question 11 and hypothesis 3 

revealed that most of the respondents (approximately 60 
percent) had been union members longer than five years and 
20 percent had belonged to a union for over 20 years. 
Seventy-nine percent of the respondents reportedly belonged 
to only one or two union locals during their working life­
time. Thus this sample of CLUW respondents could be des­
cribed as mature or experienced workers (older than the 
"average" female employee in 1978) whose membership in unions 
is based on the premise that unions provide a social as well 
as political vehicle for individual upward mobility both on 
the job as well as within the union hierarchy. Such a poten­
tial medium for aiding personal and professional advancement 
is particularly important when geographical and occupational 
mobility is perceived as being limited.

Findings and Implications of Hypothesis 4.
Research question 12 and hypothesis 4 yielded no sta­

tistically significant differences between the mean levels 
of satisfaction with their union locals (Table 52) and 
whether or not they perceived men to be better than women 
in handling union affairs. While 77 percent of the CLUV7
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respondents (primarily female) replied that men are not 
better than women in handling union affairs (Table 45), 
they also indicated that union elections ranked seventh 
out of eight areas of interest to them in their unions 
(Table 34) . These data imply that union leaders need to 
discuss with their members the importance of attending 
meetings, participating in all aspects of union life, and 
educating themselves to be qualified to run for a leader­
ship position. These same factors are the principle com­
ponents and thrust of the Coalition of Labor Union Women. 
Similar findings were verbalized by both rank and file union 
members as well as officers in Chapter II.

Findings and Implications of Hypothesis 5
Research question 13 and hypothesis 5 analyzed the 

frequency as well as the statistical data concerning the 
respondents' perceptions of whether the proportion of 
female officers in their respective unions was proportion­
ate to their unions' female membership. Thirty-three per­
cent of the respondents replied affirmatively, 56 percent 
responded negatively, and 12 percent answered either "DNA" 
or did not respond. Analysis of these findings yielded 
statistically significant differences to exist between the 
satisfaction means of the three groups. As one might expect, 
the group giving a positive response yielded a higher mean 
than the group signifying a negative response. As was true 
with many of the hypotheses dealing with items 34-44 (second
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questionnaire), the highest mean value of all (three) groups 
was that of those replying "DNA" or those who left this 
item blank. One potential reason for this occurrence is 
due to numerous officers who completed items 1-31 on the 
second questionnaire but who marked "DNA" or did not respond 
to items 34-44.

Implications from the fifth hypothesis indicate that 
CLUW respondents (primarily females) perceive greater satis­
faction with their local unions' performance if female trade 
unionists are represented as officers or if they hold posi­
tions of authority and respect. Members of trade unions 
and workers in general seem to be more satisfied if they 
perceive upward mobility to be tied to individual efforts.

Findings and Implications of Hypothesis 6
Significant results were found in respondents' group 

mean satisfaction levels in relation to research question 
14 and hypothesis 6. As may be derived from Table 45 and 
Table 52, almost twice the ratio of respondents (59 per­
cent) felt that females and minorities were discriminated 
against by their employers (in terms of promotion or 
seniority practices) than by their unions (32 percent).
Only 28 percent of the respondents replied that they felt 
their employers did not discriminate compared with 56 per­
cent who indicated that their unions did not discriminate. 
Respondents who felt they had been discriminated against by 
their local union were decidedly more dissatisfied (mean =
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2.71) with their unions' overall performance than were 
those respondents who felt no such discrimination existed 
(mean = 3.54). These data indicate areas of research 
needed by both union leaders as well as managers alike.

Findings and Implications of Hypothesis 7
Items 38 and 39 are presented and analyzed in detail 

in research question 15 and hypothesis 7. As indicated in 
Table 45, women were perceived by 59 percent of the respon­
dents to be recognized as a source of influence at the local 
level and were perceived by 32 percent of the respondents 
to be recognized similarly at the national level. These 
proportions were reversed by the negative respondents (31 
percent and 56 percent, respectively). These data, when 
analyzed statistically, revealed the respondents answering 
affirmatively (to item 39-local level) expressed a mean of 
3.52, those replying negatively showed a mean of 2.68, and 
the "DNA, no response" group reported a mean of 4.15. These 
data indicate a direct relationship between the respondents' 
expressed mean satisfaction level with their overall union 
and the degree to which they perceive women to be recognized 
as a source of influence in union elections at both the 
local as well as national levels.

Findings and implications of hypothesis 8 were presented 
previously with hypotheses 1 and 2, page 189. The eighth 
hypothesis reiterated the respondents expressed desire for 
unions to pay greater attention to individual efforts and 
the human element.
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Findings and Implications of Hypothesis 9
Findings from research question 17 and null hypothesis 

9 are derived from Table 46 and Table 52. As discussed 
extensively in the analysis section of hypothesis 9, the 
proportional responses to whether the respondents think of 
their trade union leaders in terms of "we" or "they" are 
negatively related depending on the union level involved.
CLUW respondents generally indicated that they think in 
terms of their local union leaders as "we" (49 percent) 
while 61 percent of these same respondents said they think 
of their national union leaders in terms of "they." As 
expected, the highest mean satisfaction levels were 
expressed for those who identified with their local union 
leaders (3.72) followed by those who identified with their 
national union leaders (3.58). The lowest mean satisfac­
tion level was expressed (2.67) by those respondents (35 
percent) who thought of their local union leaders as "they."

These findings indicate once again the need for improved 
communications and other factors of Chamberlain's "internal- 
relations government." As indicated by the research results 
and several hypotheses in this study, these unionists clearly 
indicated their need for improved interpersonal relations 
between members and officers along with more relevant con­
tact (including educational efforts) to be provided by the 
leaders.
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Findings and Implications of Hypothesis 10
Research question 18 and hypothesis 10 once again 

yielded group mean satisfaction levels which were found to 
be significant at the .01 level. As derived from Table 47 
and Table 52, 69.35 percent of the respondents indicated 
they had a male local president of their trade union local. 
These findings indicated that CLUVJ respondents perceived 
the overall performance of their local unions to yield 
slightly higher mean satisfaction if the president were a 
female (3.47) than if the local president were a male (3.16). 
The implications of these findings are consistent with those 
of hypotheses 5, 7, and 9. It seems that CLUW members 
expressed greater satisfaction if female role models existed 
within their union hierarchies.

Findings and Implications of Hypothesis 11
No statistically significant differences were discovered 

between the respondents' group means concerning whether they 
preferred to work for a man than a woman. The majority of 
respondents felt neutral concerning this question.

Although not statistically significant, findings from 
hypothesis 11 have importance when interpreted with the find­
ings from a hypothesis 6 (item 36— whether CLUW respondents 
felt their employer discriminates against females and minor­
ities in promotion and seniority practices) and the findings 
from research question 6 (what CLUW respondents want most 
from their employers). As shown in Table 41, four of the
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six factors stated as wanted most from their respective 
employers dealt with caring for workers as individuals and 
giving individual workers the dignity they deserve as human 
beings, equitable treatment for all, equal opportunity for 
individual acceptance and promotion, and individual recogni­
tion and appreciation. Findings from Table 45 and hypothe­
sis 6 revealed that the majority of CLUW respondents (59 
percent) felt that no such equal opportunity existed with 
their employers and thus their supervisors.

Since most supervisors espouse the attitudes of their 
own superiors, and since most of the CLUW respondents per­
ceived their employers to discriminate against females and 
minorities in terms of promotion and seniority practices, 
the sex of the supervisors would be an insignificant 
factor in the minds of the respondents.

Chapter IV has presented a detailed analysis of the 
research questions, null hypotheses, and research results 
and implications. Chapter V will summarize these findings, 
make conclusions and recommendations.
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CHAPTER V
SUPIMARY, CONCLUSIONS, AND RECOMMENDATIONS

Conclusions are general summary statements 
or inferences which are drawn from the 
findings of the hypotheses. Findings are 
specific facts presented in the tables.
The conclusions are inferred from the find­
ings and are related to the hypotheses.!

The purpose of this final chapter is to summarize and 
synthesize the findings presented herein and to show the 
relationship between these findings and those of other 
studies. Conclusions are then stated followed by specific 
recommendations for CLUî'7 members and leaders, trade union 
officers, and managers. Recommendations are also indicated 
for future research.

Introduction
The purpose of this dissertation is to add one more 

input to the mosaic depicting the role of local trade unions 
as they function in American society today. Specifically, 
this work derives opinions from members of the Coalition of 
Labor Union Women concerning their perceived levels of 
satisfaction or dissatisfaction with the efforts of their 
local trade union organizations. Additional information 
originating from this work concerns why these female union 
members joined their unions, what these respondents indicated

207
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as the major purpose of their unions, and what these 
unionists stated as wanting most from their unions.

The dissertation sampled 250 members of the Coalition 
of Labor Union Women (CLUW) with two questionnaires. The 
first questionnaire, "An Opinion Questionnaire for Members 
of the Coalition of Labor Union Women," obtained demographic 
data and information relating to the respondents' respective 
unions and jobs. The second questionnaire, "An Opinion 
Questionnaire for American Trade Unionists," contained 31 
specific Likert-type items asking respondents to indicate 
the degree of satisfaction they felt concerning their local 
unions' performance. Twenty additional items also appeared 
on the second questionnaire relating to such issues as dis­
crimination, participation, and affiliation.

Chapter III of this dissertation presented the research 
design and methodology used in this study. Twenty research 
questions and eleven null hypotheses were presented with 
their relevant methodologies in Tables 11 and 12 (pages 101- 
108). Findings of these research questions and null hypo­
theses were then presented in Chapter IV.

Summary of Research
Tables 13 and 14 (in Chapter IV) showed the descriptive 

statistics and frequency data obtained from the first ques­
tionnaire. Table 42 (page 158) then displayed the respon­
dents' mean satisfaction values for the 31 Likert-type items 
on the second questionnaire, Tables 43 through 49 contained
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the data derived from the non-Likert-type items on the 
second questionnaire.

As may be seen from Tables 50-52, using an ANOVA 
design the author found that five null hypotheses (numbers 
2, 3, 4, 7, and 11) were accepted, and five null hypotheses 
(numbers 5, 6, 8, 9, and 10) were rejected. Because of its 
scope, the first null hypothesis could be neither accepted 
nor rejected.

