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THE WOMEN'S BUREAU: IS IT MEETING. THE
NEEDS OF WOMEN WORKERS?

THURSDAY, JULY 26, 1984

HOUSE OF REPRESENTATIVES,
MANPOWER AND HOUSING SUBCOMMITTEE

OF THE COMMITTEE 04,1 GOVERNMENT OPERATIONS,
Washington, DC

The subcommittee met, pursuant to notice, at 9:35 a.m., in room
2241, Rayburn House Office Building, Hon. Barney Frank (chair-
man of the subcommittee) presiding.

Present: Representatives Barney Frank, Major R. Owens, Joe
Kolter, John R. McKernan, Jr., and Dan Schaefer.

Also present: Stuart Weisberg, staff director and counsel; Joy Si-
monson, staff investigator; June Saxton, clerk; William Zavarello,
assistant clerk; and Nan Elwood, minority professional staff, C.)m-
mittee on Govc-nment Operations.

OPENING STATEMENT OF CHAIRMAN FRANK
Mr. FRANK. The hearing of the Subcommittee on Manpower and

Housing of the Committee on Government Operations will be in
order.

We are meeting today under our oversight responsibilities to con-
duct the first hearing this subcommittee has had on the Women's
Bureau a very important component of the U.S. Department of
Labor.

The ommittee has heard from various people who have worked
in the past with the Women's Bureau about some concerns they
have had, concerns that the general direction of this administra-
tion htis been away from many of the areas that the Women's
Bureau has taken in the past. One of the concerns we will be ad-
dressing is the extent to which the general orientation of the ad-
ministration has led to some diminution of activities of the sort
that the Women's Bureau has done in the past.

There is also concern widely expressed in communications to me
by some people who are afraid that there was some effort to dis-
mantle or reduce the Women's Bureau.

I expect that there will be differences of opinion expressed today,
but I think one issue on which there will be no difference is on the
need for a continuation of the Women's Bureau, and, in fact, I
would suspect that most of us here would be for an expansion of its
budget and of its staff.

So I should make it very clear to everyone that I don't think
anyone here is asking for a reduction of the Women's Bureau, and

( P
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particularly whoever stimulated those schoolchildren in Chicago to
write to me and ask me to protect the Women's Bureau from Presi-
dent Reagan, I want to assure them, I'm going to do r do
that, and we will address those letters and others t.,. way.
There was certainly no effort to cut back the Bureau's

I also want to apologize for the inadequate physics I

am a relatively junior subcommittee Chair. Bigger rooms go +o rel-
atively senior subcommittee Chairs. I do apologize. We will try to
accommodate.

Let me say that the Chair should announce that today I make an
exception to my usual rule. I will not be smoking during the hear-
ing. I would hope that other people in this very crowded room
would also abstain, and we will try and do e. Jrything else we can
to accommodate people.

If there are vacant chairs, I hope people will please feel free to
take them. I hope no one will be putting books or anything else on
chairs, because we are going to try to accommodate people as much
as possible.

I would also ask, if there are working press people who are here
who need access to the table, that they be allowed to have it. So if
there are working press who need writing space, I hope people will
accommodate them.

As I said, the Women's Bureau is a very important expect of our
effort to provide equality in this socie;y. There have been views ex-
pressed, which we will hear of in greater detail today, that the
Bureau has not been able to function these past few years with the
same independence it had in previous years. There will be people
who will disagree with that viewpoint, and I think we have a fairly
.extensive set of hearings which will air all the viewpoints.

We are, of course, not able to accommodate everyone who wishes
to testify. We have expanded the hearing list some these last few
days by people who want to testify, and we will, of course, keep the
hearing record open, and if anyone, in response to what is said
today, would like to submit statements, we will accept those state-
ments.

Mr. McKernan.
Mr. MCKERNAN. Thank you, Mr. Chairman.
I'd just like to echo your statements and add that I think all of

us here are interested in expanding the role of the Women's
Bureau.

I also want to thank you for the decision not to smoke. That af-

fects me a lot mere than it does all of you, I can assure you, al-
though I'm impressed that our chairman has found a way to im-
prove the quality of his cigars in recent hearings.

Let me just say, though, that I hope this will be a constructive
hearing. I hope that we will be able to really talk about what we
are going to be able to do in the future with the Women's Bureau,
because I'm convinced that the Women's Bureau has served us well
for over the last 64 years. I'm sure that we can do even more.

I've had a number of chats with people on the staff. I've met
with Dr. Alexander, and I know 'f her interest in expanding the
role of the Bureau and making sure that we really serve the needs
of working women today,
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We have to realize that today, more than ever before, we have
people who are in the workforce in two-parent families; we have
single-parent families; working women are a reality in this coun-
try, and 53 percent of the women are now working; and the
Women's Bureau, if it ever had an important role, has an even
more important role today.

Back when it was first formed, I think people didn't give the jus-
tice that was due to that Bureau, and perhaps we have riot had the
resources that have been necessary, even though the Bureau has
done an outstanding job, I think, with the resources available to it.

I think that in the 1980's and beyond, we need to expand the role
of the Bureau, arid I hope that thr,t will be the tone of this hearing
todaywhat can we do to provi6:, even better services to working
women. I'm sure that there are going to be some disagreements on
what has taken place in the past, but I hope that at least by the
end of the hearing we will be talking about what we can do to im-
prove the Bureau, so that it can better serve working women in
America today.

Thank you, Mr. Chairman.
Mr. FRANK. Mr. Schaefer.
Mr. SCHAEFER. Mr. Chairman, I don't have a lot to add, but I'm

looking forward, of course, to this hearing this morning, particular
in view of its long existence. I can only reflect on what my col-
leagues have said so far and. to point out that we only are talking
about 79 employees nationwide, which is a commendable thing per-
taining to what they have been doing.

I think my most important thought this morning is to see indeed
where our tax dollars are being spent and how they are being
spent, and I think this is the most important thing, and I'm just
here to welcome the witnesses today and listen to what is going on.

Mr. FRANK. Thank you, Mr. Schaefer.
One last announcement. If there are any people here in the audi-

ence who have particular difficulty, for whom standing is a special
problem, people who have any kind of physical or other problem
that make standing a problem, come up and join us here. We can
certainly share the empty seats here. If the members come back,
we'd expect you to get up. Otherwise; you are welcome to them.

We will begin with our colleague, Representative James McNulty
from Arizona.

Mr. McNulty.

STATEMENT OF HON, JAMES F. McNULTY, JR., A
REPRESENTATIVE IN CONGRESS FROM THE STATE OF ARIZONA

Mr. MCNULTY. Mr. Chairman, will you find me in flagrante de-
licto if I don't wear my jacket?

Mr. FRANK. Well, if that's your idea of a good time, I suppose.
Mr. MCNULTY. I'll interpret that for you later.
Good morning to you, Mr. Chairman, Mr. McKernan, and Mr.

Schaefer.
I'm here this morning from southern Arizona and with the con-

siderable help of Alison Hughes, a member of my staff, who was
the first director of the Tucson Women's Commission and who has
now, to my distress and joy, been accepted to the John F. Kennedy
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School of Government, placing that incident in terms of mixed feel-
ings on a par with the undertaker that has to look sad at a $5,000
funeral.

My concern today is the threction of the Women's Bureau, the
Department of Labor. That thing has been around since 1920 and
for 64 years has had a good reputation as a governmental paceset-
ter, but certain recent actions taken by the Women's Bureau have
produced this inquiry, which may be the first of its kind over that
long ')eriod of years.

My concern arises from the fact that Arizona women's organiza-
tions, which have received excellent services from the Bureau, have
seen a reduction of those services in recent months, and the modifi-
cation of those services can be directly related to the Bureau's deci-
sion to change its structure in San Francisco.

The Women's Bureau was established by an act of Congress and
has a responsibility to Congress to respect and uphold laws passed
by Congress, and i want to inquire whether that respect is still
present in the degree that it should be.

The issue of the elimination of the Wonien's Bureau Region IX
job-sharing directorship came to my attention last October when
constituent groups indicated concern about this.

In November I made an inquiry into the situation through the
Secretary of Labor. The Secretary's response on February 24, 1984,
said the "job sharing in the Bureau's San Francisco office was es-
tablished on an experimental basis."

The Bureau's position was that it undertakes experimental ini-
tiatives to identify issues and develop policy recommendations con-
cerning things that relate to women in the labor force, and I think
it's curious that the Bureau would undertaken an experimental ini-
tiative on something already analyzed and debated by Congress
and which has at least in part been sl-aped into a new law, the
Federal Employees Part-time Career Employment Act of 1978.

When Congress passed that law, its Members had reviewed re-
search on part-time and flexitime and compressed workweek con-
cepts.

It's curious to me, too, the Bureau would make an administrative
decision which I think is akin to reinventing the wheel on an issue
laid to rest by Congress. If the Bureau's intent was to make recom-
mendations for a change in the law, if it concluded that job-sharing
was not administratively feasible at a particular grade levelwas
that, I wonder, the Bureau's intent?

Could the Bureau not better use its staff time to develop policy
recommendations concerning issues under debate in Congress like
comparable worth, for example?

I'd welcome their' recommendations if they experimented with
the pay equity concept, a subject on which I think they have taken
no position.

The action in San Francisco, I think, was unjustifiable, in using a
reduction in force concept to eliminate two long-term Women's
Bureau employees with good reputations, Madeline Mixer and Gay
Plair Cobb.

I thought it was inappropriate, since to my understanding the
San Francisco office of the Bureau now has three full-time employ-
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ees instead of two half-time employees it formerly had. I hope the
committee will find out if I am accurate on that statistic.

1p,my inquiry to the secretary, I was advised that the Bureau's
policy supported alternative work patterns for persons in the work
force and that the Bureau would continue to explore part-time op-
tions for the staff. If that's the policy, the actions in San Francisco
are contradictory.

I'm familiar with the contributions that Ms. Mixer and Ms. Cobb
have made to the women of Arizona, and I think it's a sad thing
when outstanding work is rewarded by job elimination.

Ms. Mixer has been very active in Arizona in work establishing
the Tucson and the Arizona Women's Commissions as well as pro-
moting entry of women into trades and the establishment of Arizo-
na Tradeswomen Inc.

Ms. Cobb's work in the State has included promoting women's
network groups and such things as the Black Women's Awareness
Conference, and in urging, so importantly, the school system to
at...apt curricula which encourage students to enter nontraditional
careers. Those are substantive activities which have far-reaching
effects.

So when we received the information that we did that the
Bureau, since December sometime, has sponsored a workshop on
the Job Training Partnership Act in Phoenix in March, which ac-
tually followed one that Ms. Hughes and my staff put on in Decem-
ber, and that there hasn't been done much else, we have to say
that we are dissatisfied that the Bureau has done inadequate work
in continuing efforts to support women's committees, has done in-
adequate work in participating in continuing community debates
on the issue of pay equity and other issues, and I hope some impe-
tus could be given to the Bureau to move directly and quickly in
that directi,:n.

Thank you, Mr. Chairman.
[The prepared statement of Mr. McNulty follows:]
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Testimony by Congressman Jim McNulty before the
Subcommittee on Manpower and Housing, Committee on Government
Operations, U.S. House of Representatives

July 26, 1984

I am here today because I am concerned about the,direction in which

the Women's Biireau of the U.S. Department of Labdr is going. The Bureau

was established in 1920, the same year women got the vote. For 64 years

it has had a solid reputation for being a governmental pacesetter in its

, efforts to catalyze constructive changes to ensure women achieve equality.

It is unfortunate that certain actions taken by the current Women's

Bureau have produced a Congressional investigation into the Bureau,

possibly the first of its kind in 64 years.

My concern rises from the fact that Arizona women's organizations which

hisve received excellent services from the Bureau have apparently

experienced a marked seduction in these services in recent Alonths.

And it appears that the modification of services can be directly

Wilted to the Bureau's decision to change its administrative

structure in the San Francisco office.

My concern rises from the fact that because the Women's Bureau was

established by an act of Congress, it has the responsibility to Congress

to respect and uphold the laws passed by Congress, and it appears that

such respect is missing.

The issue of the elimination of the Women's Bureau's Region IX job-

1.1
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sharing directorship came to my attention last October when

constituent groups indicated concern about the Women's Bureau.

In early November I made an inquiry into this situation through

the Secretary of Labor. The Secretary's response to this inquiry,

written on February 24, 1984, indicated that "job sharing in the

Bureau's San Francisco office was established on an experimental

basis." The Bureau's position was that it undertakes experimental

initiatives to identify issues and develop policy recommendations

concerning the issues that relate to women in the labor force.

It is curious that the Bureau would undertake an experimental initiative

on an issue already analyzed and debated by Congress, and one which

had been shaped into a new law: The Federal Employees Part-time

Career.Employment Act of 1978i

4
When Congress passed that law its members had already reviewed a

sizable amount of research on part-time, flexitime, and compressed

workweek concepts in the Federal government.

It is curious, too, that the Bureau would make an administrative decision

to reinvent the wheel of research on an issue already "laid to rest"

.by Congress. I wonder if the Bureau's intent was to make recommendations

for a change in the law if it concluded that job-sharing was not

administratively feasible at a particular grade level.

Would not the Bureau better use its staff time to develop policy

recommendat s concerning issues currently under debate in Congress
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(comparable worth, for example)? We would certainly welcome the

Bureau's recommendations if it experimented with a "pay equity"

concept in the Bureau and made recommendations on the issue. ( I

understand the Bureau has not taken a position on this issue.)

The Bureau's administrative action regarding its San Francisco office

w in my opinion unjustifiable. To use the "RIF"

(Reduction in Force) system to eliminate'two long-term Women's

Bureau employees with excellent reputations, Madeline Mixer and

Gay Plair Cobb is inappropriate, especially since, to my understanding

the San Francisco office of the Bureau now has three full time

employees instead of the two half-time employees it had aboard prior

to the. RIP. In my inquiry to the Secretary I was advised that the

Bureau's policy fully supports alternative work patterns for persons

in the work force, and that the Bureau will continue to explore part -

time options for its staff. If this is the policy of the Bureau, its

actions pertaining to the San Francisco directors seem to be a

contradiction.

I am familiar with the contributions Ms. Mixer and Ms. Cobb have made

to the women of Arizona and it is a sad thing when outstanding work

is rewarded by job elimination, or even by offering them an opportunity

to lob share at the "next level position."

Ms. Mixer is well known in Arizona for her work in establishing the

Tucson a,id Arizona Women's Commissions as well as her activities to

promotc the entry of women in the trades and the establishment of
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Arizona Tradeswomen, Inc. Ms. Cobb's work in my State has included

promoting women's network groups and by -upts such as the Black

Women's Awareness Conference, and in urging the school system to

adopt curricula which encourage students to enter non-.traditional

careers. These are the kinds of substantive :ivitios which wear

well and which have fai-reaching effects in promoting wome. 'a equality.

When I sought information on what activities the Bureau had generated

in Arizona since the elimination of Ms. Mixer and Ms. Cobb's position,

I was informed that the Bureau had sponsored a workshop on ,ITPA in

Phoenix in March. This workshop followed one I had sponsored in Tucson

on December 12 on which my staff had originally worked with Ms. Cobb

Apart from these sessions, it appears that the Bureau has done little

to continue its work with the women's commissions, or Arizona Trades-

women, or to participate in continuing community debates on the issue

oi pay equity.

Mr. FRANK. Thank you very much Mr. McNulty.
At this time, if there is no objection, I would like to enter into

the record the stateiaent that was submitted by Alison Marshall
Hughes, who is former executive director of the Tucson Women's
Commission and who has been a staff member for Mr. McNulty.

[The prepared statement of Ms. Hughes follows:}
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July 17, 1984

Honorable Barney Frank, Chair
Subcommittee on Manpower and Housing

Room B 34Q A
Rayburn House Office Building
Washington, D. C. 20515

Dear Congressman Frank:

The enclosed testimony is directed to the functioning of the Women's

Bureau of the U. S. Department of Labor, grticularly to the work

of the Region IX arm of the Bureau during a six year period.

From 1976 - 1982 I served as Executive Director of the Tucson Women's

Commission, and for five years was an active member of the Arizona

Women's Commission. During this period I worked very closely with

Bureau staff at the regional level and developed first-hand knowledge

about the Bureau and its functioning.

My testimony is not intended to negate the good intentions of the

current staff of the Women's Bureau. Rather, I offer it in order

to say with pride that the Region IX directors did an outstanding

job of serving the needs of Arizona's female constituency, and that

their job sharing capacity served to our benefit.

It is my sincere hope that your hearing will 'positively affect the

functioning of the Women's Bureau and encourage a strong advocacy

role on behalf of women.

Sincerely,

.

,/,/

Alison M. Hughes

1 5
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TESTIMONY TO THE SUBCOMMITTEE ON MANPOWER AND
HOUSING, COMMITTEE ON GOVERNMENT OPERATIONS,
U. S. HOUSE OF REPRESENTATIVES

Submitted by Alison M. Hughes
Tucson, Arizona

July 17, 1984

WOMEN'S BUREAU, U. S. DEPARTMENT OF LABOR

The Women's Bureau's Impact
in Arizona

TheWomen's Bureau historically played a strong role in the establishment of
women's commissions. In Region IX, the regional director Madeline Mixer
was instrumental in the initial establishment c, the Arizona and Tucson
Women's Commissions. In 1975 she visited Tucson and met with members of our
City Council as well as members of an ad hoc community task force established
to create a Commission. She also met if-5i state level with women who were
working to reestablish a Governor's Commission on Women under Governor Castro.
Her purpose was to share information on the role commissions could play in
government as well as in the communities and states in which they were located.

Once the Tucson Women's Commission and the Arizona Women's Commission were
established we continued to stay abreast of national issues affecting women
through our continued workipi, relationship with the regional director of the
Bureau.

It was through Madeline Mixer's efforts to promote women in the trades that
the Tucson Women's Commission became the first Arizona women's organization to
establish programs in this area. With the regional director's assistance, in 1977 we
organized our first community-wide workshop for women on how to enter construction
trades., Ms. Mixer visited Tucson for the occasion and met with labor leaders whom
we had invited to participate in the workshop. She also served as a speaker at the
workshop which attracted over 60 women and which inspired many of them to apply
to cuter apprenticeship training programs.

With Ms. Mixer's encouragement, the Tucson Women's Commission pursued funds through
the Comprehensive Employment and Training Act (CETA) to establish a training program
for women wishing to pursue careers in the trades. We were successful in obtaining
funds and a training program was launched.

In the meantime, CETA funds were also being appropriated for union apprenticeship
training programs. The Pima County Operating Engineers received a large CETA
grant to train women as heavy equipment operators. When we learned that the union
planned to hire a man to direct the project withought the position's having been
publicly advertised, Ms. Mixer made a trip to Tucson where we met jointly with the
union coordinator, the BAT (Bureau of Apprenticeship and Training) coordinator, and
a member of the State Apprenticeship Council to discuss the matter. Our meeting
resulted in the union's advertising the job and hiring a Mexican American female
as its director. I am confident that this personnel policy would not have been
changed without Ms. Mixer's intervention.

Meantime, at the state level, the Arizona Women's Commission also sought CETA
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funds to assist women in entering the workforce. Again Ms. Mixer's influence

was felt through the State CETA Advisory Committee which ultimately approved

the funding.

Also at the State Level, the State Department of Education's `;ex Equity

Coordinator, Deborah Dillon, worked closely with the Bureau ti the National

and Regioral levels. In 1978 Ms. Dillon's office sponsored a state-wide

conference on women in nontraditional jobs. Ruth Nadel of the Bureau's national

staff, and Madeline Mixer were both present to speak on different.aspects of

the conference subject matter and to advocate for increasing the roles of women

on nontraditional jobs.

By 1980 women were beginning to enter trades in larger numbers in Tucson.

As is often the case with trail blazers in the workforce, many of these women

were faced with on-the-job battles with their male counterparts. The Tucson

Women's Commission worked with many tradeswomen to help them devise strategies

of counteracting sexual harassment or the job. While we assisted some women in

filing sex discrimination complaints, negotiated conflict resolutions between

others and their union coordinators, there was also a need to create a vehicle

through which tradeswomen could come together and resolve their own problems.

Through the Region IX Women's Bureau the Tucson Women's r,mmission obtained

a small contract for around $'500 to establish a tradeswomen organization and

encourage tradeswomen to meet together to examine on-the-job issues and seek

resolutions. With these funds the Commission formed a brand new organization,

Arizona Tradeswomen, Inc., whose board and members were composed of women in

such trades as carpentry, painting, operating engineers, plumbing, electricians,

welders, etc. A publication about the organization was produced and dissemin:.N1

widely in the community. One of the first conferences on women in the trades

was organized, and in 1981 drew almost 200 tradeswomen from Arizona, California,

Colorado and Nevada to Tucson to meet and confer. Keynote spoakers at the

conference were Addie Wyatt national union leader, and Lenora Cole-Alexander,

the National Director of the Women's Bureau.

In 1980 we lauded the Women's Bureau's decision to adopt job sharing in support

of the needs of its employees. W, were knowledgeable about the passage of the

Federal Employees Part-time Career Employment Act of 1978 which made possible

job sharing among Federal employees. We believed the Bureau's adoption of a

job-sharing policy would ins',ire other Federal departments and non-Federal

organizations to adopt similar policies.

When Gay Cobb came to Region IX to share the Bureau's director position with

Madeline Mixer we found ourselves with two resources instead of one. We were

provided with a sound explanation of the roles the directors would play, and

we worked with each accordingly.

Ms. Cobb accepted our invitation to be the keynote speaker at the Tucson

Black Women's Awareness Conference in 1980-81. The conference was attended

by almost 250 women. Ms. Cobb made an outstanding impression on our Commiss'Jn

and on the Tucson women who met her and we began an ongoing woiking relation

ship with her as well as with Ms. Mixer.

Through Gay Cobb we were give:. access to s broad range of information on educa-

tional equity, on t,,e new Job Training Partnership Act which was then under

consideration, and on the new networking concepts which were taking effect among

women's organizations at tte national level.
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While Ms. .1ixer's Impact was strongly felt in Arizona in the area of women
in the trades, Ms. Cobb's influence was moving in the direction of encouraging
women's networking to share valuable information about issues and careers for
women. In 1981 the Tucson Women's Commission sponsored the Tucson Women's
Networking Conference, an event which drew almost 500 participants and which
had a positive influence on their lives.

Ms. Cobb was also active in promoting adoption of curricula in the public school
systems which would enhance students opportunities to prepare for nontraditional
careers. She was responsible for a workshop for elementary-secondary school
personnel, held in late 1982. I worked with Ms. Cuob on this event, and it
drew school personnel from the Tucson and Phoenix areas and presented a full day
of information on the Women in Non-Traditional Careers Curriculum developed under
the auspices of the Women's Bureau.

In summary, it is important that I emphasize Nat in six years of working steadily
with staff members of the Women's Bureau I found that the service was outstanding,
both with one regional director,_ and with two directors working in a job sharing
capacity.

It was a simple enough matter for us to choose which director to contact as we
knew which role each held.

It was a pleasure to work with two directors as each brought her own unique
skills with the same enthusiasm and commitment to her job, and each was accountable
to the Arizona women's constituency she served.