Significant differences between the CLUW respondents' 
overall mean satisfaction with their local unions' perfor­
mance were found with the following areas:

Job title
Union position and title
Position the respondent holds at the international 

(union) level 
Whether or not the proportion of women who hold 

union officerships are proportional to female 
membership in the respondents' unions 

Whether or not the respondents feel their employers 
or unions discriminate against females and 
minorities in promotion and seniority practices 

Whether or not greater opportunity to participate in 
the union decision-making process would make the 
union more meaningful to the respondent 

Whether the respondents think about their national 
or local union leaders in terms of "we" or "they" 

Whether the respondents' local presidents are male 
or female

Areas found to yield insignificant differences between
respondents' overall mean satisfaction with their local
unions' performance included:

All demographic data 
Type of work 
Hours of work
Type of employer or industry
Position the respondent holds at the local union level
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Whether or not the respondent is paid for union 
duties at the local or international level 

Number of (eight specified) areas of interest to 
the respondent 

How long the respondent has been a union member 
Number of local unions the respondent has belonged 

to
Whether or not men are perceived to be recognized as 

a source of influence in local or national (union) 
elections

Whether respondents would rather work for a man than 
a woman

Relationship of These Findings to Other Research
Table 35 in Chapter IV shows a frequency distribution 

of what the respondents indicated as the major purpose of 
their unions. These findings are strikingly similar to the 
"perceived union goals" found by Staines and Quinn's 1977 
Quality of Employment Survey released recently by Michigan's 
Institute of Social Research. In both studies the highest 
percentage of respondents indicated the same two factors as 
union priorities: improving wages and benefits, and improv­
ing working conditions. Other union goals indicated by 
respondents in both studies included improving job security, 
protecting workers and their rights, due process and equity, 
and representing the worker. (Similar areas were listed in 
both studies as reasons for joining a union.)

One difference in the findings of the two studies was 
the emphasis of the CLUW respondents in the areas of collec­
tive bargaining, improving the quality of work life, and 
organizing the unorganized. The Staines and Quinn study 
also included nonunion respondents and included perceptions
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of the negative aspects of unions such as: existing for
self-aggrandizement, making unfair demands, creating 
inflation, and hurting the country.

Table 37 in Chapter IV depicts the most frequent CLUW 
responses to the question "What do you want most from your 
union?" Similarities once again emerge between these find­
ings and those of Staines and Quinn. The ISR study asked 
union employees what they thought their unions should be 
doing (union member priorities for union issues). Both 
studies found high frequencies of replies indicating the 
need for increased representation and responsiveness to 
members, increased communication with members, and greater 
opportunity for participation in the union decision-making 
process. These areas were subsumed by the Staines and 
Quinn study under the factor called "responsiveness to 
members."

Two other factors listed by the ISR survey were "extrin­
sic benefits" (getting better fringe benefits and wages, 
improving safety and health, and improving job security), and 
"intrinsic benefits" (getting workers a say in how they do 
their jobs, helping to make jobs more interesting, and get­
ting workers a say in how their employer runs the business). 
While the dissertation findings reveal many of the same 
"extrinsic benefits" to be listed as priorities of CLUW 
members, the dissertation showed no mention by CLUW respon­
dents of any "intrinsic benefits."
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Findings from the 1977 Quality of Employment Survey are 
substantiated by the findings of this dissertation concern­
ing unionists' perceptions of the purpose of their unions, 
their reasons for joining a union, and the priorities they 
want from their unions. Facts from both studies also give 
insight to the role unions play in terms of worker discrim­
ination.

As noted in Chapter II, the Staines and Quinn study 
reported no significant increases in age discrimination 
between 1959 and 1977 except by those over 55 years of age. 
While the percentage of women reporting sex discrimination 
had generally decreased since 197 3, differences were noted 
concerning union status. (Examples of sex discrimination 
by respondents to the ISR survey included: lack of respect,
being mistreated, salary and benefit inequities, and receiv­
ing fewer promotions than others.)

Staines and Quinn reported a decrease in sexual discrim­
ination by women who were nonunion employees between 197 3 
and 1977 from 14.9 percent to 11.1 percent. Female unionists, 
however, reported an increase in sexual discrimination from 
10.0 percent to 13.5 percent. As shown in Table 45 (Chapter 
IV) of this dissertation, 59 percent of the CLUW respondents 
indicated that they felt their employer discriminated against 
females and minorities in promotion and seniority practices. 
Thirty-two percent also felt that their local union leaders 
discriminated against females and minorities in terms of
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promotion and seniority practices. The dissertation find­
ings also indicate that repsondents who felt they had been 
discriminated against by their employer and union were 
significantly less satisfied with their local union's per­
formance than were those who did not feel such discrimination 
existed.

Evaluation of union performance by the Staines and 
Quinn study reported general satisfaction. As discussed by 
Kochan:

Twenty-five percent of the respondents indi­
cated that they were very satisfied with their 
union, 48 percent indicated they were satisfied,
17 percent indicated they were dissatisfied, and 
10 percent indicated they were very dissatisfied 
. . . three-fourths of all of the union members 
surveyed indicated a general degree of satisfaction 
with their union . . . the only significant corre­
late of union satisfaction was satisfaction with 
the traditional economic or bread and butter aspects 
of workers' jobs. Beyond this, there were no con­
sistent significant demographic, regions, or 
occupational groups that differed significantly 
on this satisfaction s c o r e .2
The findings of this dissertation resemble those of the 

1977 Quality of Employment Survey but are slightly less 
positive. Both studies revealed the highest mean satisfac­
tion levels to be associated with traditional union issues 
such as improving wages and the handling of grievances. Both 
studies also indicated the lowest mean satisfaction values 
to be related to the unions' lack of responsiveness to mem­
bers and the unionists' perceived inability to participate 
extensively in the internal functioning of their unions.
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Click, Mirvis, and Harder report findings fairly 
consistent with those of Staines and Quinn and this disser­
tation. Click, et al., note that union satisfaction is not 
associated with members' demographic characteristics but 
that women are generally less satisfied and less willing 
to participate than men. They found that satisfaction with 
unions as a whole seems to be correlated with a number of 
factors, particularly with perceptions of how well various 
forms of union activities are handled.^

Another study, the 1979 National Survey of Working 
Women, also found data not inconsistent with the findings 
of the CLUW study as well as those of Staines and Quinn.
The National Commission on Working Women reports:

About 12 percent of the women employed in 
non-professional and non-managerial jobs belonged 
to unions. Their rate of dissatisfaction (28 per­
cent) was somewhat higher than that of women who 
were not union members (22 p e r c e n t ) .4

Conclusions
The data presented by this dissertation appear to be 

consistent with findings from other recent research efforts. 
While demographic factors do not seem to be related to 
individual union members' perceptions of the performance 
of their unions, females tend to be generally less than 
satisfied. One possible reason for this result is the fact 
that women typically have been alienated from positions of 
authority within the union as well as within the management 
hierarchy.
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As noted recently by Weaver :
It would appear that the factors leading 

to or detracting from job satisfaction are 
identical for the sexes . . . equally high 
levels of job satisfaction for males and females 
may exist because most women are simply unaware 
of the intense discrimination from which they 
suffer.5
Members of the Coalition of Labor Union Women, however, 

are perhaps the least "unaware" of all working women. As 
reported in Chapter IV, the CLUW respondents were older, 
more experienced, and more educated than the "average" work­
ing woman in 1978. For this reason, it seems consistent 
that these CLUW women would be more sensitive to discrimina­
tory factors on the job and in their unions, and would 
actively participate in making changes necessary to improve
their lot in life. The data presented herein seem to sub­
stantiate this premise.

CLUW members are not dissatisfied with their local 
union hierarchies, but they are far from being satisfied. 
They are interested in the same traditional factors listed 
as priorities by most union members, and they are very 
loyal to their union structures and are dedicated to working 
within their unions for needed change.

Members of the Coalition of Labor Union Women may be
justifiably described as female union activists. They are 
feminists who are grooming themselves and others to assume 
positions of responsibility. It is no accident that the new 
president of the AFL-CIO, Lane Kirkland, is considering
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breaking with tradition and seeking to place a woman on 
the 35-member AFL-CIO executive council. It is also no 
accident that the three women being considered for council 
posts are each members of CLU^7. These women are Addie 
Wyatt, vice president of the United Food and Commercial 
Workers Union; Joyce Miller, vice president of the Amalga­
mated Clothing and Textile Workers Union, and Dina Beaumont, 
vice president of the Communication Workers of America.^

Recommendations 
Scarcely enough emphasis can be placed on personal 

growth and development for all workers, union and nonunion, 
male and female. CLUW members, therefore, should strive to 
overcome their fears and ask to receive training and travel 
funds to attend CLUW meetings and any employee development 
programs attainable. CLUW members should become more verbal 
and cohesive and help each other to take full advantage of 
opportunities already existing on their jobs and within 
their union structures.

CLUW leaders must communicate more with their members. 
Respondents to this study voiced a need to have a "grape­
vine" to their leaders through an impartial third source 
such as that provided by this survey. CLUV7 leaders need to 
reiterate to their members that everyone who works hard and 
contributes can assume leadership positions on their jobs, 
in their unions, and in CLUW,

Trade union officers must heed the caveat provided by 
these findings and recall Chamberlain's concept of functional
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democracy. While union leaders must continue to provide 
excellent services in the traditional union functions 
(improving wages, collective bargaining, and grievance 
handling), union rank and file members also stress the need 
for improved internal-relations functions such as recep­
tivity, participation, and communications.

Managers should re-evaluate their organizational cli­
mates and provide opportunities for all human resources to 
share in the decisions (and thus responsibilities) of the 
work to be performed. The findings of this study show 
that these CLUW respondents are not anti-management. Many 
do feel, however, that management frequently discriminates 
unfairly against females and minorities in seniority and 
promotion practices. These respondents also indicate that 
they want respect, equal treatment, and increased recognition 
for a job well done.

Past research indicates that union members who are 
satisfied with their unions generally tend to be satisfied 
with management. The measures of job satisfaction and 
organizational involvement tend to be correlated with union 
satisfaction.^ This is the basic philosophy behind the 
concept of the "quality of work life." Workers who are 
unionists or nonunion members can share in decisions that 
affect them on the job (such as productivity levels) with­
out doing so in a collective bargaining setting. It is 
one's perception and attitude that is paramount in deter­
mining satisfaction.
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As mentioned in Chapter I, this work is the pilot 
study of hopefully a long relationship with the members 
and officers of the Coalition of Labor Union Women. Con­
tinued efforts need to be conducted to identify the 
philosophy and characteristics of all union members, and 
specifically the members of CLUW.

Refinements need to be made concerning the meaning of 
the term "satisfaction." Future research could employ 
multivariate designs to evaluate perceived levels of satis­
faction with a respondent's life in general along with 
other factors related to the job, the manager's philosophy, 
the union, co-workers, the family, one's self-concept, and 
one's personal and professional aspirations. It is only 
with increased information that research of affective data 
can be put to effective use. As noted by Glenn E. Watts, 
president of the Communication Workers of America, "Workers

g
are not living a theory. They are living a life." Whether 
the quality of that life is satisfying or dissatisfying 
depends on an individual's perception.
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AN OPINION QUESTIONNAIRE FOR WENSERb 

OF THE
COALITION OF LABOR UNION WOMEN 

(Second Draft)

The purpose of this preliminary questionnaire is  to give you the opportunity to help 
us know more about you and your experiences with CLUW and your union. Your answers will 
be used anonymously to help us begin to understand the role of i-.umen in unions in 1978.