Through my position in the office of Congressman Jim McNulty, I am currently
aware of the Women's Bureau Director's decision to eliminate job sharing in
the Bureau. I hope the experiences I have described above eta have a positive
effect on changing this decision, as the concept of job Sharing is of vital
importance to working women everywhere and the Women's Bureau is in a position
to be a strong advocate for job sharing.

The Women's Bureau at the National
Level: Personal ObservatilNs

At the national level the Bureau has in the past had an important impact in the
Formation of national policy & fecting women. That impact has been reflected
in related activities and progr ms established by women's organizations
throughout the country.

For example, the Bureau was involved in analyzing the CETA regulations when
they were in the formation stages, and in making reconnendations to the staff
and the Secretary of Labor to insure CETA met the needs of working women. Even
before the Comorehensive Employment and Training Act became law the Bureau was
providing information on women in the workforce in order to encourage access to
CETA resources by women. I believe the Bureau's work had a major impact on CETA's
irclusion of displaced homemakers as a target group to receive CETA training.
I am convinced that had the CETA legislation not identified women as a target
group the Tucson and Arizona women's commissions would not have received CETA funds.

18
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The Bureau was also involved In making
comments internally on the 1977

DOL Office of Federal Contract Compliance Programs which offered goals

and timetables for women in construction, and on the 1978 DOL guidelines

governing equal employment opportunity in apprenticeship and training.

The Bureau took an active role in working with Bureau of Apprenticeship

and Training Coordinators to ensure the monitoring of these regulations

at state levels.

These regulations were adopted following a law suit by women's groups against

the Department of Labor. The legal arrangements included the establishment of

a national monitoring committee appointed by the Secretary of Labor. The

Bureau had responsibility for coordinating
meetings of the Monitoring Committee

during the time period covered by the court order.

The Bureau also provided information on the Equal Rights Amendment to women's

groups and its staff members Promoted
its passage, reflecting the position of

the administrations of Presidents Ford and Carter.

The Bureau Today

II is understandable that with each new AdministrationA new policies are

adopted which , effect the sentiments of those at the hellm.

President Reagan's administrative policies are, I belie e, reflected in

those adopted by the current day Women's Bureau in a nuMber of ways, for example:

Withdrawal from public distribution of the Bleau's pamphlet

which promotes passage of the Equal Rights Amendment.

-- Silence and/or passivity on the revised OFCCP regulations

governing women in construction (the revised regulations received

a national focus last fall When women's groups opposed many of

the proposed changes.)

-- Silence during the formation of the Job Training Partnership

Act out of the Comprehensive Training and Employment Act.

JTPA does not include women as a specific target group, whereas

CETA did aaTess the needs of women.

-- Silence on the issue of pay equity (or comparable worth). Congress

and hundreds of state and local governments are struggling with this-

issue in 1984. It is one of the most highly-discussed issues among

women's groups. While the House did pass H.R. 5680, a bill designed

to promote pay equity among Federal employees, and while the Senate

still debates the issue, the Women's Bureau has made no recommendation

on the issue, either for or against.

-- Elimination of job-sharing aS a personnel policy in spite of the

existence of a law promoting such policies,

Ii sunmery, the Women's Bureau of the U. S. Department of Labor has historically

ben a strong force for constructive
change on behalf Of women. For Over 60

years women's organizations
around the nation have looked to the Bureau for leader-

ship and direction in the area of women in the workforce. I sincerely hope

that the Bureau's current positions on major issues affecting American women

do not have an alienating effect on the women's organizations the Bureau

has traditionally served.

19
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Mr. FRANK. Any questions from the members?
Thank you very much.
Mr. Mc Nuurv. Thank you, Mr. Chairman.
Mr. FRANK. I will now call forward our first panel: our colleague,

Representative Barbara Boxer. She is accompanied by Gay Plair
Cobb and Madeline Mixer, who were formerly job-sharing regional
administrators for the Women's Bureau.

While they approach, I just want to read into the record 4 state-
ment which we receivedif there is no objectionfrom our col-
league Ronald Dellums:

I appreciate the Jpportunity to comment on the issue before the subcommittee
today and commend you for your efforts to examine the current policies of the
Women's Bureau. An incredible irony of the situation is that the situation is that
these two women worked for the very agency

Talking about the job sharers
that one would expect to be in the forefront of this effort. The supreme irony is that
they were fired by the current Presidentially appointed Director of the Women's
Bureau because they were job sharing.

Gay Plair Cobb and Madeline Mixer have compiled a record of excellent achieve-
ment as the coadministrators of the Women's Bureau regional office. Their fine
work in the areas of child care, improved access of minority women to the job arena,
blue-collar jobs for women, and many other innovative and important approaches to
work for women is well known.

That this,sort of precipitous action and that other instances of harassment of re-
gional .officers of the Women's Bureau have occurred throughout the Nation indi-
cate a serious attempt by the administration to politicize and to undercut the effec-
tiveness of the Women's Bureau. This is particularly tragic as working women have
become one of the groups most affected by the drastic spending cuts of the past 3
years.

Again, I thank the chairman for the opportunity to comment, and I look forward
to a return of principled leadership in the Women's Bureau.

That will go in the record.
[The prepared statement of Mr. Dellums follows:]
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Honorable Barney Frank
Chair-Nan
Subcommittee on Manpower and Housing
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I share your concern over the drastic shift in direction that the

Women's Bureau policies have taken since this administration took

office. I am particularly concerned about situation in the San

Francisco Regional Otfice, and the dismissal of Ms. Gay Plait

Cobb and Ms. Madeline Mixer.

I would very much appreciate the opportunity to have a short

statement included iu the record of ycur hearing on the

activities of the Women's Bureau.

Your assistance is most appreciated.

Sincerely,

4.,(1 I. /))elf.(

Ronald V. Wilms
Member of Congress
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.61A1EMEN1 OF REPRESENTATIVE RONALD V. DELLUMS

BEFORE THE COMMITTEE ON GOVERNMENT OPERATIONS

SUBCOMMITTEE ON MANPOWER AND HOUSING

JULY 26, 1984

MR. CHAIRMAN:

I APPRECIATE THE OPPORTUNITY 10 COMMENT ON ThE ISSUE BEFORE THE
SUBCOMMITTEE TODAY AND COMMEND YOU FOR YOUR EFFORTS TO EXAMINE
THE CURRENT POLICIES OF THE WOMEN'S BUREAU.

I AM PARTICULARLY INTERESTED IN THE AGENCY'S ACTIONS REGARDING
THE POLICY OF JOB SHARING, NO1 ONLY BECAUSE OF THE IMPORTANCE
THAT THIS PROVEN AND EFFECTIVE APPROACH TO WORK ALTERNATIVES HAS
UPON WOMEN AND MINORITIES, BUT ALSO BECAUSE I KNOW OF ThE FINE
WORK OF TWO WOMEN JOB-SHARERS WHO HAPPEN TO BE MY CONSTITUENTS.

AN INCREDIBLE IRONY Ok THE SITUATION IS THAT THESE TWO WOMEN
WORKED FOR ThE VERY AGENCY THAT ONE WOULD EXPECT TO BE IN THE
FOREFRONT OF THIS EFFORT. BUT IRE SUPREME IRONY IF THAT THEY
WERE FIRED BY 1HE CURRENT PRESIDENTIALLY APPOINTED DIRECTOR OF
THE WOMEN'S BUREAU BECAUSE THEY WERE JOB SNARING.

GAY PLA1R COBB AND MADELINE MIXER HAVE COMPILED A RECORD OF
EXCELLENT ACHIEVEMENT AS THE CO-ADMINISTRATORS OF THE WOMEN'S
BUREAU REGIONAL UkF10E IN SAN FRANCISCO. THEIR FINE WORK IN THE
AREAS OF CHILD CARE, IMPROVED ACCESS OF MINORITY WOMEN TO THE JOB
ARENA BLUE COLLAR JOBS FOR WOMEN AND MANY OTHER INNOVATIVE AND
IMPORTANT APPROACHES TO WORK FOR WOMEN, IS WELL-KNOWN. THEY ARE
WELL-RESPECTED PROFESSIONALS IN THE REGION, WHO RAVE BETWEEN THEM
AN EXTENSIVE NETWORK OF CONTACTS WITH WOMEN'S GROUPS AND LABOR
ORGANIZATIONS.

WHILE 1HE OFFICE OF PERSONNEL MANAGEMENT HAS RECENTLY CONFIRMED
THE VIABILITY OF JOB SHARING, PARTICULARLY IN 1HE FEDERAL
GOVERNMENT, AS AN ALTERNATIVE WHICH PROMOTES FLEXIBILITY AND
WHICH ALLOWS MANY MORE EMPLOYMENT OPPORTUNITIES TO MEN AND WOMEN
WHO WOULD OTHERWISE BE UNABLE TO WORK, THE DISMISSAL OF MS. COB
AND MS. MIXER SIGNIFIES A DIRECT CONTRADICTION 10 THIS
ENLIGHTENED POLICY. AFTER THEIR COMBINED RECORD OF 30 YEARS OF
ACHIEVEMENT IN THE SAN FRANCISCO REGIONAL OFFICE, THEIR DISMISSAL
RAISES SERIOUS QUESTIONS ABOUT THE POLITICAL NATURE UP THE
CURRENT ADMINISTRATION OF THE WOMEN'S BUREAU.

THAT THIS SORT OF PRECIPTIOUS AGlION, AND THAT OTHER INSTANCES OF
HARASSMENT OF REGIONAL OFFICES OF THE WOMEN'S BUREAU HAVE
OCCURRED THROUGHOUT THE NATION, INDICATE A SERIOUS ATTEMPT BY THE
ADMINISTRATION TO POLITICIZE AND 10 UNDERCUT THE EFFECTIVENESS OF
THE WOMEN'S BUREAU. THIS IS PARTICULARLY TRAGIC AS WORKING WOMEN
HAVE BECOME UNE OF 1HE GROUPS MOST AkkECTED BY THE DRASTIC
SPENDING CUTS OF THE PAST THREE YEARS.

AGAIN, I THANK THE CHAIRMAN FOR THE OPPORTUNITY TO COMMENT, AND
I LOOK FORWARD 10 A RETURN OF PRINCIPLED LEADERSHIP IN THE
WOMEN'S BUREAU.
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Mr. FRANX. We will begin with Mrs. Boxer.
Mrs. BOXER. Mr. Chairman, I'd like to submit my statement for

the record.
Mr. FRANK. Without objection, it will be included, and let me

say, so we can do this in a blanket way, for all the witnesses today,
we will extend, if there is no objection, permission to have the
statements printed in their entirety in the record, and witnesses
may then proceed to summarize.

I would say, with more hope than expectation of success, that
summarize usually means less than. It has been my experience
that very few witnesses are able to summarize their statements
without expanding on them by at least 50 percent.

So we would hope that some of these people would in fact sum-
marize.

Mrs. Boxer.

STATEMENT OF HON. BARBARA BOXER, A REPRESENTATIVE IN
CONGRESS FROM THE STATE OF CALIFORNIA

Mrs. BOXER. With that statement, I will proceed to read my
statement, Mr. Chairman.

I really want to compliment you and your subcommittee for look-
ing into this very serious issue. I'm pleased to be before you today.

I'd like to begin my testimony by quoting frOm the statement of
purpose for the Women's Bureau in the Department of Labor, the
official purpose beingand I'm quoting: "to promote the welfare of
wage-earning women, improve their working conditions, increase
their efficiency, and advance their opportunities for profitable em-
ployment."

I hope you'll keep that statement of purpose in mind as you
listen to the story that unfolds regarding the two women sitting to
my immediate left.

I'd further like to point out, Mr. Chairman, that the law creating
the Women's Bureau was passed in 1920, and women have made
advancements since 1920. We know we have come a long way. But
since 1980, I have had to conclude that they have made advance-
ment without the help of this administration.

During the last 31/2 years, we have seen many examples which
clearly illustrate this administration's lack of commitment to eco-
nomiC equity for women, but what is. happening to -the Women's
Bureau in the Department of Labor, and specifically the situation
involving Madeline Mixer and Gay Cobb, is a clear example of this.

Mr. Chairman, on September 14, 1983, the codirectors of the San
Francisco regional office of the Women's Bureau were given reduc-
tion-in-force notices. Prior to the job-sharing experience as codirec-
tors of this office, Madeline has been the western regional adminis-
trator of the Women's Bureau for 21 years, and Gay, the former
chief of the Bureauls Division of Coordination and Special Pro-
grams.

Since Gay and Madeline first assumed the position as codirectors
of the Bureau, they consistently received outstanding job reviews.
Under their leadership, a paid, on-the-job training program for
women in nontraditional occupations was her un. In addition, they
originated a program for displaced homernak
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According to the administration, the RIF of these two competent
and highly qualified civil servants occurred because of a job-shar-
ing experience that failed to work. This statement is not a worthy
explanation of why Gay and Madeline were RIF'd. It is, instead, in
my opinion, an example of utter hypocrisy.

The very objectives of.the Women's Bureau, to promote greater
participation of American women in the work force with flexible
employment options, are being disposed of; it's as simple as that.
Further, such a decision is a serious setback to the female Federal
employee who may be considering this option.

So, Mr. Chairman, the question before us is the real reason why
these two women received reduction in force notices. Was it be-
cause the incumbents were just too good at fulfillin,- 'he goals of
the Women's Bureau, goals that the Reagan administ on simply
doesn't embrace, or maybe it is just because this adt., mistration
wants to give only lip service to the promotion and advancement of
women while it actually stifles the creative approaches of talented
civil servants to increase public awareness of the goals of the
Women's Bureau.

I hope you will listen to how I was treated when I tried to find
out the details of this RIF.

In November 1983, I wrote a letter to Dr. Lenora Cole Alexander,
the current Director of the Women's Bureau, expressing my con-
cern over the decision to eliminate this job-sharing position, and I
asked that immediate attention be given to this matter.

It was not until January 17, 1984-2 months laterthat I re-
ceived a response, which r4icated that the jobsharing was estab-
lished only as tn experinie ,, and the experiment ended because
the two incumbents functioned independently, not in a single posi-
tion. Other problems with jobsharing raised in Dr. Cole Alexan-
'lees letter were monitoring the costs of travel, overtime expenses,
and efficiency.

In addition, Dr. Alexander indicated that upon the termination
of the job sharing, both Gay and Madeline were offered to job share
at the next level, but neither accepted the offer.

In a return letter dated March 5, I asked for documentation of
additional expenses and the cost involved in interviewing, hiring,
and paying an interim director for region IX. I also asked for docu-
mentation in defense of the position that this was an experimental
arrangement. In addition, I asked for the title and salary of the po-
sition supposedly offered to Gay and Madeline.

On May 22, after I wrote to them in March, I wrote a followup
letter expressing my desire to have a response no later than June
5. Mr. Chairman, it was not until June 8 that I finally received a
response stating that because the case was now under litigation, no
details could be discussed and no further information released.

At this time, several important issues still remain unaddressed
which I hope your committee will look into.

One, the positions at the regional office were established under
the terms of the Federal Career Part-Time Employment Act and,
as understood by the incumbents, were intended, to be permanent.
Where is the evidence that proves otherwise?

Two, expense was cited as a reason for the reduction in force.
Where is the evidence that supports increased costs for job shar-
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ing? Where is the evidence that documents additional overtime
costs? What is the cost of interviewing, hiring, and staffing an in-
terim director?

Three, where is proof of the so-called offer outlining the next
level position?

Four, why has this administration ignored numerous congres-
sional inquiries into the region IX situation?

Five, the RIF's were immediately appealed by the two incum-
bents. The administration responded hile the case was under
appeal in January, but now in July the will not give information
on the decision to undermine the Women's Bureau. Why? Is it be-
cause such decisions might east a dim liiiht on this administration
in an election year?

The situation in region IX is not uniq e. Too many similar va-
cancies and shifts in administration of th regional bureaus ere oc-
curring in Denver, New York, and other arts of the country. We
have seen this administration work overti e to defeat the ERAI
know it, because I saw itand to undermi e many elements of eco-
nomic equity for women.

The situation I have described here today is not just some ob-
scure, ideological argument. It's not just rhetoric. It involves two
people, two excellent workers that the taxpayers got for the price
of one, and they got fit from the very Bureau which is supposed
to promote the welfa e of wage-earning women, improve their
working conditions, ir' 'ease their efficiency, and advance their op-
portunities for.profitFt e. employment. .

Madeline Mir-vc ant Gay Cobb, whom you will hear from very
shortly, are living, breathing examples of women in the work force
discriminated against by this administration. Taxpayers are suffer-
ing as a result.

To paraphrase Geraldine Ferraro, in this case it is not a question
of what this Government can do for these two women but what
these two women can and should be doing to contribute to their
Government, and I hope, as a result of this hearing, your commit-
tee will begin to right this wrong.

I thank you very much, Mr. Chairman.
[The prepared statement of Mrs. Boxer follows:]
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MR. CHAIRMAN AND MEMBERS OF THE COMMITTEE:

I AM PLEASED TO HAVE THIS OPPORTUNITY TO TESTIFY BEFORE

THE SUBCOMMITTEE ON MANPOWER AND HOUSING.

I'D LIKE TO BEGIN MY TESTIMONY TODAY BY QUOTING. FROM

THE STATEMENT OF PURPOSE FOR THE WOMEN'S BUREAU IN THE

DEPARTMENT OF.-1-01;112, THE OFFICIAL PURPOSE BEING, "...TO

PROMOTE THE WELFARE OF WAGE EARNING WOMEN, IMPROVE THEIR

WORKING CONDITIONS, INCREASE THEIR EFFICIENCY, AND ADVANCE

THEIR OPPORTUNITIES FOR PROFITABLE EMPLOYMENT." I'D FURTHER

LIKE TO POINT OUT MR. CH IRMAN, THAT THE LAW CREATING THE

WOMEN'S BUREAU WAS PASSED IN 1920. YES, WOMEN HAVE MADE

ADVANCEMENTS SINCE 1920, BUT SINCE 1980 THEY HAVE MADE

ADVANCEMENT WITHOUT THE HELP OF THE REAGAN ADMICISIRATION.

DURING THE 315 YEARS THAT PRESIDENT REAGAN HAS BEEN IN

OFFICE, WE HAVE SEEN MANY EXAMPLES WHICH CLEARLY ILLUSTRATE

THIS ADMINISTRATION'S IOTA'. LACK OF COMMITMENT TO ECONOMIC

EQUITY FOR WOMEN. WHAT IS HAPPENING TO THE WOMEN'S BUREAU IN

THE DEPARTMENT OF LABOR AND SPECIFICALLY THE SITUATION .

INVOLVING MADALINE MIXER AND GAY COBB IS BUT ONE MORE CLEAR

EXAMPLE.
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MR, CHAIRMAN, ON SEPTEMBER 14, 1983, THE CO DIRECTORS OF

TiE SAN FRANCISCO REGIONAL OFFICE OF THE WOMEN'S BUREAU,

MADALINE MIXER AND GAY COBB, WERE GIVEN REDUCTION IN FORCE

NOTICES, PRIOR TO THE JOB SHARING EXPERIENCE AS CO-DIRECTORS

OF THIS OFFICE, MADALINE HAD BEEN THE WESTERN REGIONAL

ADMINISTRATOR OF THE WOMEN'S BUREAU FOR 21 YEARS AND GAY THE

FORMER CHIEF OF THE BUREAU'S DIVISION OF COORDINA710N AND

SPECIAL PROGRAMS. SINCE GAY AND MADALINE FIRST ASSUMED THE

POSITION AS CO-DIRECTORS OF THE SAN FRANCISCO REGIONAL OFFICE

IN 1980, THEY CONSISTENTLY RECEIVED OUTSTANDING JOB REVIEWS,

UNDER THEIR LEADERSHIP, A PAID ON -THE -JOB TRAINING PROGRAM

FOR WOMEN IN NON-TRADITIONAL OCCUPATIONS WAS BEGUN, IN

ADDITION, 1.IEY ORIGINATED A PROGRAM FOR DISPLACED HOMEMAKERS,

ACCORDING TO THE ADMINISTRATION, THE RIF OF THESE TWO

COMPETENT AND HIGHLY QUALIFIED CIVIL SERVANTS OCCURED BECAUSE

OF A "JOB SHARING EXPERIENCE THAT FAILED TO WORK." THIS

STATEMENT IS NOT A WORTHY EXPLANATION OF WHY GAY AND MADALINE

WERE R1F'o, IT IS INSTEAD AN EXAMPLE OF UTTER HIFOCRACY.

THE VERY OBJECTIVES OF THE WOMEN'S BUREAU--TO PROMOTE GREATER

PARTICIPATION OF AMERICAN WOMEN IN THE WORk FORCE WITH FLEXIBLE

EMPLOYMENT OPTIONS--ARE BEING DISPOSED OF--IT'S AS SIMPLE AS

THAT. FURTHER, SUCH A DECISION IS A SERIOUS SETBACK TO THE

FEMALE IEDERAL EMPLOYEES WHO MAY BE CONSIDERING THIS OPTION,

SO MR. CHAIRMAN, THE QUESTION BEFORE US IS THE REAL REASON

WHY GAY COBB AND MADALINE MIXER RECEIVED REDUCTION IN FORCE

NOTIEES, WAS IT BECAUSE THE iNCUMBANTS WERE JUST TOO GOOD AT

FULFILLING THE GOALS OF THE WOMEN'S BUREAU? GIRLS THAT THE

REAGAN ADMINISTRATION SIMPLY DOESN'T EMBRACE. OR MAYBE IT IS
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JUST BECAUSE THIS ADMINISTRATION WANTS TO GIVE ONLY "LIP

SERVICE" TO THE PROMOTION AND ADVANCEMENT OF WOMEN WHILE if

ACTUALLY STIFLES THE CREATIVE APPROACHES OF TALENTED CIVIL

SERVANTS TO INCREASE PUBLIC AWARENESS OF THE. GOALS OF THE

WOMEN'S BURP....

IN .NOVEMBER OF 1983, I WROTE A LETTER TO DR, LENORA COLE

ALEXANDER, THE CURRENT DIRECTOR OF THE WOMEN'S BUREAU,

EXPRESSING MY CONCERN OVER THE DECISION TO ELIMINATE THIS JOB

SHARING POSITION AND ASKED THAT IMMEDIATE ATTENTION BE GIVEN

TO THE MATTER, IT WAS NOT UNTIL JANUARY 17, 1984--2 MONTHS

1TER-THAT I RECEIVED A RESPONSE WHICH INDICATED THAT THE JOB

SHARING WAS ESTABLISHED ONLY AS AN EXPERIMENT AND THE

EXPERIMENT ENDED BECAUSE THE TWO INCUMBENTS FUNCTIONED

INDEPENDENTLY, NOT IN A SINGLE POSITION, OTHER PROBLEMS WITH

JOB SHARING RAISED IN DR. COLE ALEXANDER'S LETTER WERE

MONITORING THE COSTS OF TRAVEL, OVERTIME EXPENSES, AND

EFFICIENCY.

IN ADDITION, DR. COLE ALEXANDER INDICATED THAT UPON THE

TERMINATION OF THE JOB SHARING, BOTH GAY AND MADALINE WERE

OFFERED TO JOB SHARE AT "THE NEXT IEVEL" BUT NEITHER ACCEPTED

THE OFFER.