PLEASE COMPLETE THE FOLLOWING INFORMATON: (Print or check the box /X / )
Type of Union: ___________________________________________________________________
Type of Employer: ________________________________________________________________
Your Present Job T itle : __________________________________________________________
Official T itle  of Your Union Position: ____________________________________________
City and State in Which You Work: _________________________________________________
Highest Level Attended in School: _________________________________________________
Hours You Work: Full-time £7 Part-time £J Not Working £7 More Than One Job £7 
Type of Work: Hourly Rated £7 Salary £7 Piecework £7
Yearly Income: Below 10,000 £ 7  10,001-12,000 £ 7  12,001-15,000 £ 7  15,001-20,000 £ 7

Over 20,001-25,000 £7 25,001-30,000 £7 30,001-35,000 £ J  Over 35,000 ___
(specify amount,

Your Age: Under 25 £7 25-35 £7 36-45 £7 46-55 £7 56-65 [J  Over 65 £7 
Your Sex: Male ^  Female £7
Your Race: White £7 Black £7 American Indian £7 Hispanic £7 Oriental £7 Other £7
Marital Status: Single £7 Married £7 Oivorced £7 Widowed £7
Number of Your Children: None £7 One £7 Two £7 Three £7 Four £7 More Than Four £7
Your Position Within Your Union: ( I f  you hold a position at the international level, 
please specify that too):

International Local
President £7 £7
Vice President £7 £7
Financial £7 £7
Correspondence Recording Secretary £ 7  £7
Trustee £7 £7
Business Agent £7 £7
Committee Person £7 £7
Other — Specify ____________  ____________
Paid £7 £7
Unpaid CJ £7

Which area is  of in terest to you in your union? (Mark each box to
your in terests .)

participation in decision making £ 7  union elections £ 7
leadership £ 7  affirmative action £ 7
communications £7 collective bargaining £ 7
the quality of work l i f e  £7 federal agencies such as OSHA £7



i^LhAbt t U M P L t i t  I he, rüLLOrti f iü  ir.ruKiTH ■ lu r i  ;

1. What do you see as the T.ajor purpose of your union?

2, What do you see as tne major purpose of CLUW?

3. Your reasons for joining a union?
a. ________________________
P. ________________________
c.

4. Your reasons for joining CLUW?
a. _____________________
b. _____________________
c.

5. What do you want most from your union? 5. What do you want most from CLUW?
a.
b.
c.

a.
b.
c.

7. What do you want most from your company? 8. What union committee work are you
involved in?

a.
b.
c.

a.
b.
c.

9. What questions would you like to ask the CLUW officers and board members? 
a.
b.
c.

10. What questions would you like to ask other CLUW members by a questionnaire like this 
one?

b.
c.

.umMWe are interested in knowing more about the attitudes of our members. Would you be willing 
to complete another questionnaire for us about three months from now if we send you a copy 
of our findings? Yes fj No £T
If yes, please fill in your name and address so we can send you the next questionnaire. 
(Please fold, staple, stamp and mail as soon as possible.)

Name: _ 
Address:

' Place 
Stamp 
Here

Female Unionist Research Association 
Box 13225
North Texas Station 
Oenton, TX 76203
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April 20, 1979

Dear CLUW Member :
Results of the initial questionnaire you replied to will 
be sent to you within six weeks. Unlike the general CLUW 
mailing of these findings, you will receive a more compre­
hensive summary of results as a token of our appreciation 
for your support. (Unless we become active ourselves, 
how can we achieve progress and understanding?)
Won't you please take a few minutes of your time to com­
plete this second questionnaire? Your response is a vital 
part of the next phase of this study. We need your support 1
If you have any questions, please do not hesitate to con­
tact me personally at (817) 383-4125 (Home) or (817) 788-2311 
Ext. 40 (work). A stamped, preaddressed envelope is enclosed 
for your convenience.
In Sisterhood,

Donna E. Ledgerwood 
Lecturer
dt
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AN OPINION QUE'.t;0NNAIR£ FOR 
AMERICAN TRADE UNIONISTS

DATE:

Ask yourself: How satisfied  am I with th is aspect of my union's performance 
on ray behalf?

Very sat means I am very satisfied.
Sat means I ara satisfied .
N means I can 't decide whether I am sa tisfied  or not.
Dissat means I an d issatisfied .
Very d issa t means I am very d issa tisfied .
DMA means th is statement does not apply to me.

Please place a check nark in the box that best explains how you feel about 
each statement. Choose an answer for a ll  statements.

IN MY EXPERIENCE WITH MY UNION, THIS IS THE WAY I FEEL ABOUT MY LOCAL 
UNION'S EFFORT TO:

Very
Sat Sat N Dissat

Very
Dissat DMA

1. Improve wages and benefits o O Ü o o a
2. Recognize me and a ll members 

for personal ab ilitie s  and 
e ffo rts o O o o a o

3. Improve working conditions o O a o D o
4. Educate workers about union 

rights O o o o o
5. Protect workers and provide 

due process o a o O 'o o
6. Improve the quality of work 

l ife u a o o o o
7. Maintain worker dignity, 

respect, and status Ll o o o o o
8. Organize the unorganized u o o Ü o o
9. Bargain co llec tively—enforce 

contract negotiations o o o a o D
10. Handle grievances and labor 

disputes o o a o o O
n. Involve me in the decision­

making process Ü £7 o o o O
12. Be responsible to member needs, 

in terests LJ o o o o O
13. Protect sen io rity , provide 

job security o n o Ü o o
14. Function as an influential 

p o li tic a l ,  leg isla tive , 
e t c . , force Ü a o a o o

15. Provide support to me and 
a ll  union members LJ o a o o o

16. Help me to develop personally U o o u o o
17. Help me to develop 

professionally O a o o o o
18. Inform me about local 

union a ffa irs  & ac tiv ities n o o o o o
19. Inform me about the inter- 

nation union a ffa irs  & 
ac tiv itie s o o o o o a

Very
Sat Sat N Dissat

VeryDtesat DMA



20. Provide an opportunity for 
self-improvement via train­
ing and education

Very
Sat

/ 7

Sat

n

N

77

Cissat

77

Very
Dissat

77

DMA

77
21. Strengthen the union movement u O U 77 77 77
22. Be an agent for needed change 

and reform O o 77 77 77 77
23. Activity support affirmative 

action effo rts 77 o 77 77 77 77
24. Improve the worker's standard 

of living 77 77 77 77 77 77
25. Involve males in the decision­

making process O 77 77 77 77 77
26. Involve females in the decision­

making process 77 O 77 77 77 77
27. Provide strong ethical repre­

sentation for a ll members O 77 77 77 77 77
28. Support women for leadership 

positions O 77 77 77 77 77
29. Improve job safety U 77 77 77 77 77
30. Actively involve a ll members O 77 77 77 77 77
31. Evaluate my union's overall 77 77 77 77 Z7 77

performance

Please answer the following Questions.
32. How long have you been a union member? le ss  than 1 yr. £ J  1-3 yrs. [ J

4-5 yrs. [ j  6-10 yrs. [J  11-14 yrs. £ /  15-20 y r s , Q  over 20 yrs. [J
33. How many loca l unions have you belonged to  during your working life tim e?

1 Î J  2 r j  3 /L7 4 / [ 7  5 [ 1  6 or more [ J
34. Are men b etter than women in handling union a ffa ir s;  Yes £ J  Vo £ J  DMA

35. Is the proportion of women who hold union o fficersh ip  proportionate to
female membership in your union? Yes [ J  No £ 7  DMA £ 7

36. Do you fe e l your employer discrim inates against females and m inorities 
in promotion and sen ior ity  practices? Yes £ J  No [ J  DNA 7 7

37. Do you fe e l  your union discrim inates against females and m inorities In
promotion and sen ior ity  practices? Yes £ J  No 7 7  ONA 7 7

38. In your union, are_women recogniMd as a source o f in fluence in local 
elec tion s?  Yes (_! No 7 7  ONA /_ /

39. In your union, are_women recognized as a source of in fluence in  national 
elec tion s?  Yes [_J No 7 7  KiA 7 7

40. If you could participate more in the union decision-making process, would 
the union mean more to you? Yes Ç J No 7 7  DNA 7 7

41. Do you think about your local union leaders in terms o f "we* or “they?"
We 7 7  They 7 7  Neither [_J

42. Do you think about your national union leaders in terms o f  “we* or "they?*
We 7 7  They 7 7  Neither 7 7

43. Is your lo ca l union president male 7 7  female 7 7  DNA 7 7

44. Would you rather work for a man than a woman? Man 7 7  W<*Mn 7 7  Neutral 7 7
Please rank the following areas in the amount of loyalty  you f e e l .

A rank of 1 = most loyalty  A rank of 5 = le a s t  loyalty
45. The plant or organization you work for ______
46. The local union you belong to ______
47. The national union you belong to ______
48. The people you work with ______
49. The work that you do (your occupation) ______

50. Additional comnents.
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CONSTIIXITION

COALITION OF LABOR UNION WOMEN

ARTICLE

I Scacemenc of Purpose

PACE

1

II Name 3

III Headquarters 3

IV Membership 3

V Convention 4

Section 1 - Highest Governing Body 4

Section 2 - Voting Participation 4

Section 3 - Time, Date, and Place 5

Section 4 - Convention Call 5

Section 5 - Convention Cocmittees 6

Section 6 - Resolutions 6

VI National Officers 6

Section 1 - National Officers 6

Section 2 - Vacancy 6

Section 3 - President 6

Section 4 - Executive Vice President 7

Section 5 - 1st Vice President 8

Section 6 - 2nd Vice President 8

Section 7 - Treasurer 8

Section 8 - Corresponding Secretary 9

Section 9 - Recording Secretary 9

Section 10 - President Emerlta 10

Section U  - National Officers Council 10

VII National Executive Board 10

Section 1 - Composition 10

Section 2 - Functions and Duties 10



230

ARTICLE . PAGE

VII National Executive Board (Continued)

Section 3 - Meetings 11

Section 4 - Rules tor Meetings 11

VIII State Vice Presidents 11

Section 1 - Composition 11

Section 2 - Duties 11

IX Union Delegates to National Executive Board 12

Section 1 - Composition . 12

Section 2 - Duties 12

I Chapter Delegates to National Executive Board 12

Section 1 - Chapter Eligibility 12

Section 2 - Duties 13

XI Elections 13

Section 1 - Eligibility 13

Section 2 - Secret Ballot 13

Section 3 - Election Procedures 13

Section 4 - Restrictions 13

Section 5 - Chapter Election Protest 13

Section 6 - National Officers 14

Section 7 - State Vice Presidents 14

Section S - Union Delegates 14

Section 9 - Chapter Delegates 15

XII National Review Panel 15

Section 1 - Appeals Proeess 15

Section 2 - Basis for Decisions 16

Section 3 - Composition of Panel 16

Section 4 Final Determination 16
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milCLE
XIII

XIV

XV

XVI

Chapter» PACE

Section 1. - Charter Authority 16
Section 2 - Criteria for Existing and Future Charters 16

Section 3 - Chapter Bylaws 

Section i - Reports 

Section 5 - Chapter Finances 

Section 6 - Chapter Decisions 

Section 7 - Chapter Program

Section 3 - Maintenance of Charter 

Aaendoents Co the Constitution 

Section 1 - Submission 

Section 2 - Convention Vote 

Section 3 - Effective Date 

Standing Comltcees

Section 1 - Committees and Terms 

Section 2 - Appointment of Chairs 

Section 3 - Election of Secretary 

Section 4 - Membership on Committees 

Section 5 - Procedures

Section 6 - Special Committees or Task Forces 

Section 7 - Functions of Committees

Revenue and Property

Section 1 - Membership Fee

Section 2 - Special Assessment

Section 3 - Power to Change Membership Fee

Section 4 - National Budget

Section 5 - Bonding

Section 6 - Audits

Section 7 - Ban on Endorsements

17

17

18 

18 

18 

18 

18 

18 

18 

18 

18 

18 

19 

19 

19 

19

19

20 

2 

2 

2 
2
2
2
2
2
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ARTICLE

XVI

XVII

XVIII

Revenue and Property (Continued)

Section 8 • Dleeolvlng a Chapter

Dissolving CLUWSection 9 

Discipline

Section 1 

Section 2 

Section 3 

Section 4 

Section 5 

Section 6 

Section 7 

Miscellaneous 

Section 1 

Section 2 

Section 3 

Section 4 

Section S 

Section 6 

Section 7

Grounds for Recall-National Executive Board

Recall Procedure-National Executive Board

Grounds for Recall-Chapters

Recall Procedure-Chaptera

Notice of Charges

Hearing

Membership Forfeiture

Ban on Proxy Voting 

Quorum Requirements 

Availability of Constitution 

Parliamentary Authority 

Savings Clause 

Oath of Office 

Name Protection

PAGE

22
22

23

23

23

23

23

23

23

24 

24 

24 

24 

24 

24 

24

24

25
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ARTICLE I 

STATDIENT OF PURPOSE

üf the 36 million women in Che work force —  fever chan 5 million are members 

of unions. It is Imperative chat within the framework of the union movement we take 

aggressive steps to more effectively address ourselves to the critical needs of 31 

million unorganised sisters and make our unions more responsive to the needs of all 

women, especially the needs of minority women who have traditionally been singled 

out for particularly blatant oppression.

Union women work in almost every industry, in almost every part of the Country. 

Despite their geographical, industrial and occupational separations, union women 

share common concerns and goals.

Full equality of opportunities and rights in the labor force require the full 

attention of the labor movement...and especially, the full attention of women who 

are part of the labor movement.

The primary purpose of this National Coalition is to unify all union women in 

a viable organization to determine our common problems and concerns and to develop 

action programs within the framework of our unions to deal effectively with our 

objectives. This struggle goes beyond the borders of this Nation and we urge our 

working sisters throughout the world to join us in accomplishing these objectives 

through their labor organizations.

PARTICIPATION OF WOMEN WITHIN THEIR UNIONS:

The Coalition seeks to Inspire and educate union women to Insure and strengthen our 

participation, to encourage our leadership and our movement into policy-making roles 

within our own unions and within the union movement in all areas. The Coalition 

supports the formation of women's cotmittees and women's caucuses within labor unions 

at all levels, wherever necessary. Additionally, the Coalition will encourage demo­

cratic procedures at all unions.
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AFFIRMATIVE ACTIOR IN THE WORK PLACE:

■ Employer# continue to profit by dividing workers on sexuel» racial, and age 

lines. This encourages the segregation of Job classifications and results In wage 

and benefit losses to women. The power of unions must increasingly be brought to 

bear, through the process of collective bargaining, to correct these Inequities*

The Coalition of Labor Union Women will develop programs which will encourage 

women to learn what their rights are under the law and become more knowledgeable 

of the specifics of collective bargaining and of the contract clauses and work­

place practices which dlscrlsln.ite against them. ’ We will seek to encourage women, 

through their unions, to recognize and take positive action against job discrimination 

in hiring, promotion, classification, and other aspects of work. Women must learn 

what their rights are under the law. We become more knowledgeable of the specifics 

of collective bargaining and of the contract clauses and vork-place practices which 

discriminate against us. We must be informed about what is and can be done within the 

labor movement to correct these situations. We seek to educate and inspire our union 

brothers to help achieve affirmative action in the work place.

ORGANIZING UNORGANIZED WOMEN:

Since less than twelve (12) percent of the women In today's labor force are enrolled in 

labor unions, it Is obvious that most working women are suffering economically.

Statistics clearly deninstrate that the union member enjoys higher wages, better 

fringe benefits and working conditions and greater Job security than the unorganized 

worker. The Coalition of Labor Union Women seeks to promote unionism and to 

encourage unions to be more aggressive in their efforts to bring unorganized women 

under collective bargaining agreements, particularly in chose areas where there are 

large numbers of unorganized and/or minority women. The Coalition will seek to create a 

greater awareness of the benefits of union membership.
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POLITICAL ACTION AND LEGISLATION:

It ll laperactve that union women, through action programs of the Coalition 

become more active participants In the political and legislative processes of our 

unions with special emphasis on those areas which particularly affect women. Ue 

support full employment and job opportunities and shorter work weeks without loss 

of pay, child care legislation, a livable minimum wage for all workers. Improved 

maternity and pension benefits. Improved health and safety coverage, expanded 

educational opportunities, mass action for State and Federal legislation for equal 

rights for women, guaranteed collective bargaining rights for all workers, the right 

to strike, and an extension of truly protective legislation for all workers, and other 

relevant Issues. Until final ratification of the Equal Rights Amendment la won, the 

Coalition will make the fight for the ERA a priority through a mass action and educational 

campaign. The Coalition urges union women to seek election to public office or selection 

for governmental appointive office at local, county, state and national levels.

ARTICLE II 

NAME

The name of the organization shall be the Coalition of Labor Union Women, 

hereinafter referred to as CLUW.

ARTICLE III 

HEADQUARTERS

The National Executive Board shall determine the location of The National 

Headquarters. Membership records and official papers of CLUW shall be located 

In this Headquarters.

ARTICLE tv

MEMBERSHIP

Section 1 Membership In CLUW shall be open to any person who Is a member In

good standing or a retiree of a Union or other bona fide collective 

bargaining organization. No person shall be denied membership on the
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Section 2

Section 3

Section 4 

Section 3

Section 6 

Section 7

Section 3

basis of race, creed, color, national origin, age. sex, political 

belief, religion, or sexual orientation.

Anyone applying for CLUW membership must show proof of current union 

membership when making application in order to be eligible. 

Membership in National CLUW Is a prerequisite for Joining a Local 

Chapter. Chapter membership Is open only to persons living or 

working in the area specified on the Chapter Charter.

No person may simultaneously be a member of more than one Chapter. 

Verficatlon:

a. Local Chapters shall check vitn Che office of the appropriate 

union to verify the current membership status of each person 

applying for CLUW membership.

b. Membership applications which are not submitted through a 

Chapter shall be verified through the National Office and 

submitted to Che respective Chapter for affiliation with a 

Chapter.

Where no Chapter exists, membership shall be at-large.

When a CLUW member belongs to more than one union, a single 

union must be designated for basic membership.

Members wishing to transfer from one Chapter to another shall 

procure the appropriate fora from the Chapter secretary. These 

forms shall be provided by National CLUW and, after completion, 

be signed by the Local Chapter secretary.

ARTICLE V

CONVENTION

Section 1 The Convention shall be the highest governing body of the CLUW.

Section 2 Each Union shall be entitled to be represented by one (I) delegate

for each ten (10) CLUW members of the union or fraction thereof. Unions 

with more chan 500 members shall be entitled to one additional delegate
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Section 3

Section 4

for each ISO member» or major fraction thereof.

Each Chapter shall be entitled to be represented by one (1) delegate 

for each twenty-five (25) Chapter members or major fraction thereof.

Chapters with more than 500 members shall be entitled to one (I) 

additional delegate for each one hundred (lOO) members or major fraction 

thereof.

Unions and Chapters may elect alternate delegates, not to exceed the 

number of delegates to which it la entitled.

Delegates and alternates shall be elected by secret ballot within 

sixty (60) days of the scheduled Convention.

In the event that any delegate Is disqualified or unable to participate, 

that delegate's place shall be taken by the elected alternate who has 

received the highest number of votes In the Chapter's or Union's election.

In order for a CLUW member to be elected to serve as a delegate or 

alternate to the Convention, that person oust have been a member of 

National CLUW prior to the Issuance of the Convention Call.

On all roll calls In the Convention, each Chapter or Union represented 

shall be entitled to a nimber of votes equal to the membership as defined 

In Section 5 of this hr tide.

The votes of a Chapter or Union shall be distributed as evenly as 

possible among the delegates present at the time of voting, but votes 

shall not be fractloned.

Following 1977, Conventions shall be held every two years beginning la 

1979, at such time, date, and place as shall be determined by the National 

Executive Board, preferably In October, but no earlier than September 1st 

and no later than November 30th.

The Corresponding Secretary shall Issue a Convention Call at least ninety(90) 

days prior to the opening of the Convention, to all members of the CLUW 

In good standing at the time of the Call.
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Section S Prior to each Convention, the President, vith the approval of the 

National Executive Board, shall appoint and outline the areas of 

responsibilities of a Credentials Committee, Election Comalttee,

Resolutions Comnittee, Sergeant-at-Arms Committee, and such other 

committees as shall be necessary for the orderly conduction of 

Convention business, designating one member of each Comalttee as the

Chair. Not less than thirty (30) days prior to the opening of the Convention,

each Cocalttee Chair shall present the Committee's proposed plans and 

procedures to the National Officers Council for approval. Appeals to 

the final reports of the Credentials Committee and the Election Comalttee 

may be made to the Convention body.

Section 6 Resolutions to be considered by the Convention oust be mailed to the

President thirty (30) days in advance of the Convention's opening 

date. Resolutions received after that date nay be considered by the 

body upon a majority vote.

ARTICLE VI 

NATIONAL OFFICERS

Section 1 The Officers shall be the President, Executive Vice President, 1st

Vice President, 2nd Vice President, Treasurer, Corresponding Secretary, 

and Recording Secretary and shall serve from Convention to Convention.

Section 2 Vacancies in the seven National Offices shall be filled vlthln thirty (30)

days and for the remainder of the unexplred term by voce of the National

Executive Board.

Section 3 President

a. The President shall be the. chief executive and administrative 

officer of CLUV and shall conduct the affairs of CLOW in 

accordance with this Constitutlou and the policies established 

by the Convention, the National Executive Board, and 

*he National Officers Council.
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b. Within Che guidelines of general policies adopted by the 

National Officers Council, Che President shall hire, fix 

the salary and assign staff.

c. Subject to the approval of the National Executive Board, 

the President shall appoint Che oesbers and designate the 

Chair of such standing and special committees as shall be 

needed to carry out the work of CLUV. The President shall 

serve as an Ex-Offlclo mesibec of ail committees, except 

the Election Committee and Credentials Comnittee estab­

lished for the Convention.

d. The President shall submit a yearly budget, prepared by

Che Treasurer, to the National Executive Board for approval. 

The President and the Treasurer shall co-sign all checks 

and authorizations for expenditures. The President shall be 

covered by a surety bond in an amount to be determined by 

the National Executive Board and at the expense of CLUV.

e. The President shall chair all meetings of the National 

Officers Council, Che National Executive Board, and the 

Convention, but may designate an Officer or a

member in good standing Co preside in the President's place 

deemed necessary.