IN A RETURN LETTER DATED MARCH 5, I ASKED FOR DOCUMENTATION

OF ADDITIONAL EXPENSES AND THE COST INVOLVED IN INTERVIEWING,

HIRING AND PAYING AN INTERIM DIRECTOR FOR REGiON IX. I ALSO ASKED

FOR DOCUMENTATION IN DEFENSE OF THE POSITION THAT THIS WAS AN

EXPERIMENTAL ARRANGEMENT BETWEEN THE DEPARTMENT OF LABOR AND

THE INCUMBENTS.

IN ADDITION, I ASKED FOR THE TITLE AND SALARY OF THE

POSITION SUPPOSEDLY OFFERED TO GAY AND MADALINE. ON MAY 22, I



24

WR^TE A FOLLOW UP LETTER EXPRESSING MY DESIRE TO HAVE A RESPONSE

NO LATER THAN JUNE 5, MR, CHAIRMAN/ IT WAS NOT UNTIL JUNE 8

THAT I FINALLY RECEIVED A RESPONSE STATING THAT BECAUSE THE

CASE WAS NOW UNDER LITIGATION/ NO DETAILS COULD BE DI'CUSSED

AND NO FURTHER INFORMATION RELEASED,

AT THIS TIME, SEVERAL IMPORTANT ISSUES STILL REOAIN

UNADDRESSED:

1) THE POSITIONS AT THE REGIONAL OFFICE WERE ESTABLISHED

UNDER THE TERMS OF THE FEDERAL CAREER PART -TIME EMPLOYMENT

ACT AND AS UNDERSTOOD BY THE INCUMBENTS, WERE INTENDED TO BE

PERMANENT, WHERE IS THE EVIDENCE THAT PROVES OTHERWISE?

2) EXPENSE WAS CITED AS A REASON FOR THE REDUCTION IN

FORCE, WHERE IS THE EVIDENCE THAT SUPPORTS INCREASED COST FOR

JOB SHARING? WHERE IS THE EVIDENCE THAT DOCUMENTS ADDITIONAL

OVERTIME COSTS? WHAT IS THE COST OF INTERVIEWING, HIRING, AND

STAFFING AN INTERIM DIRECTOR POSITION?

3) WHERE IS PROOF OF THE SO-CALLED "OFFER" OUTLINING THE

"NEXT LEVEL POSITION?"

4) WHY HAS THIS ADMINISTRATION IGNORED NUMEROUS CONGRES-

SIONAL INQUIRIES INTO THE REGION IX SITUATION?

5) THE RIF'S WERE IMMEDIATELY APPEALED BY THE TWO

INCUMBENTS, THE ADMINISTRATION RESPONDED WHILE THE CASE WAS

UNDER APPEAL IN JANUARY BUT NOW IN JULY WILL NOT GIVE INFOR-

MATION ON THE DECISION TO DISMANTLE THE WOMEN'S BUREAU, WHY?

IS IT BECAUSE SUCH DECISIONS MIGHT CAST A DIM LIGHT ON THE

REAGAN ADMINISTRATION IN AN ELECTION YEAR?

THE SITUATION IN REGION IX IS NOT UNIQUE, Too MANY

SIMILAR VACANCIES AND SHIFTS IN ADMINISTRATION OF THE REGIONAL

BUREAUS ARE OCCURING IN DENVER, NEW YORK, AND OTHER PARTS OF
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THE COUNTRY. WE HAVE SEEN THIS ADMINISTRATION WORK OVERTIME TO

DEFEAT THE EQUAL aIGHTS AMENDMENT,--AND TO UNDERMINE MANY

ELEMENTS OF ECONOMIC EQUITY FOR WOMEN. THE SITUATION I HAVE

DESCRIBED HERE TODAY IS NOT JUST SOME OBSCURE IDEOLOGICAL

ARGUMENT. IT INVOLVES 2 PEOPLE--2 EXCELLENT WORKERS THAT THE

TAXPAYERS GOT FOR THE PRICE OF ONE. AND THEY GOT FIRED FROM

THE VERY BUREAU WHICH IS SUPPOSED TO PROMOTE THE WELFARE OF

WAGE EARNING WOMEN, IMPROVE THEIR WORKING CONDITIONS, INCREASE

THEIR EFFICIENCY, AND ADVANCE THEIR OPPORTUNITIES FOR PROFITABLE

EMPLOYMENT.

MADALINE MIXER AND GAY COBB ARF LIVING, BREATHING EXAMPLES

OF WOMEN IN THE WORK FORCE DISCRIMINATED AGAINST BY THIS

ADMINISTRATION. TAXPAYERS ARE SUFFERING AS A RESULT. TO

PARAPHRASE GERALDINE FERRARRO IN THIS CASE, IT'S NOT A QUESTION

OF WHAT THIS GOVERNMENT CAN DO FOR THESE TWO WOMEN BUT WHAT

THESE TWO WOMEN CAN AND SHOULD BE CONTRIBUTING TO THEIR

GOVERNMENTS

I HOPE AS A RESULT OG THIS HEARING, CONGRESS WILL RIGHT

THIS WRONG.

Mr. FRANK. Thank you, Mrs. Boxer.
We will proceed with the next witness.
Please proceed.

STATEMENT OF MADELINE H. MIXER, FORMER JOB-SHARING RE-
GIONAL ADMINISTRATOR, WOMEN'S BUREAU, U.S. DEPART-
MENT OF LABOR

Ms. MIXER. Thank you.
Congressman Frank, members of the subcommittee, ladies and

gentlemen, I am Madeline Mixer. I served as regional administra-
tor for the Women's Bureau, U.S. Department of Labor, in region
IX for 21 years until I was discharged on November 19, 1983.

During the last 3 years, I shared this position with Gay Plair
Cobb as a permanent assignment which carried out the intent of
Congress under its legislation to encourage alternative work ar-
rangements.

We were replaced by an acting regional administrator, who has
been on temporary detail, with per diem, since November 1983.
Before her assignment to San Francisco, the acting regional admin-
istrator had had a few months' experience as a temporary replace-
ment for an administrator in another region. She had never lived
or worked in region IX, which includes Arizona, California, Hawaii,
and Nevada.

I will now describe the responsibilities of the regional adminis-
trator. They include the following categories: Representing
women's concerns within the Department of Labor at regional staff
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meetings and conferences and interpreting the programs of the
Women's Bureau to departmental officials; monitoring the perform-
ance of outside contractors selected to undertake Bureau pmjects,
administering the regional office, which includes advising the Di-
rector and the Deputy Director of the Bureau regarding important
issues affecting women in the Bureau; supervising the management
assistant secretary, our one staff person there; controlling the
budget; carrying out Bureau policies and procedures; and encourag-
ing the recruitment of minorities for any vacancies; and I might
say there that I regard myself as highly successful in ueating a va-
cancy in my once full-time job and recruiting a very effective mi-
nority woman to work with me; it upgraded the level of the office.
So affirmative action was upward rrability for the office, not for
my job-sharer.

But the real heart of the regional job is the rich interaction with
women, individually and in groups or organizations, who have
problems to solve related to employment, and training, and their
economic status.

Since the Bureau is not well advertised, nor is it well funded,
many women hear of it by accident, and those women are search-
ing for help.

Until 1981. these small outpoststhe regional officeswere
given every encouragement to do their utmost to help the women
who needed it most. This brings me to the subject of this panel, job
sharing.

For many years, I was interested in sharing the position of re-
gional administrator. When it became feasible to do so, upon the
passage of the Federal Part-Time Career Act of 1978, I discussed
the subject with the Bur AU'S Director, Alexis Herman. She recog-
nized the proposal as a constructive way to expand services to
women in region IX and authorized me to seek a partner experi-
enced in the work of the Bureau.

I found that Gay Plair Cobb, who was serving as chief of the Di-
vision of Field Coordination and Special Projects here in the na-
tional office, was interested. Ms. Cobb had held a regional adminis-
trator's position in Atlanta, had coordinated the work of the re-
gional offices from her national office position, and had lived in
California for 7 years at an earlier date. Who could be more quali-
fied to join in the work of the Bureau in region IX?

Just as Ms. Cobb arrived in the regional office in 1980, we re-
ceived a major assignment to staff a major regional conference on
the midyear of the International Women s Decade. This required us
to plan the program, to obtain speakers and panelists, to provide
the entertainment, and to conduct and generally supervise this
conference, which was cosponsored by the Women's Bureau and
the U.S. State Department.

The only financing for this massive undertaking, to which over
1,000 women came, was the authorization for Ms. Cobb and me to
continue to work full time until the conference was concluded.

When we initiated the shared position, we established a schedule
for each person to work 36 hours every ether week, with an addi-
tional 4 hours on the off week to provide the necessary coordina-
tion and overlap. This arrangement proved very satisfactory and
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was in force for 3 years. An exception to it was the mandatory at-
tendance for both of us at national executive staff meetings.

Our standing instructions, given to the management assistant-
secretary, stated that either of us could be contacted by any con-
stituent or colleague at any time if needed.

We kept the management assistant apprised of our schedules at
all times, and we frequently called in to check for messages during
the week out of the office.

Since all of our benefits, except health coverages, were dollar- or
time-related, they could be pro rated easily. We each needed health
coverage for ourselves and our husbands. So we arranged to split
the percentage paid by the Government and had the remainder de-
ducted from our salaries. So we ended up paying more for our
health coverage, which is very valuable to us.

A number of specific benefits to the Women's Bureau and its cli-
ents arose from this alternative work pattern. One is providing a
wider range of skills in a single job title. Two people sharing a posi-
tion not only bring diverse talents to bear but also reinforce each
other with complementary areas of expertise.

No. 2 is the greater flexibility of work scheduling. This can take
a number of forms. In our case, an example could be my being de-
tailed to Denver on a full-time basis for 21/2 months to replace the
administrator who had resigned, while Cobb took over all the
duties of the San Francisco office.

So we were both working full time for a certain period of time
while I was on detail to Denver. We would not have been free to do
that, of course, if we had already been working full time.

While I was serving in Denver, I received the vacancy announce-
ment listing both Denver and San Francisco as vacancies. Two
weeks later, I received my RIF notice.

I've already commented on the advantages of a shared job as far
as affirmative action is concerned. Other advantages include: a
broader coverage of women's groups, organizations, and associa-
tions was made possible because the scope of contacts was almost
doubled. Obviously, there was some overlappingGay and I do
know a few of the same peoplebut not to any great extent.

Considerably more than half-time was devoted by each regional
administrator to thinking, planning, and caring about the work of
the Bureau and its clients.

In a professional position with a selection of diverse problems
such as the Women's Bureau experiences, the persons involved con-
tinue in off hours to consider, weigh, and develop ideas about the
projects, activities, and plans for the agency.

Another ad "antage was the frequent interactions between the
two of us beyond the joint time scheduled weekly, which resulted
in sharing ideas and judgments about programs and activities
within our purview. This often generated better actions and pro-
grams than would have been the case in using only one viewpoint.

Since no one work pattern is ever perfect for all situations, I will
mention some drawbacks.

The first is, in order to maintain professional relationships with
our assigned constituentsindividuals as well as organizationswe
regularly received telephone calls during our off weeks about
projects, programs, conferences, and meetings. Since these calls

32



28

were not predictable, IL impossible to request prior authoriza-
tion from the deputy director for additional time at the regular
rate of pay. Thus, the service was contributed by each of us.

Another area was, since our constituent organizations normally
set their meeting and conference schedules without reference to
our off weeksand I'm thinking particularly of my representation
to the California Apprenticeship Councilwe had to request this
additional time from the deputy director.