Section A Executive Vice President

a. The Executive Vice President shall assist the President in 

the work of that office. In the absence of the President, 

the Executive Vice President shall preside at all meetings 

and perform all duties otherwise performed by the President. 

The Executive Vice President may, with the approval of the 

National Officers Council, be suthorized Co act as co-signer 

of checks in place of either the President or the Treasurer.



240

b. The Executive Vice President shall serve as chair of the National 

Review Panel, sa outlined in Article XII of this Constitution.

Section 5 1st Vice President:

a. The 1st Vice President shall be responsible for developing and 

impleoentlng programs designed to increase membership In the 

CLUV and to Increase women's participation in Unions, subject 

to the approval of the National Executive Board.

b. The 1st Vice President shall also assist the President in 

the work of that Office.

Section 6 2nd Vice President:

a. The 2nd Vice President shall be responsible for implementing 

programs to undertake political action and gain legislative 

goals, subject to the approval of the National Executive Board.

b. The 2nd Vice President shall also assist the President in the 

work of that Office.

Section 7 Treasurer:

s. The Treasurer shall be the Chief Financial Officer of CLUV and 

shall chair the Finance Coonittee.

b. The Treasurer shall receive and receipt for all monies of CLUV, 

keep an accurate record of receipts and disbursements, and 

submit a quarterly operating statement to the National Executive 

Board. Copies of such reports shall be available upon request 

to any CLUV Chapter.

c. The Treasurer shall prepare, with the assistance of the President, 

an .annual budget for submission to the National Executive Board.

d. Along with the President, the Treasurer shall co-sign all checks 

and authorizations for expenditures, within the general guidelines 

of the National Budget.
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e. The Treasurer shall have the power, either In person or by

designee, to exaaine and audit the books and accounts of Chapters.

f. The Treasurer shall be covered by a surety bond In an amount to 

be determined by the National Executive Board and at the expense

of CLUW.

Section 8 Corresponding Secretary:

a« The Corresponding Secretary shall issue the Convention Call,

the announcements of all meetings of the National Officers

Council, the National Executive Board, and other official 

correspondence of CLUV, except as otherwise directed by the 

Officers Council,

b. The Corresponding Secretary shall perform such other duties

as may be directed by the National Executive Board or the 

National Officers Council.

Section 9 Recording Secretary:

a. The Recording Secretary, or designee, shall keep an accurate

record of the proceedings of all meetings of the National 

Officers Council, the National Executive Board, and the 

Convention. The Recording Secretary shall send a copy of the 

nlnutcs of each National Executive Board meeting to all National 

Executive Board Members and Chapter Presidents no later than • 

three weeks following each meeting. The Recording Secretary 

shall prepare a sumoury of the meetings of the National Officers 

Council for presentation at each meeting of the National 

Executive Board.

b. The Recording Secretary shall perform such other duties as may 

be directed by the National Executive Board or the National 

Officers Council.
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Section 10 President Emerita:

a. The President Eoerita shall be the first President of the 

Coalition of Labor Union Women.

b. She shall serve as an advisor to the President and the 

National Officers Council,

c. She shall serve as a member of the National Executive Board.

Section 11 National Officers Council:

a. The National Officers Council shall be composed of the 

President, Executive Vice President. 1st Vice President,

2nd Vice President, Treasurer, Corresponding Secretary, 

Recording Secretary and President Emerlta.

b. The National Officers Council shall meet upon call of the 

President or by petition of a majority of its members.

c. Betveen sessions of the National Executive Board, it shall 

have the power to act on all matters of which the National 

Executive Board is empowered to act, including iasaediate 

interpretations of the Constitution subject to binding 

confirmation by the National Executive Board.

d. Shall convene, as necessary, meetings of Chapter Presidents.

ARTICLE VIr

NATIONAL EXECUTIVE BOARD

Section 1 The National Executive Board shall be composed of the National

Officers Council, State Vice Presidents, Union Delegates and 

Chapter Delegates in compliance with Article XI.

Section 2 The National Executive Board shall be the highest policy-making

body of CLUW except when the Convention is in session. It shall 

have all powers vested in the Convention, except the power to 

amend this Constitution and the power to contravene policies 

adopted by the Convention. It shall have the authority to
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S<CClOQ 3

Section 4

charter Chapter», and to make binding Interprétation» of thia 

Constitution, and the rulings and decisions of the Board shall 

remain in full force and effect unless reversed by the Convention. 

The National Executive Board shall meet quarterly. Meetings will 

be held on the call of the President, or upon written petition 

by a majority of the Board Members to the President.

The Corresponding Secretary shall give reasonable notice of the 

time, date, and place of National Executive Board meetings to all 

Board Members and Alternates and Chartered Chapters. All meetings 

of the National Executive Board shall normally be open to all 

members of CLUW as observers. The National Executive Board may meet 

in executive session when deemed necessary for the interest of CLUW.

ARTICLE VIII 

STATE VICE PRESIDENTS 

Section 1 There shall be a Vice President and an alternate Vice Prealdeot

in each State, the District of Columbia, Puerto Rico, Guam and 

the Panama Canal Zone providing there are SO or more CLUV oesdiers. 

For those locations having less than SO members, the National 

Officers Council will appoint an interim Coordinator where deemed 

necessary.

Section 2 Duties:

a. Shall be a member of the National Executive Board*

b. Shall report in writing to the National Executive Board

at each meeting on the progress, and programs of the 

Chapters in the State ;

c. Shall coordinate the activities of CIUV in the State in 

order to meet the objectives of the Statement of Purpose;

d. Shall call and preside over at least one annual State meeting;
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e. Shall be responsible for the recruiciaent of new members of CLUV 

la Che Stare and shall assist in the fonution of new chapters.

In cooperation with the 1st Vice President.

ARTICLE IX

UXIOH DELEGATES TO NATIONAL EXECUTIVE BOARD

Section 1 Each Union represented In CLUW shall elect delegates and alternates

to Che National Executive Board In accordance with the formula 

outlined In Article XI. As menbershlp Is Increased, National 

Executive Board delegates will Increase accordingly thirty (30) 

days prior to the convening of each National Executive Board meeting. 

Section 2 Duties:

a. Union delegates shall be members of the National Executive Board.

b. Union delegates shall participate In their Local Chapter and/or

shall assist the State Vice President In the development of a 

Local Chapter in their area.

c. Union delegates shall assist In recruitment of members of CLUW 

from their Union.

ARTICLE X

CHAPTER DELEGATES TO THE NATIONAL EXECUTIVE BOARD 

Section 1 In order for a Chapter to qualify for a Chapter delegate to the 

National Executive Board, the following standards must be met:

a. Chapter has been chartered by CLUV and membership lists have

been submitted to the National Officers Council.

b. Chapter has a membership of 50 or more meeting the criteria of

Article XIII as of thirty (30) days prior to convening of each

National Executive Board meeting.

c. Chapter has bylaws In accordance with Article XIII.

d. The National Officers Council shall certify the above and 

notify Chapters who qualify.
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Section 2 Duties:

a. Chapter delegates shall be members of the National Executive Board*

b. Chapter delegates shall participate in their Local Chapter.

ARTICLE XI 

ELECTIONS

Section 1 Elections for any office In CLUW shall only be open to members la

good standing. All members oust be afforded a reasonable opportunity 

to vote.

Section 2 Election of officers and delegates shall be by secret ballot, unless

there is only one nominee for an office.

Section 3 Election Procedures:

a. If one person is to be elected to office, the person must receive

the majority of votes cast. If no candidate receives a majority, 

the run-off election will be conducted-between the two candidates 

with the highest number of votes.

b. If more than one person is to be elected to office, the personfs) 

receiving the highest number of voces shall be declared elected.

c. Elections shall be conducted by a duly appointed Elections 

Conmittee. No candidate for office may serve on the Election 

Committee. The Election Committee shall have general responsibility 

for the conduct of the election in accordance with both the 

Constitution and Chapter Bylaws of CLUV.

Section 4 No funds or official publications of the CLUW or any of its

subordinate bodies may be used to support or advocate a candidate 

for CLUW office.

Section 5 In Chapter elections, appeals from the decisions of a Chapter Election

CosDitcee shall first be made to a Chapter membership meeting. Appeals 

from the decision of the Chapter membership may be made to the National 

Review Panel according to procedures set forth in Article XII of this 

Constitution.
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Seccloa 6 Eleccloa of National Officers:

The National Officers shall be elected at-large by the full

Convention body.

Section 7 Election of State Vice Presidents:

a. State Vice Presidents shall be elected by a majority of the

vote of the members of each State within ninety (90) days of the close 

of the Convention. In addition, each State shall elect an 

alternate to attend the National Executive Board meetings in 

the absence of the State Vice President.

b. Each election shall be held at a ceetlng open to all CLUV 

members residing In the State convened by the State Vice 

President. In the absence of a State Vice President, the 

meeting shall be called by a convener appointed by the President 

of CLUW.

c. Notice of the election shall be given thirty (30) days in advance 

of the meeting to all CLUV members residing in the State.

d. The term of office shall be Convention to Convention.

Section 8 Election of Union Delegates to the National Executive Board:

a. Union Delegates to the National Executive Board are elected 

in proportion to membership as follows:

One delegate from each Union having betveen 50 and 100 CLUV 

members; two delegates from each Union having between 101 

and 200 CLUW members; three delegates from each Union having 

between 201 and 600 CLUV members; four delegates from each 

Union having more than 600 CLUV members; four delegates from 

an amalgamation of all unions having less than 50 CLUV members.

Union delegate allotments shall be based on CLUV membership 

figures thirty (30) days prior to the Convention.
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Section 9

Delegates must be s member In good standing of the Union 

they wish to represent. Alternates for each delegate 

should be elected to attend the National Executive Board 

meeting In the absence of the union delegate. Alternates 

shall be designated 1st alternate, 2nd alternate, etc., la 

order of votes received for the purpose of substituting for 

delegates. The term of office shall be Convention to 

Convention.

b. Members In good standing from unions having more than 50 

CLUW members shall caucus at the time and place noted In Che 

Convention agenda for the purpose of electing union delegates 

to the National Executive Board.

c. Members from unions with less than 50 CLUV members shall hold 

an amalgamated caucus together at the time and place noted In 

the Convention agenda for the purpose of electing four 

amalgamated union delegates to the National Executive Board.

Election of Chapter Delegates to National Executive Board 

Chapter delegates must be elected by the Chapter In a general 

membership meeting with at least thirty (30) days notice to all 

members. An alternate must also be elected to sit on the National 

Executive Board in the absence of the Chapter delegate. The tens 

of office shall be Convention to Convention.

ARTICLE XII 

NATIONAL REVIEW PANEL 

Section 1 Protests which have not been resolved at the Chapter level may be 

appealed to the National Review Panel. The protesting party shall 

make their protest In writing within fifteen (15) days, the National 

Review Panel shall Issue a written ruling on the protest within 

forty-five (45) days from the date It Is tiled.
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Procesrs concerning the eleccioa of Scace Vice PrealCencs and 

Union Delegates may also be appealed to the National Review Panel.

Section 2 The National Review Panel shall base its decisions on the relevant

provisions of this Constitution and the Chapter Bylaws, but shall 

liberally interpret such provisions in a manner designed to fully 

protect the fundamental rights of skcmbers.

Section 3 The Executive Vice President shall be the chair of the National

Review Panel. Other members of the panel shall be appointed by 

the President subject to the concurrence of the National Executive 

Board.

Section 4 Decisions of the National Review Panel may be appealed to the

National Executive Board. Decisions of the National Executive 

Board under this Article nay be appealed to the Convention.

ARTICLE XIII 

CHAPTERS

Section 1 The National Executive Board shall be empowered to grant charters

to local chapters which have met the criteria described in this 

Constitution.

Section 2 Local groups applying for CLUW charters must fulfill the following

requirements:

a. A minimum of 25 National CLUV members in good standing (in their unions) 

who live or work within the geographical area described in the 

application and who represent no less than five National or 

International Unions.

b. If fewer than five National or International Unions are 

represented, the National Executive Board shall be empowered 

to make exception to (a.) above.



c. All unions In Che area oust be notified by mall prior to 

each of the first three meetings of the proposed Chapter,

In order to promote the widest participation of union members, 

before a Charter can be granted and Chapter Officers elected.
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d. The Charter application shall be signed by Che 25 persons 

interested in forming the Chapter and include addresses

and verified union affiliation of each person signatory thereto.

e. The Chapter application, obtained from National CLUV, when 

completed, shall be co-sigr.ed by the State Vice President 

and one other oember of the National Executive Soard.

f. Interim Chapter Officers or committees shall conduct the 

business of the convening/organizing meetings.

Section 3 Bylaws:

a. Local Chapters shall adopt bylaws. Such bylaws and all 

activities must be in conformity with the Constitution 

of CLUV as well as all policies subsequently adopted.

b. Chapter bylaws shall specify chapter dues with a minlmun 

of $1,00 per year.

c. Chapters shall provide in their bylaws the following 

provisions no later than 1980;

1. Chapter dues shall be due and payable in February 

of each year.

2. Elections of Chapter Officers and/or Governing Body 

shall be conducted in the month of March. The term 

of office shall be governed by chapter bylaws.

Section 4 Semi-annual reports of activities and membership shall be

sent by the Chapter President to the State Vice President

vith a copy to National CLUW.
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Section 5 Finances:

a. Chapter finances shall be reported to Chapter members 

at each regular membership meeting. A written report 

shall be presented annually to the membership.

b. Chapter finances shall be reported semi-annually to the 

Treasurer with a copy to the State Vice President.

Section 6 Chapter decisions may be made only by local CLUV Chapter members.

Section 7 Each Chapter shall, in its program, promote the goals of CLUV

and reflect on its executive board structure the union affiliations 

of its members. Chapter meetings must be conducted democratically 

and parliamentary procedure, as described in Robert's Rules of Order. 

All Chapter records are to be open to Chapter members.

Section 8 To maintain a Charter, a local CLUV chapter must abide by the

National Constitution of CLUV. Complaints regarding this matter 

may be brought by any member. Complaints must be filed in 

accordance with Article XII.

Section 1

Section 2 

Section 3

ARTICLE xrv 

AMENDMENTS TO THE CONSTITUTION 

Amendments must be submitted to the President no less than sixty (60) 

days prior to the Convention. Amendments proposed will be provided 

to all members of CLUV attending the Convention.

Amendments are approved by majority vote of the Convention.

Unless otherwise specified in the amendment, it shall take effect 

immediately following the Convention at which it is adopted.

Section 1

ARTICLE XV 

STANDING COMMITTEES 

The following are standing comnittees of the CLUV and their term 

shall be from Convention to Convention.
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a. Progras Cosialccea

b. Education Cosialttec

c. National Minority Coanlctee

d. Finance Coianlttee

e. Publications and Public Relations Conmittee

f. Legislative and Political Action Cooalttee

Section 2 The Chair of each Committee shall be appointed by the President

with approval of the National Executive Board. In the event that 

a Chair Is not an elected oeaber of the National Executive Board, 

the Chair shall attend all meetings of the National Executive 

Board with voice, but no vote. The Chair shall report to the

National Executive Board at each meeting.

Section 3 Each Committee shall elect a Committee Secretary vho shall be

responsible for taking minutes of all meetings which must be sent 

to committee members and the National Executive Board within thirty 

(30) days of the meeting. The Coenlttee Secretary oust aalntaia a 

roll-call of committee members.

Section 4 Members of the Committee are appointed by the President subject

to the approval of the National Executive Board from volunteers 

and/or recomoendacions.

Section 5 Committee Chairs and the President shall jointly determine

procedures to assure functioning of the cooaitteea in a 

democratic manner. Copies of such procedures shall be entered 

into the Comalttee minutes at the first oeeciig.

Section 6 Special Comlttees or Task Forces of the National Executive Board

may be formed from Its members. Additional members may be requested 

to serve by the National Executive Soard. Such committees shall have

a specific charge and shall remain In existence only until the next

regular Convention.
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Section 7 Committees shall meet to make recommendations to the National 

Executive Board in order to Implement the Statement of Purpose 

of this Constitution.* Coomittecs shall implement Convention 

policy as delegated by the National Executive Board. The 

duties of specific committees in this regard are:

a. Program Committee - recomcendations of specific programs 

for action by National CLUW and its constituent Chapters.

b. Education Committee - recommendations and preparation 

of educational activities and literature.

c. National Minority Cocsittee - recommendations of programs, 

activities and policies of particular concern to 

minorities,

d. Finance Committee - recommendations of fund-raising 

activities, review of the National Budget and audit 

procedures.

e. Publications and Public Relations Comoittee - the official 

publication of CLUV cannot conflict vith this Constitution 

or the goals and policies adopted by the Convention and the 

National Executive Board. The official publication shall be 

issued at least quarterly and shall be mailed to each member 

of CLUW. Publications issued by CLUW and any related public 

relations activities (news releases, etc.) shall be designed 

to promote the goals and principles of CLUW.

f. Legislative and Political Action Committee - recommendations 

regarding Federal and State Legislation. Testimony as requested 

by National Executive Board to implement the legislative goals 

of CLUW.
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ARTICLE XVI

REVENUE AND PROPERTY

Section X .The naclonai membership fee of CLUW shall be $10.00, paid ac

the doe of application. Membership shall be for one (I) year 

effective January 1st through December 31st.

a. Any retiree who has maintained membership In their union 

shall be entitled to CLUV membership for a Cee of one-half 

of the regular membership or $5.00.

Section 2 One dollar per year of the occibership fee must be deposited

Into a special travel expense account. Travel expenses on a 

cents/mile basis shall be disbursed by the Treasurer for meetings 

of the National Executive Board. Such disbursements shall be 

made on the basis of procedures developed by the National Officers 

Council subject to Che approval of the National Executive Board. 

When this special travel fund is exhausted there shall be no 

additional funds for this purpose transferred from general funds.

Section 3 National membership fees and assessments can only be changed by

constitutional amendment under the procedures established In 

Article XIV.

Section 6 The National budget shall be prepared by the Treasurer and

the President. It shall be reviewed by the Finance Committee 

which shall make recommendations to the National Executive 

Board. National Executive Board approval shall constitute 

authority to spend according to the budget.

Section 5 Signatory officers shall be bonded In accordance with Article VI.

Section 6 An annual audit shall be performed by a recognised Certified Public

Accountant selected by the National Officers Council. Results of 

this audit oust be presented to Che Convention.
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Section 7 CLUW shell not endorse or contribute funds to the campaign of

a candidate for political office; except, CLUW nay, for 

infomational and.educational purposes, report to the members 

the endorsement actions of their unions and encourage CLUW 

members to become Involved lo those political action decisions.

Section 3 A Chapter may be dissolved by:

a. Action of the National Executive Board under Article XIII,

Section 8.

b. By petition of twenty (20) percent of the Chapter membership to the 

National Executive Board for the caking of a dissolution

vote. Such voce shall be taken by the State Vice President 

after thirty (30) days notice to all Chapter members.

c. If the Chapter Is dissolved all assets, properties, records, 

books, minutes of the Chapter shall be turned over to the 

State Vice President. All Chapter members shall be notified 

of dissolution of the Chapter.

Section 9 CLUV can be dissolved by a vote of oembership in Convention. The

motion of dissolution must be treated as a constitutional amendment 

as in Article XIV and must be included in the Convention Call as in 

Article V, Section 4.

a. If a motion of dissolution Is passed:

1, All Chapters and members shall be notified lamedlately.

Chapters shall turn over all assets, properties, records, 

books, and minutes to Che National Office within thirty (30) 

days.

2. After the payment of debts and obligations, CLUW shall 

distribute remaining funds to a non-profit fund, Foundatioo 

or Corporation which has established tax-exempt status 

under the Internal Revenue Code. Such distribution must be 

voted by the Convention following the passage of a notion of 

dissolution.
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ARTICLE XVII

DISCIPLINE

Section'1 The only grounds which a National Officer or Member of Che

National Executive Board of CLUV shall be recoved from Office 

shall be a proven breach of this Constitution or proof that with 

intent, the Officer has not carried out the policies adopted by 

the Convention and the National Executive Board.

Section 2 Any Officer or Member of the National Executive Board nay be

recalled by petition of a majority of the membership or a two-third (2/3) 

vote of the National Executive Board. Upon such a vote or 

petition, the Officer shall be suspended. TZie Officer shall have the 

right of appeal to the next Convention.

Section 3 The only grounds upon which a Chapter Officer may be removed

from Office are those contained in Article .XVTT, Section 1, 

or Che Chapter Bylaws in accordance with procedures outlined in 

Article XVII, Sections 4 through 7.

Section 4 Chapter Officers may be recalled by Che petition of a majority

of Che membership of the Chapter or by a two-third (2/3) vote of the 

Chapter's governing body. A charged Chapter Officer shall have the 

right of appeal to the National Executive Board who shall have final 

and binding authority.

Section 5 Before a recall petition or vote can take place, the body Initiating

recall must present to the National Executive Board, in writing, the 

reasons for recall. A copy must be given to Che charged Officer within 

seven (7) days.

Section 6 A recall may not take place until there has been a hearing by the

State Vice President (in the case of Chapter Officers) or by the 

National Review Panel (in case of all other officers). The State 

Vice President or National Review Panel determinations must be made 

available to all members eligible to vote or petition.
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Section 7 Membership Forfeiture:

a A member must forfeit C!IV ntemhership If no longer

a union member In.good standing. This Section specifically does 

not apply to union retirees. Such forfeiture may be initiated 

by Che member, Officers, or members of Che Chapter or by the 

President or Treasurer of CLUV.

b. The member shall have the right of appeal In accordance vith 

Article XII.

Section 1 

Section 2

Section 3

Section 4

Section S

Section 6

ARTICLE. Xl'III 

MISCELLANEOUS

There shall be no proxy voting at any level of the CLUV structure.

A quorum of forty (40) percent shall be required for official mceclnga of 

the National Officers Council and the National Executive Soard.