However, some organizations we worked with did take our sched-
ule into consideration and set their meetings at times when we
were on duty and could attend without special approval.

From a personal point of view, the shared job arrangement re-
sulted in a reduction of one-half of the previous salary, benefits,
and retirement credits for each of us, and, in the case of Gay Cobb,
she took a downgrade from a GS-15 in Washington, DC, to a GS-14
in San Francisco.

Some committees and branches of the Government, such as the
Office of Personnel Management and the White House Committee
on Private Initiatives, are currently promoting wider participation
in the Federal Employees Career Part-time Act programs.

We feel that the job sharing arrangement was most satisfactory
for the constituents of the Women's Bureau. They received service
far beyond that which could be provided by a single person in the
position.

However, with the kind of promotion of part-time jobs that is
going on now, there must be safeguards built in to protect Federal
employees who take it for granted that their employment rights
cannot be abridged if they participate within the intent of the leg-
islation.

Thank you, Mr. Chairman, for the opportunity to present this
testimony. I will be happy to answer any questions you may have
regarding any phase of our work, either now or after Gay Cobb pre-
sents her summary.

[The prepared statement of Ms. Mixer follows:]

._------
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TESTIMONY BY MADELINE H. MIXER TO THE SUBCOMMITTEE ON MANPOWER AND HOUSING,
COMMITTEE ON GOVERNMENT OPERATIONS,

U.S. HOUSE OF REPRESENTATIVES
July 26, 1984

I served as Regional Administrator of the Women's Bureau, U.S. Department
of Labor in Region IX for 21 years until I was discharged on November 19,1983.
During the last three years I shared this position with Ms. Gay Plair Cobb
as a permanent assignment carrying out the intent of Congress under its

legislation to encourage alternative work arrangements. Both Ms. Cobb and I

were discharged under a management directive calling for a reduction in force
(RI?) even though we shared only one position and were replaced by a

single administrator. Since December, 1983 the replacement person has been on
temporary detlil with per diem at considerable cost above the shared job
arrangement. In the Spring of 1984, a second professional position was added,
thus increasing again the cost of Region IX's office rather than decreasing it.

The purpose of this testimony is to give an overview of this position,

examples of projects and activities undertakents, and the history and neture of

the job sharing arrangement along with benefits and drawbacks encountered.

I. OVERVIEW OF RESPONSIBILITIES AS REGIONAL ADMINISTRATOR FOR WOMEN'S BUREAU:

The responsibilities of the Regional Administrator for the Women's Bureau

fall into four major categories:

1. Provide external support and liaison activity for and with women, indi-

vidually and as groups or organizations, on matters of a) legislation affecting

their status, b) working conditions, and c) employment and training

opportunities. This is accomplished by a) distributing printed materiels,

b) making speeches to various groups and conferences, and c) networking with

numerous women's groups.

2. Representing women's concerns within the Department of Labor at

Regional meetings and conferences, and interpreting programs of the Hoopla's Bureau

to Department officials.

3. Monitoting the performance of outside contractors selected to undertake

Bureau projects such as the following which were undertaken prior to our

discharge: a) the Child Care Initiative through which an employer-sponsored

child care center-was opened; b) Apprenticeship Programs which opened opportunities

for women to become apprentices; c) the highly successful Job Fair Initiative

that informed women of employment opportunities and created a Talent Bank

38-564 C) - 84 3
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which provided employers with qualifications of women for specific jobs (this

project was rated one of the three beet in the nation); d) establishment

of a Job Training and Employment Readiness Program for Women in Prison; e)

planning grant to establish a High Technology Resource Center to improve access

of women to related employment and training opportunities; and f) the School-

To-Work Initiative to encourage schools to conduct programs for young women to

investigate and pursue non-traditional careers.

Region IX had more projects than any other region, including those with

more staff. Just as important as the projects we have listed is the all day,

every day clearinghouse function of a regional office. We must provide

information and/or inspiration on all economic issues affecting women.

4. Managerial functions such as a) advising the Director and Deputy Direc-

tor of the Bureau about important issues of a positive, controversial or adver-

sarial nature affecting women and the Bureau, b) supervising the staff assistant

and controlling the budget for the office, c) encouraging the recruitment of

minorities for any vacancies, and d) carrying out Bureau policies and procedures.

These duties and responsibilities were carried out by two half-time region-

al administrators and one full-time management assistant/secretary with a

budget of less than $100,000 exclusive of contract funds!

II. EXAMPLES OF PROJECTS AND ACTIVITIES UNDERTAKEN:

In the 1960s after the publication of the report of President Kennedy's

Commission on the Status of Women, I worked intensively to help establish State

Commissions on the Status of Women in thirteen States - some through legislation

- most through executive orders of the Governors. For many women this was an

initial experience in working at the State level to obtain the first mechanism to

study how State laws and regulations, public policies, and private practices

were affecting women as workers and citizens. This required the development

and dissemination of m great deal of information, the co-sponsorship of

conferences, workshops and meetings (mostly on weekends, nights, and holidays),
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and the introduction of networking with its many ramifications. Within a few

years Commissions on Women were established in all fifty States with a great

deal of help from the state and local Associations of Business and Professional

Women.

By the 19701 local organizations of women, such as Advocates for Women,

Equal Rights Advocates and numerous others, with a,little funding from the

Manpower Development and Training Act (later reincarnated as CETA), began to

provide services sorely needed by individukl women.

At that time it became more and more evident that several factors sere

contributing to the continuation of the inequitable earnings gap between full-

time male and female workers. Included among these factors were

1. The stereotyping of large numbers of careers and jobs as appropriate

only to one sex or the other.

2. The lack of training for female stereotyped jobs. Waitresses and retail

clerks received no training; typists and stenographers had to obtain training at

their own expense; and teachers and nurses had to finance their own college

educations.

3. Women were still perceived as intermittent, fringe elements of the labor

force, and little or no effort was mode by society in general to help them

obtain child care. Women needed this service to be able to work. They also

needed alternative work arrangements so that they could work part-time to keep up

with the developments in their chosen fields while caring for their children.

4. A woman with one or more children could not leave the welfare category

even if sht could eke out a living at the minimum wage because no benefits were

attached. Without the health coverage, the most crucial of all benefits, she

ran the risk of threatening the lives of her children.

These factors caused women's employment organizations, in conjunction with

the San Francisco office of the Women's Bureau, to begin to focus on broadening

the opportunities for worsen to obtain paid on-the-job training. Through the
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good offices of the Women's Bureau's network of woman-directed, CETA-funded

projects located in towns and cities all over Northern California was formed.

These projects helped single mothers to assess their skills, capabilities,

and interests; to find openings; to train for the employment interview; and to

prevail by becoming, for examOn, the first woman forklift truck operator in a

warehouse in Modesto. As the staff members of these lirojects began to meet

periodically in San Francisco at the Women's Bureau offie they not only learned

from each other and improved their programs, but also they supported an effort

by a wide variety of women and
their organizations to help women reenter the

apprenticeable trades from which they had been virtually excluded since 1945.

At the close of 1972 there were 76 women apprentices in California, They

represented 0.2 % of the more than 35,000 apprentices and were in about 20

occupations. By the end of April, 1984 there were 2828 women apprentices in 169

trades. They represented 9.4% of the 30,164 apprentices currently in training;

in addition, there are *several thousand women who completed their training and

have gone to work at journey level jobs. There are also thoueonds who were not

able to complete their training but have gone to work in some blue collar, non-

traditional fields, such as truck drivers, laborers, and telephone or utility

workers. This revolution in the actions, and to some extent in the thinking,

of the people who have hired t: se women is due to the concerted actions of

women, in groups and individuall1 and to the continuity of interest of the

Women's Bureau, principally in San Francisco but also in the late '70, in the

national office. Currently, among the women apprentices there are 222 carpenters,

150 electricians, 65 steamfitters, 61 plumbers and 57 electronics technicians.

Additionally, the California State Division of Apprenticeship Standards designee.

and negotiated new apprentice programs which resulted in women filling the

following apprenticenhips: 32 psychiatric technicians, 96 registered nurses, and

241 licensed vocational nurses in paid on-the-job training. This means that many

women who held menial jobs in hospitals are able to continue to work to support

3 7
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their families while being trained fOr upwardly mobile position. in fields where

their talents are needed. The importance of this movement cannot be over-

emphasized. Unfortunately, in many other states this improvement in the training

of women is not continuing to happen.

III. HISTORY, NATURE, BENEFITS AND DRAWBACKS OF JOB SHARING ARRANGEMENT:

1. History:

For many years, I was interested in sharing the position of Regional Admin-

istrator. When it became feasible to do so upon the passage of the Federal

Part-time Career Act of 1978, / discussed the subject with the Bureau's Director,

Alexis Herman. She recognized the proposal as a constructive way to expand

services to women in Region IX and authorized me to seek a partner experienced

in the work of the Bureau. I found that Gay Flair Cobb who was serving as Chief

of the Division of Field Coordination and Special Projects in the national office

was interested. Me. Cobb had held a regional administrator's position in

Atlanta, had supervised the regional offices from her national office position

and had lived in California for five year. at an earlier date. Who could be

more qualified to join in the work of the Bureau in Region IX ?

Just as Ms. Cobb arrived in the Regional Office in 1980, we received

major assignment to staff the Conference on the Mid Year of International

Women'. Decade. This required us to plan the program, obtain speakers and

panelists, provide the entertainment and generally supervise this conference

which was co-sponspored by the Bureau with the U.S. State Department. The only

financing for this massive undertaking was the authorization for Ms. Cobb and

me to continue to work full-time until the conference was concluded.

2. The nature of the arrangement:

When Ms. Cobb and I initiated the shared position, we established a

schedule for each person to work 36 hours every other week with an additional

four hours on the off week to provide the necessary coordination and overlap.

This arrangement proved very satisfactory and was in force for three years. The



only exception to it was the mandatory attendance for both of us at national

executive staff meetings. Standing instructions given to our management

assistant/secretary stated that either of us could be contacted by any

constituent or colleague at any time if needed. We kept the management

assistant/secretary apprised of our schedules at all times and we frequently

called in to check for messages during the week out of the office.

Since all of our benefits, except health coverages, are dollar or time

related they could be prorated easily., We each needed health coverage for

ourselves and our husbands, so we arranged to split the percentage paid by the

government and had the remainder deducted from our salaries.

3. Benefits of the job sharing arrangement in the regional office.

A number of specific benefits to the Women's Bureau and its clients arose from

this alternative work pattern:

a. A wider span of skills and abilities were available for the work because

there were two people participating with different backgrounds, experiences and

training.

b. A greater selection of skills and abilities could be allocated for the

clients and groups served.

c. Broader coverage of women's groups, organisations and associations was made

possible because the scope of contacts was almost doubled. Obviously, there

was some overlapping, but not to any great extent.

d. Considerably more than half-time was devoted by each Regional A'ministrator
4x

to thinking, planning and caring about the work of the bureau and itNclients.

In a professional position such as this, the persons involved continue ia1....

hours to consider, weigh and develop ideas about the projects, activities and

plans for the agency.

e. The frequent interaction* between Me. Cobb and me, beyond the joint time

scheduled weekly, resulted in sharing ideas and judgements abotc ,rogrems and

activities within our purview. This often generated better actions and programs
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than would have been the case in using only one viewpoint.