A copy of this Constitution shall be made available to all CLUV 

members upon request sent to the National Office.

Parliamentary authority is the National Constitution. When the 

Constitution is silent, authority is the Robert*s Rules for Order 

(most recent revised edition).

If any part of this Constitution Is found to be illegal or invalid 

for any reason whatsoever, this shall not affect the validity of 

Che remaining portions of this Constitution.

Officers at every level shall take the following Oath of Office:

"I swear/affirm Chat I will uphold the Constitution 

of the Coalition of Labor Union Women and work to 

further the goals of the Stacexaent of Purpose."

"Upon vacating the Office to which I have been elected,

I shall turn over to my successor all documents, records, 

and monies which are the property, of CLUW."
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Section 7 The use of the name. Coalition of Labor Union Women, or Its

nbbrcvl.itIon, CLUW, shall be confined to chartered local CLUV 

Chapters,
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COALITION OF LABOR UNION WOMEN

RESOLUTION ON ABORTION RIGHTS .AND HYDE .A'ENDNENT

Passed: 1977 Convention
Winter 1977 NE3

WHEREAS: The Supreme Court decision of January, 1973 establishing legal right
to abortion was a landmark victory for women's rights in particular, 
and

WHEREAS : Safe abortion, was thereby made available to all women through medical
plans and Medicaid, and

(VHEREAS: The Hyde .Amendment to the LABOR - HEW appropriations bill voids all
Medicaid funds for abortion, and

WHEREAS: On June 20, 1977 the U.S.Supreme Court ruled that states have the right
to deprive low-incorae women of government funds for abortions, and

WHERE.AS: On June 29, 1977 the Supreme Court vacated the injunction banning
implementation of the Hyde Amendment taken together these actions 
will deprive 300>000 women ever/ year of safe, legal abortions, and

•VHEREAS : Those spearheading the Hyde Amendment have let it be known their target
is all women's right to abortion and ultimate defeat of the ER.A, as 
well, and

'WHERE.AS: Elimination of medicaid payment for legal abortion can pave the way
for eliminating coverage of legal abortions from medical plans,

THEREFORE BE IT RESOLVED :
1. CLUl'/ reaffirms and makes known its unconditional support to a 

woman's right to choose abortion and its opposition to any con­
stitutional amendment prohibiting abortion, and

2. CLUIW make known its opposition to the Hyde Amendment and the 
Supreme Court rulings denying medicaid payments for abortion, and

3. CLUW demand that the various states continue to provide medicaid 
funds for abortions, and

4. CLUW urge the labor movement to take action to block any other 
anti-abortion moves and to defend legal abortion, and

5. In pushing for National Health Insurance we demand that any such 
plan guarantee coverage for legal abortions, and

6. CLUW condemns all practices and programs of mass sterilization as 
a means of birth control, and demands that there be a safeguard 
against its abuse.
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RESOLUTION ON ScX DISCRIMINATION IN H:4PL0Y}ENT

Passed: 1977 Cor.ver.aicn
■.fir.ter 19‘7 NES

The Coaliticr. of Labor Union Nonen declared in ios soaoensr.t of 
ptirrcse ao i:s founding that one power of unions nuso increasingly be broughz 
CO bear on employers who continue to profit by dividing workers on sex, race 
and age lines. The founders committed the members of CLUW to working through 
their unions to achieve positive action against the discriminator:/’ practices 
that take wages and benefits away from minorities and women.

On Ma:/- 31, 1973, CLUîY underlined its commitment to positive action 
against discrimination in a resolution adopted by the National Coordinating Com­
mittee that pledged renewed efforts toward the organization of -women, the dis­
tribution of information about equal employment law, the promotion of ncndiscrim- 
inatof/ job posting and job bidding, and the elimination of unemplc:rr.ent. The 
Coalition further pledged itself to vigilant action within our 'unions to see that 
their own houses are in order with regard to discrimination against women and 
minorities, and that the full force of their representation of employees is used 
in the fight against discriminator;/ contracts and practices .

Despite the commitment evidenced 'oy this resolution, and the hard 
work of women both in and out of CLUl'f, the position of women -workers in the market 
has, if anything, worsened in the last rwo years. The effects of continuing dis­
criminator:/ practices against women have been aggtravated by a stagnant econom:/.
Between lS7a and 1975, labor -unions lost aOO,DOO women, most of them undoubtedly 
victims of high unemployment and discriminatotr/ hiring, assignment and promotion 
policies of employers. This loss has comer: spits of the fact, as shown by a recent 
AFL-CIO poll, that women in an even greater number than ten are convinced working 
people need labor -unions to protect their rights, F'urther women's efforts to actively 
pursue their rights through legal action have had to contend with an increasingly 
hostile majority of the men on the Supreme Court.
THEREFORE, IT IE IMPER-iTrvE THA.T: CLUW again declare itself committed to taking
positive action within the union movement against sex discrimination, and
FURTHER 3E IT .RESOLVED TH.iT: CLlTi'/ set out specific steps to activate this commitment.
Accordingly, the Coalition of Labor Union Women adopts the following resolution, 
in'- two parts ;

1. CLUW shall adopt a program to analyte employer practices and contracts 
under which union women work. The program will encourage women to work with their 
unions at the local union level to identif:/ discrimination and seek its elimination.

The program shall include the development and distribution of sex dis­
crimination checklists and cuestionaires'for women workers and their unions to use 
for securing data and analysing employer practices and contracts.

(over)
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Thft National Executive Board or CLÛ 'J shall require the chapters to 
monitor the results of the sur/eys of employer practices and contracts, and report 
to the CLUIV National Executive Board on a regular basis. Nhere discriminatory 
practices are found, CLUÎV will seek to have working women union leadership at all 
levels act to achieve bargaining power using, in long-standing trade union tradition, 
all legal means including the filing of charges with appropriate federal and state 
agencies.

The National Executive Board of CLLTV will pursue the possibility of 
obtaining outside funding, to supplement what CLlTiV shall provide for the implementation 
of this program.

2, CLUW will encourage women to seek office at all levels of.the union 
movement so that its leadership ranks will more accurately reflect the membership 
makeuo.
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Passed: 1977 Convention
Winter 1977 NEB

I'/HEREAS: In our Statement of Purpose we affirm in part: "Until final passage
of the ERA, CLUIV will make the fight for the ERA a priority through 
mass actions and an educational campaign," and

WHERE.AS: Adoption of the ERA would be a giant step towards achieving equality
for all, a principle fundamental to the Labor Movement, and

iVHERE.AS : The labor movement has led the way for years in combatting discrimin­
ation of all kinds and has strongly supported passage of the ERA, and

'.VHEREAS: Close votes in many of the unratified states show the difficulty of
the task that lies ahead, and

'VKERE.^: The ERA is being used as a rallying issue by such right-wing groups-
as STOP ERA movement, and

WHEREAS: These groups have resorted to the use of misinformation, emotional
rhetoric and distortion to influence state legislators and the 
public, and

'VHEREAS : They are using the ER.A in many states to build an organisational
apparatus to promote anti-labor and other right-wing causes, and

WHERE.\S: The stagnation of ratification has encouraged the courts and Congress
to roll back some of the gains made by women under Title 7 and in the 
field of maternity benefits and the right to legal abortions, and

-VHEREAS: March 1979 is the deadline for final ratification, emphasising the
emergency need for massive pro-ERA efforts, therefore be it

RESOL’/ED THAT: The Coalition of Labor Union Women's National Convention call on
its chapters and the national and local unions to redouble their efforts in the 
struggle to ratify the ERA; to increase their educational efforts to inform their 
members of the facts about ER.A at conferences and educational meetings, etc.; and 
to work closely with other groups mobilising support for ERA; and where appropriate 
to establish ERA coalitions,
3E IT FURTHER RESOLVED THAT: CLUW members work within the Labor Movement through
their International Unions, State Federations and Local Unions to demand that the 
records and votes of state legislators in their stand on ERA be carefully scrutinised 
and considered before endorsement and oolitical suooort are given.
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264REAFFIRMATION OF RESOLUTION ON

AFFIRMATIVE ACTION AND SENIORITY
Passed: 1977 Convention

Winter 1977 NEB

The Coalition of Labor Union Women, in its statement of purpose, adopted at it founding, 
agreed upon the following basic beliefs about affirmative action:

*Employers continue to profit by dividing workers on sexual, racial and ages lines. 
This encourages the segregation of job classifications and results in wage and benefit 
losses to women.

*The power of unions must increasingly be brought to bear through collective bar­
gaining to correct these inequities. The coalition will seek to encourage women, through 
their unions to recognize and take positive action against job discrimination in hiring, 
promotion, classification and other aspects of work.

*We must become more knowledgeable about the specifics of collective bargaining to 
correct these inequities. The coalition will seek to encourage women, through their 
unions to recognize and take positive action against job discrimination in hiring, pro­
motion, classification and other aspects of work.

*We must become more knowledgeable about the specifics of collective bargaining, 
and of contract clauses and work-place practices that discriminate against us. We must 
be more informed about what is and can be done within the labor movement to correct 
these situations.
In the 15 months since these principles were enunciated, the national economy has de­
teriorated, and women, particularly non-unionized women, have been pushed back many 
of the steps they won toward equality in the work place. Accordingly, "the Coalition 
of Labor Union Women adopts the foiling resolution in three parts;

1. In regard to employers, RESOLVED:
That CLLTW pledges itself to renewed efforts to organize unorganized women, noting 

that unionized women suffer proportionately less in layoffs and nothing that a union 
contract provides almost the only safeguard against capricious or selective layoffs, 
which most harm women and minority group members;

That CLUW pledges itself to provide information to women workers about their job 
rights under Title VII equal employment opportunity guidelines, the Equal Pay .Act and 
pertinent executive orders;

That CLUIV will support efforts to see that employers provide training and re­
training programs to allow women to move into non-traditional jobs to promote job 
posting and job bidding in ways that open new fields to women and minority group 
members ;

That CLIBV will continue its exploration of ways to promote full employment and 
to place the cost of discrimination upon the employer rather than the worker, and will 
press for legislative action where appropriate, to bring governmental or tax support into 
areas under the threat of layoffs or closures.
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2. In regard to our unions, RESOr/ED:
That CLIT.V and its members will take vigilant action in their unions to see that 

seniority for all purposes is measured on the widest possible base in any work place, 
thereby safeguarding workers against layoffs that run counter to seniority;

That CLUW members will seek to improve the seniority system in their unions and 
eliminate those aspects that have not ser/ed women and minority workers fairly;

That CLUÎV members will monitor recall and rehiring actions in their unions closely 
to see that contract clauses are carried out;

That where unions have hiring halls or apprentice programs, CLUW members will 
insist that their union's control over hiring does not work to the detriment of those 
suffering the effects of long discrimination;

That CLUW and all its members will press our unions to put their own houses in 
order with regard to discrimination against women and minorities wherever it exists 
and will urge that the unions themselves :

a. Evaluate all contracts and eliminate provisions and practices that permit 
discrimination;

b. Bargain for affirmative action programs and then monitor the results;
c. Establish procedures under the union constitutions for redress of sex-discrim- 

ination problems within the rank and file or the union structure, and
d. Undertake affirmative action hiring and training in the union headquarters.
3. With regard to all women unionists, RESOLVED:
That CLÛ 'f will assist women trade unionists to pursue through local union procedures 

any charges of discrimination, and if no satisfactory response is offered by the local 
union, it will assist such women to pursue methods outlined in the union's constitution 
for redress. To secure information about such procedures, the CLUW chapter will review 
the union's constitution and turn to the NCC representative from the union concerned.