4. Drawbacks.to the job sharing arrangement:

No one work pattern is ever perfect for all situations; some drawbacks did

occur:

a. In order to maintain professional relationships with our assigned

constituents, individuals as well as organizations, we regularly received tele-

phone calls during our "o4 weeks" about projects, programs, conferences and

meetings. Since these calls were not predictable, it was impossible to request

prior authorization from the Deputy Director for additional time at the regular

rate of pay; thus the service was "contributed" by each of us.

b. Since our constituent organizatiokts normally set their meeting and conference

schedules without reference, to our "off weeks," we had to request this

additional time from the Deputy Director. However, some organizations took our

schedule into consideration and set their meetings at times when we were "on

duty" and could attend without special approval.

c. From a personal point of view, the shared job arrangement resulted in a

reduction of one-half of the previous salary, benefits and retirement credits

for each of us.

d. To (9, side proper coordination a weekly overlap or joint time was scheduled a

year i. fence. This usually took place on Tuesday afternoons. The drawback

was that each of us had to he in the office six out of ten days, and some of the

time spent prevented working on projects and activities.

In summary, I feel that the job sharing arrangement was mo satisfactory

for the constituents of the Women's Bureau. They received ser ice beyond that

which could be provided by a single person in the position. Fu ther testimony

on this arrangement is being given Ms. Cobb, my job sharer.
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Mr. FRANK. Thank you, Ms. Mixer.
The bells have rung. We are going to vote. We will be back in

about 15 minutes at which time we will proceed with Ms. Cobb.
The subcommittee will be in recess.

[Recess taken.'
Mr. FRANK. The hearing will reconvene,
When we recessed, we had just heard from Madeline Mixer, and

we will now hear from Ms. Gay Plair Cobb.
Ms. Cobb, please proceed.

STATEMENT OF' (:AI' PLAIR COBB, FORMER :OH-SHARING RE-
GIONAL 'ADMINISTRATOR, WOMEN'S BUREAU, U.S. DEPART-
MENT OF LABOR
Ms. Coss. Thank you, Mr. Chairman and members of the com-

mittee.
I was hired in the Women's Bureau in 1974 as a program devel-

opment specialist in the Atlanta regional office. In 1975 I was pro-
noted to the position of regional administrator in that office. In
197t4 I joined the national office staff as chief of the Division of Co-
ordination and Spe--al Projects.

Madeline Mixei as just described to you some of the benefits
and some of the dr.% vbacks of job sharing as we saw them as a
result of our year; of experience with the issue.

I think it's also important for the committee to look at some of
the specific programatic accomplishments of our regional office
during this period also, and I'd like to review that with you briefly.

In addition to the ongoing information clearinghouse and techni-
cal assistance that all regional offices provide all the time, all day,
every day, really, our office was responsible for a number of special
projects which we initiated, funded, and monitored.

These projects included a child care initiative which resulted in
the establishment )f an employer-sponsored child care center in
Pasadena, CA; we conducted a successful job fair which informed
women of employment opportunities in the bay area; and estab-
lished an ong9ing talent 'lank to which they could relate and get
services.

We conducted .'arious apprenticeship workshops throughout the
region, wl-ich have resulted in increasing the number of women in
registered apprenticeship programs; we conducted a job training
and readiness program for women in the State prison in California,
which is in Pron.tera; we were involved with the Women in Nontra-
ditional Careers initiatives, which is a curriculum that we have ,en-
couraged school systems to adopt, and we did that, as Representa-
t ive McNulty noted, in Arizona.

Our projects were highly rated, in terms of information that we
have received, by the Bureau's own evaluation unit.

With respEct. to child care, I believe that our initiative was one of
few in the country to meet the originally established goal, and that
V as to actually establish a child care center sponsored by an em-
ployer.

Our job fair talent bank, I believe, was rated as No. 3 in the
Nation in terms of its effectiveness and its impact on women.
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The other two projects that we received formal evaluations on it
cluded our prison project and our WINO project, and these reviews,
according to information that we have received, were also favor-
able.

I think it's important to note that region IX had more special
projects than most of the other regional offices in the country and
that we P`'complished these projects essentially with one-half of the
staff that was available to the other regional offices.

Because of the heavy workload that we had and the understaff-
ing, compared to other offices, it was necessary from tim' to time
for us to work additional hours, for which we were compensated at
the regular rate of pay, not on an overtime basis. This vr s done in
each instance with the knowledge and approval of th national
office.

In August 1983, at a staff meeting, we were informe . that we
would be RIF'ed due to a planned reorganization of our regional
office. We were told that we were costing the agency too much, par-
ticularly in the area of travel, even though, to our knowledge, we
have always stayed within budget or been ul ierspent in our travel
allocation.

Further, we view the concern about cost to be somewhat pretex-
tural inasmuch we have heard earlier that the per diem cost asso-
ciated with having an acting regional administrator in our office
has certainly far, far exceeded our annual travel costsperhaps
the cost for 2 years of what our travel would be.

Next we were told that we were two very different people with
different ,personalities and interests and that from their manage-
ment perspective we were a "nightmare."

Finally, we were informed that job sharing was only an experi-
ment in the Women's Buz eau and that all experiments must come
to an end at some point in time.

In subsequent, communication to others who had requested an ex-
planat',,n of the decision to RIF us, the director wrote that:

I hrve conducted an indepth observation of the operation of that office. and after
carefw review over an extended period of time, I have determined that the effective
management of that office will be more satisfactorily carried out through the estab-
lishment of a fulltime regional administrator position.

If such an observation or review has taken place either before or
sub:, equent to the RIF, neither of us has been informed of it.
Rather, we have both been rated as fully successful in each of our
performance evaluations, which indeed include measures of mana-
gerial effectiveness.

To ,his date, we have been given no consistent, official reason for
our discharge. That, plus the fact that neither of us was offered the
job )n a full-time basis, after our numbers of years of experience in
that agency, leads us to the conclusion that the RIF was not con-
ducted to enable better service to constituents or to improve pro-
gram or managerial effectiveness.

It is my belief that the RIF was conducted for reasons which
were personal to us and inappropriate in the context of the Federal
civil service system.

The past months have been deeply disturbing to us. Our careers,
our incomes, and certainly our equilibriums have been jeopardized.
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Beyond the personal costs, beyond job sharing, we and many
other staff are equally concerned about some of the effectiveness
i§sues in the Women's Bureau, which I would like to discuss very
Ktiefly.

While it is entirely appropriate for an incoming director to fash-
ion a program according to her analysis of the problems facing
working women, we find that the Bureau has moved away from the
systemic analysis that leads toward Bureau involvement in policy
formation within the Department of Labor.

An example of this is the failure of the Bureau to take a leader-
ship role within the Department to assure that women's needs
were addressed in the language of the Job Training Partnership
Act, that is, while the act was being formulated by the Department
of Labor.

To the extent that women's needs were addressed by the legisla-
tion, the efforts of women's and civil rights organizations must be
credited.

There has been a similar lack of impact with respect to the pro-
posed revised OFCCP regulations governing Federal contractors as
well as in the area of occupational safety and health also moni-
tored and seen to by the Department of Labor.

In conclusion, I want to say, I guess, the obvious thing, and it's
been said earlier. Working women need the Women's Bureau. We
are hopeful, really, that today's hearing will contribute to healthy
dialogue and debate, the kind which historically has characterized
the Women's Bureau's approach to developing and implementing
constructive policies and programs.

Thank you very much.
(The prepared statement of Ms. Cobb follows:]
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TESTIMONY OF GAY PLAIR COBB

OVERSIGHT HEARING ON THE WOMEN'S BUREAU
MANPOWER AND HOUSING SUBCOMMITTEE
COMMITTEE ON GOVERNMENT OPERATIONS

U.S. HOUSE OF REPRESENTATIVES
JULY 26, 1984

As the only federal agency with the exclusive mandate of

improving the status of working women, the Women's Bureau ,U.S:Dept. of
Labor,

functions as advocate, advisor, stimulator, monitor, catalyst'

and clearinghouse. It has been on the forefront of change, and

sometimes the target of those who have resisted notions/of

equality and full participation of women isCsociety. ia am

hopeful that this subcommittee's scrutiny of the alehcy, will

not fuel the motives of those who do not support its mission,

but rather serve to restore the agency to its important

Congressionally-mandated function and expand its effectiveness

in serving women in need.

I. BACKGROUND

I was hired by the Women's Bureau in 1974 as a Program

Development Specialist in the Atlanta Regional Office. In

1975, I was promoted to the position of Regional

Administrator and in 1978 to Chief of the Division of

Coordination and Special Projects in the National Office.
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In 1981,-after passage of the Federal Employee Part-time

Career Act, Madeline Mixer, the Regional Administrator of

the San Francisco Office and I proposed to share her

position. Our desire to embark upon this arrangement was

greeted with enthusiasm by Women's Bureau leadership; it

represented a way of "practicing what you preach",

inasmuch as our agency had advocated for alternative work

patterns in the public and private sectors for many

years. In November 1983, we were RIFed by the Women's

Bureau Director, who cited increased costs and her

interest in providing better service to constituents as

reasons for ending the job sharing "experiment".

The testimony of Madeline Mixer will address specifically

the rationale, and experiences of the job sharing

arrangement. It should be noted here, however, that the

San Francisco Regional Office successfully provided

traditional technical assistance and support services to

constituents and developed special initiatives for women

in the areas of : apprenticeship and non-traditional

employment, employer-supported child care, non - traditional

trainirg for women in prison, job fair/talent bank,,

training for w.amen's organizations on the Job Training

Partnership Act, training for educators on the agency's

Women in Non-Traditional Careers (WINC) curriculum. In

short, the existence of job sharing make it possible for
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our office to accomplish more program activity with one

half of the stiff than most of the other regional offices

in the country. Bence, job-sharing was decidedly cost

effective for the agency and for the taxpayers.

My testimony will focus on the following issues identified

in your invitation of June 15, 1984* changes in the

nature of Regional Administrator function since 1981 as

evidenced by current program priorities and limitation or

expansion of autonomy and flexibility. In addition, I

will address the issues of agency effectiveness and

management style which I believe are relevant to the scope

of this subcommittee inquiry.

II. PROGRAM PRIORITIES

Since 1920, the Women's Bureau has in varying but

philosophically consistent ways soughtto fulfill its

Congressional mandate "to improve the welfare of wage

earning women and advance their opportunities for

profitable employment...." Duri.g my tenure in the agency

(1974-1983), program priorities evolved from the .

underlying reality of women's poverty and declining

economic status, now popularly referred to as the

feminization of poverty. While this phenomenon is given

lip service by the agency's current leadership, the
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resultant programs and emphases belie any real

comprehension of the systemic approach required to address

the underlying causes of this poverty. An example of this

is the.failure of the Bureau to take a leadership role

within the Department of.Labor to assure that women's

needs were addressed in the formulation of the Job

Training Partnership Act. To the extent that women's

needs were highlighted by the legislation, the efforts of

women's and civil rights organizations must be credited.

Similarly, the Department's proposed revisions of

Executive Order 11246 affecting affirmative action

requirements for federal contracts saw little, if any,

input from the Women's Bureau. It is important to note

that for a number of years the Department of Labor has

promulgated Secretary's Orders which mandate an oversight

role for the WomerOs Bureau in the development of all

programs and policies in terms of assessing their impact

upon women.

It is entirely appropriate for an incoming Women's Bureau

director to fashion a program according to her analysis of

the needs and issues facing working women; the current

director, while expressing early, if not immediate,

interest in me ay from the programs and priorities

of the past, has failed to articulate to staff a coherent

program based upon her, own problem analysis. The agency's
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own statement of goals and objectives for the current

fiscal year which began October 1, 1983 was not issued in

final form to staff until June 1984, three months before

the end of the year. National program initiatives, their

funding levels and contractors hired to carry them out are

often closely-held secrets even when the implementing

activities are scheduled to take place in regional

cities. These practices contribute to the high level of

staff frustration at trying to discern, with very little

information, a coordinated national-regional strategy for

serving the agency's constituents.