4. FURTHER RESOLVED; CLUV denounces the recent decision by the U.S. Supreme Court 
which requires minority and female victims of discrimination to prove "intent" to dis­
criminate in order to substantiate their charges of discrimination;

5. AND BE IT FURTHER RESOU/ED: CLuTV strongly opposes legislation pending in the 
U.S. Senate which would prohibit the use of federal funds to enforce affirmation action 
programs.

6. .AND BE IT FURTHER RESOLVED: CLUTV calls for the strengthening, and necessary
increased funding and staffing of the Equal Employment Opportunities Commission in order
to make.it an agency capable of dealing swiftly and forcefully with discrimination complain:

7. .AND BE IT FURTHER RESOLVED: CLUW calls for a united movement of organized labor, 
civil rights and women's groups to carry further the fight for affirmative action and to 
actively oppose all moves, legislative, or judicial to set it back.
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RESOLUTION ON KENNEDY-COR^LAN HEALTlt SECURITY ACT
Passed: 1977 Convention

Ninter 1977 NEB

'VHEREAS: The Coalition of Labor Union Women are concerned with quality
health care and comprehensive medical insurance coverage; and

WHEREAS : Health care coverage is not only a problem of organized labor
but a national problem that cannot be effectively provided for 
through collective bargaining; and

WHEREAS : The Kennedy-Corman Health Security Act provides for the reform
of our present health care system and will guarantee the basic 
right of health care for everyone; and

WHEREAS: Comprehensive health care is a problem to women in particular
with current discrimination against women in the present system 
of health insurance programs; and

THEREFORE BE IT RESOLVED THAT: The Coalition of Labor Union Women call upon
the U . S. Congress to pass the Kennedy-Corman Health Security Act, and for
President Jimmy Carter to sign it into law.
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WHEREAS : The Supreme Court of December 7, 19"6 ruled in the case of General
Electric vs, Gilbert, that it is not discrimination within the meaning 
of Title VII to exclude pregnancy and related disabilities from other­
wise comprehensive insurance plans, and

>VHEREAS: Many women temporarily disabled by pregnancy and childbirth will be
forced to take a leave without pay. The resulting loss of income may 
have a devastating effect on the family unit, and

WHERE.AS: One out of every ten babies is b o m  to a single, divorced or widowed
mother, and

WHERE.AS : There are thirty-nine million women who are working or seeking work.
Twenty-five million of these women are doing so because of the need 
to support their families, because they have husbands who earn less 
than 37,000 a year, or because they are single, divorced, or widowed, 
and

iVHERE.AS : The National Fertility Survey recently conducted at Princeton showed
that 44 percent of births to married women were unplanned; 22 percent 
of first births occur in the first eight months of marriage, and

'VHERE.AS : By this action, the Supreme Court overruled the pregnancy guidelines
of the Equal Employment Opportunity Commission as well as six Federal 
Appellate Courts and eighteen Federal trial courts, all of which had 
ruled that pregnancy-related disabilities must be treated the same as 
any other temporary disability for all job-related purposes, including 
any health, disability insurance, or sick leave plan, and

WHERE.AS; The Court mads it clear that the only way to make sure that pregnancy
discrimination does not continue is for Congress to clearly indicate 
through legislation that such discrimination is illegal.

THEREFORE, BE IT RESOl'/ED:
1. CLUIV at the 1977 Convention in Washington, D.C., strongly support 
legislation introduced by Senator Harrison Williams, (D. ,.NJ,S .995) 
and Rep. .Augustus Hawkins, (D.Calif., HR 5053) that would require 
employers to treat pregnancy-related disabilities the same as all 
other temporary disabilities, and
2. That all unions be urged to include in their contracts, negotiated 
with employers, clauses that would require the employer to treat preg­
nancy-related disabilities the same as any other temporary disability.
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COALITION OF LABOR UNION WCNEN
RESOLUTION ON INIMUNI CATION
Passed: 1977 Convention

Winter 1977 NE3

The Coalition of Labor Union Women seconds HEW Secretary Joseph A, Califano's oer- 
ception that the involvement of organized labor is important to the success of the 
national Immunization Initiative being directed by the Center for Disease Control.
There are some 20 million American youth either not or under-protected against such 
immunizable juvenile diseases as diptheria, measles, polio, tetanus, whooping cough, 
etc. .And, as .AFL-CIO President George Meany observed in his statement on the program, 
"Conditions favoring the resurgence of juvenile diseases... have developed in the country."
.And these ailments can do much more than put a child in bed for a couple of days: 
they can precipitate such persistent conditions as brain damage, deafness, heart disease, 
miscarriages, and retardation. Moreover, they can strike at working adults -- such 
as teachers and daycare personnel, grocer/ and department store workers, etc. -- who 
come in frequent contact with children.
But systematic immunization is most effective against these diseases. In the twenty 
years between 1954 and 1974, the incidence of polio dropped from 33,000 cases to 7 
cases. So, preventive medicine involving the total community -- health departments, 
parent-teacher groups, school systems, and local unions -- can eliminate the danger 
they pose before it becomes epidemic.
The Coalition, then, recommends that its members —  working through such channels as 
their central bodes, AFL-GIO-CSA liaison representatives, etc.-- particularly actively 
in immunization projects aimed at these diseases.
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WHEREAS: The House or Representatives has given evejr/ American's political
dream to postal and federal employees, the right to be involved 
in the political structure of this country/, and

'VHEREAS : The Senate Sub-Committee on Civil Service and General Service of
the Governmental Affairs Committee has been slow in discussing 
the Hatch Act, S.SO, and

WHEREAS: The foes of the Hatch Act are gearing up their hate campaign,
THEREFORE, LET IT BE RESOLVED THAT: CLUîV supports and make an all out effort
to wire and write President Carter and all Senators to adopt without further 
delay, 5.30, which will give postal and federal employees the same right to 
be involved in oolitics as anv other .American.
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RESOLUTION ON CHILD CARE LEGISLATION
■_or.venticr.

rensed ies
.sing number of children who need care
■ores. There are only about 1 mi11 ion
cars centers and dav care homes

'3-T xp:

■.'/HEREAS : There r.zs beer, a draAari: increase in "he r.ur.ber of vozer.
entering the work forte. Alzost OS zillitn children tnder the age tf 13 
have zothers who work outside the home. 5.3 zillion of these children 
are under 5 years of age. There are now over 1 zillion -ore pre-schoolers 
with working zothers than there were in 1970.

’.'/HERE.AS : Most of these women work because they zust, out of economic necessity.
At least 12 zillion children of working mothers are in female headed 
households where the median income is 36,193, if the mothers, and 
33,"50 if she does not.

■'Tf.ERE.AS : Tine increase in the number of 1;
has not kept pace with the incrs 
as their zothers enter the work 
places available in licensed da;.
United States.

■'\HERE.AS : Evidence continues to mount that the first five years of life are
critical in the total development of the individual. Quality compre­
hensive child cars facilities can offer the kind of environment which 
will help children move in the direction of reaching their maximum 
potential physically, intellectually, socially and emotionally.

TriER£.AS: Participants in the CLlr.'/ Child Cars Seminar visited child cars facilities
in Israel, Sweden and France and found that those facilities help to 
strengthen families where zothers work outside the home. In the three 
countries visited trade unionists were in the forefront of the movement 
to have their respective governments provide mors and better facilities, 
particularly for the children of working mothers.
Here in the United States, zany working zothers are members of labor 
unions and are looking to the labor movement for leadership in working 
for more child care facilities.

THEREFORE, BE IT RESOLv'ED IrLAT: CLUW support universally available child care facilitis;
which would zest the full range of children's developmental needs, include parent 
and 'union participation and a flexible deliver;' system which meets the individual 
needs of families and communities and the restriction of federal funds to public and 
non-profit agencies only.
FURTHER BE IT RESCL/ED THAT: There be established a national CLUW child care task
force which will be charged with the restonsibilitv of:

7 Acting as a catalyst to bring local and national organications tc-
work for the passage or cnc.c care legislation.

Cover]
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2. Mobilising CLUW r.enbers no urge tneir resoecoive 'unions 
end the labor rovar.enn as a whole to make comprehensive ohilt oars
-ecrs.anion a

<^n a ■■ » a —  m  *T»7
a " ^  T "* a  ̂  a  •n’ u ^ ^ a

3E IT FURTHER ?ZSC^,3C THAT; CLC.v members will also work 
to make the provisions of child care for its members' children an icsm 
for negotiamicn in collacmiva barcainino.



APPENDIX E

272



NON-FRA AND RIGHT-TO-WORK STATES 
MARCH 1979

273

NQN- RAT IF IED  STATES RIGHT-T O-WORK STATES
A LA B A M A AL A B A M AA RI Z O N A AR I Z O N AARKANSAS AR K ANSAS
FL ORIDA FLORIDAG EO RGIA G EORGIALOUISIANA LOUISIANAMISSISSIPPI MISSISSIPPINEVADA NEVADAN ORTH CAROLINA NORTH CAROLINA
S OUTH CAROLINA SOUTH CAROLINAUTAH UTAHV IR GIN I A VI R GINI AILLINOIS IOWAMISSOURI KANSASO KL AHO M A NEBRASKANORTH DAKOTAT E N N ESS EETEXAS

S OUTH DAKOTAWY O M ING
NOTES TO MAP

As THE MAP SHOWS, T H E RE  IS LITTLE DIFFERENCE BET WE EN THE STATES WHICH 
H AV E R I G HT- T O -WO R K  LAWS AND THOSE WHICH HAVE NOT R A T I F I E D  THE EQUAL
R i g h t s  A m e n d m e n t  t o  t h e  Co n s t i t u t i o n ,
Of t h e  20 R I G H T - T O - W O R K  STATES, 12 HAVE NOT R AT IFIE D  ERA. Of THE 15 STATES WHICH HAVE NOT RATIFIED ERA, ONLY THREE ARE NOT RIGHT-TO-WORK S T A T E S .
Is THERE A C O N N E C T I O N ?  YoU BETCHAI T h E FORCES W H I C H  OPPOSE WOMEN'S 
RIG H TS ARE THE SAME FORCES WHICH HAVE TRADITIONALLY OPPOSED WORKERSRIGHTS, W h e r e  t h e s e  r e a c t i o n a r y  f o r c e s  a r e  e n t r e n c h e d , t h e y  w i l lM A N A G E  TO UNDER MI NE UNIONS AND B L O C K  EQUAL RIGHTS U N T IL  THE PEOPLE
c a s t  t h e m  o u t .
It  IS TIME FOR A C H A N G E  I

SUPPORT ERA NOW:
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