Significant policy and legislative issues of great concern

to those involved in improving women's economic status

include pay equity / comparable worth and the Equal Rights

Amendment. Neither issue is mentioned on the goals and

objectives listing for the current fiscal year, no is

staff involvement encouraged in developing or

disseminating information in these areas. In fact, under

this director's tenure, Regional Office staff was directed

to destroy the publication which mentioned the Equal

Rights Amendment as a focus of agency concern. Further in

an interview with the Bureau of National Affairs, the

Director is quoted as having no position" on the ERA, and

as saying that it is too early to tell what all this

comparable worth is all about".



44

Historically, the public has looked to the Bureau to

provide publications Concerning women's economic and legal

status. Since 1981,.whi`le some publications have been

updated, few new ones have \been developed. Numerous

publications are not currently available through many

regional offices because supplies have been depleted and

not replenished. The centerpiece of the Bureau's economic

data issuances, the Handbook'on Women Workers, due to be

published in 1981, is still not available. Similarly,

programs aids developed under contract in FY 81 and 82 to

support major program initiatives in the vigions.(i.e.

training in JTPA and the WINC curriculum) have still not

been released in final form for use by regional staff.

With the exception of the JTPA training conferences,

programs initiated at the national office level seem to be

small, invitational meetings for "experts" in a particular

field, or for corporate representatives, rather than the

broad-based constituency information and education efforts

of the past. Regiontl Administrators are not necessarily

involved or even invited to these meetings even though

they may take place in the city where a regional office is
proceedings from

located. To my knowledge, pRRRkdiRsxfont/these efforts

have not been been made available to staff, policy makers

or the public. The public, accustomed to working closely

with regional staff is,at best,puzzled about the
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diminished role of the Regional Administrator; at worst,

the agency appears as a house divided against itself.

III. AUTONOMY AND FLEXIBILITY

As a small agency, traditionally understaffed and without

sufficient fiscal resources to address the serious

problems working women face,'the Women's Bureau staff

relied upon a high degree of flexibility an autonomy in

assessing constituent needs and formulating strategies to

meet these needs. The current administration of the

agency has imposed a highly centralized decision-making

structure which affects born programmatic efforts and

minute administrative details. The following activities

require specific approval from the Office of the Director:

travel within the region, all printed material
related to regional events including flyers,
posters or other promotional material; attendance
at conferences sponsored by other organizations,
if travel or flexible work hours are required to
attend; clearance of speecheti and presentations
made by staff; press interviews; meetings with
international visitors in the regional cities; all
personnel decisions affecting subordinate staff
such as the development of position descriptions,
performance standards and appraisals as well as the

granting of overtime/compensatory time requests.
Copies of all staff time cards and travel vouchers
and all financial documents must also be routinely
forwarded to the National Office even though the
audit responsibility for these rests with DOL's
regional Office of Administration and Management.

3R-Y-,4 0 - 84 - 4
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Tim net resultof this centralization of authority is two-fold:

Regional Administrators, not able to perform with the degree of

autonomy normally appropriate to a regional management position)

feel their grade level (GM-14) to be in jeopardy: and the

paperwork bottleneck created in the Office of Director impedes

efficiency, program effectiveness, professional credibility.

These circumstances are mitigated somewhat by the unusual

dedication of the agency's career civil Pitrvants, who, taking

the Women's Bureau mandate seriously, continue to involve,

empower and respond to constituents needs and concerns --

frequently walking a tightrope between :rationality and

restrictions.

IV. AGENCY EFFECTIVENESS

Many of the problems discussed above have an obvious

impact on the ability of the Women's Bureau to fulfill its

mandate. In addition, staff are constrained by the

following policy and administrative decisions:

-- Discouragement of flexible working hours and

compensatory timelstaff is admonished not to work

evenings, or weekends, except by prior arrangement with

the Office of the Director. This policy effectively

prevt.nts staff involvement and influence in
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organizations and activities serving working women, thek

vast majority of who: are not at liberty to attend

meetings during the workday. Incredibly, Regional

Administrators were advised to use their influence to

. get women's groups to conform their schedules to our

8:30 a.m. - 5:00 p.m. model, since "that's when men

meet".

-- Collaboration with other agencies or organizations in

co-sponsoring of events has been severely restricted

due to the insistence on the Bureau having substantial

control over program;speakers, scheduling and other

logistical matters. Thus the resources represented by

the :atential co-sponsors, as well as the opportunity

to have wider imp#ct are lost. Additionally, Regional

Administrators were told.that it is illegal to use

franked envelopes to mail unsolicited information or

materials about co-sponsored events. This appears to

be a zealously narrow interpretation of federal

franking regulations, in light of the latitude

exercised by other federal agencies in this regard.

-- The participation of Women's Bureau staff in

conferences sponsored by other organizations is

generally discouraged and prohibited for weekends and

evenings unless one is a featured speaker. Thus
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opportunities for informal networking needs assessment,

strategy development and broadening services to

constituents are 1^,t.

V. MANAGEMENT STYLE

To the extent that the prevailing management style

maximizes staff effort, achievement and contribution to

the effectiveness of the organization -- or fails to -- it

is worthy of comment. Under the guise of "management

improvement ", the current director has effected an

atmosphere which discourages the kind of discussion,

debate, and the free exchange of ideas associated with

previous administrations and integral to the development

of creative approaches to carrying out the work of the

agency. The not-so-subtle message from management is that

one's career survival is predicated upon unquestioning

acceptance of national office directives. Attempts at

discussion are interpreted as insubordination.

Distrust of staff is evidenced by the withholding and

guarding of basic information concerning budget and.

personnel allocations,.special projects administered by

the national office and their fiscal impact, the selection

of contractors, and expressed public and' congressional

concern about agency operations. Xttempts at intimidation
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of st.ffare not infrequent. Two highperforming,Regional

Administrators were ordered without explanation to

Washington to be told that they had attitude problems.

Once chastised, they were sent back home -- a curious use

of the limited travel resources of the agency.

Since 1981, there has been increasing absQrbtion with the

notions of staff loyalty and ability to function as "team

players." The latter quality is the subject of a critical

perfOrmance measure for Regional Administrators, but

without objective standards for measurement of this trait,

the potential for management abuse is great. After my

RIF, in a discussion concerning my candidacy for the the

Regional Administrator position on a full-time basis, the

Director stated that she demanded loyalty of her staff and

that she viewed me as disloyal because: 1) I did not

support her decision to abolish job sharing (and,,

incidentally, my job!); and 2) a year earlier I

submitted, at the request of a former employee's attorney,

a factual statement to the Merit Systems Protection Board
(the employee's)

to appeal her/firing by the Director. The Director

indicated that these factors would negatively affect my

chances to secure the position on a full-time basis. In

another interview, my views on program priorities and

meeting the needs of constituents evoked little, if any,

response, while my notions about team playing were

U
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carefully scrutinized and ultimately rejected as

incnmpatible with this Director's philosophy.

Merit. pay decisions for regional staff are based upon

meeting specific performance standards agreed upon, in

writing, at the beginning of the fiscal year by the

Regional Administrator and her supervisor. For the last

three years however final performance standards have not

been issued to Regional Administrators until very late in

the rating period. (In fiscal year 1983,,1 received my

performance standards two weeks before the end of the

year.) Consequently, in the absence of clear and timely

expectations about performance, there is considerable

confusion and anxiety related to professional esteem and

financial reward. Since 1981, six Regional Administrators

have left the agency with another departure scheduled

within the year. This is an unprecedented turnover rate.

Each departing person has expressed to colleagues

fundamental philosophical differences with both the

substance and style of the current leadership in the

agency.

In my view and in the view of most staff, the recent shifts in

priorities, the complete centralization of authority and

demoralizing management practices are antithetical to the

Congressional-mandate of the Women's Bureau. I am hopeful that

this hearing will contribute to the likelihood that the agency

will be put on course again, and that the creative, proactiVe

and responsive work of past decades will continue.
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Mr. FR, :..:. K. Thank you, Ms. Cobb.
We will now have questions.
Mr. McKernan.
Mr. MCKERNAN. Thank you Mr. Chairman.

I'd
like to get into the job-sharing aspect in a minute, but first

I'd just like to talk about the way the San Francisco office oper-
ates.

Did you change any of the services that you were providing, or
any of the research or symposia that you might have been doing,
from 1980 through 1983?

Have you seen much of a change in 'the way that office operated
under your management from the Carter administration to the
Reagan administration?

MS. MIXER. I think we have seen substantial difference in the en-
couragement to deal with what we call programs. My personal ex-
perience was that in the course of a meeting with the director and
deputy director in which I was told that I would be RIF'd, this was
a great surprise to me, and I started to talk about the need for two
people to share this job, because there was so much to be done, and
the director said to me, "Oh, you people are always talking about
programs. Don't you understand that we are talking about admin-
istering this office' and I can't quote her any further because it
was such a shock to me; I don't recall the specific words. But that's
the feeling that I've gotten.

Previous to this time, up until 1981and I have served under
five directors, both in Republican and Democratic administra-
tionseach of our directors was open to the great number of prob-
lems experienced by women who are either in the work' force now,
or who need to be, or expect to be at some time, and there is no
limit to those problems.

The whole attitude of the Bureau was to do the most we could.
We knew we could not solve all their problems, but we did know
that by working with people intensively we could helpand I think
that this is our experience in the apprenticeship field.

I've put in my written testimony what has actually happened
about apprenticeship in California, which is, in 12 years there has
been a revolution. Women have increased from 0.2 percent of those
trained in apprenticeship to 9.4 percent, that represents thou-
sands of women who have completed thei ...aining, who are now
working in fields where they are getting decent wages as well as
benefits, and thousands of other women who have been encouraged
to work in similar nontraditional blue-collar fields.

It is working in California. It is only working because, in con-
junction with women's organizations there, we simply refused to
take no for an answer; we just kept on keeping on; and that is how
the Women's Bureau has done so many things that they have done,
in my expdrience, in the last 20 years.

I'm sorry it's long-winded.
Mr. MCKERNAN, Well, that's OK, but I'm not sure you answered

my question. That's my problem.
What I'm looking for, I guess, is not so much the job sharing

which. as I said, I want to get into in a minute, but I think there
are other witnesses who are going to talk about how the Women's
Bureau may have changed in the last 3 years.
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You, I gather, were Director of the San Francisco region, as you
said, under a number of Presidents, and t wonder how you view
your job as having changed and the services that you were provid-
ing in the San Francisco office from the Carter administration, in
particular, to this current administration.

Are there any changes in the services that you have been provid-
ing? Do they have more or fewer employees? I mean how has that
really worked in the field?

Ms. MIXER. 1 think that one of the Changes was that there was
much more emphasis on staying in the office, not going out and
working with people, not being available for meetings or allowed to
go to meetings, conferences, and workshops.

For example, most working women meetand those aspire
to workmeet evenings and weekends and holidays, and that's the
kind of work schedule I had had for the 20 years between 1962 and
1981.

I think Gay has something to add to that.
Ms. COBB. I think that's an important issue. Because of the

breadth of the mandate of I he agency am because of our tradition-
al underst.ffing and the feeling that we, you know, don't have
enough resources to operate--and that's still the casethe need for
flexibility, particularly in the regional offices, has been very great.

I think one of the changes in terms of how we are operatingor
how we did operateis related to the diminution of flexibility af-
forded to the regional administrator position that relates, as Made-
line indicated, to such things as a discouragement of working week-
ends or evenings, and that kind of thing.

Mr. MCKERNAN. Why was that discouraging? Because' they didn't
want to pay you for the extra time, or --

Ms. COBB. There has been an issue related to comp time, which I,
very honestly, have never understood in its entirety. The manage-
ment views it as a budget issue. That is, if you work in the evening
and at some subset:went point in time take off 2 or 3 hours to com-
pensate for that work, that that becomes a budget issue. I have
never understood it as a budget issue.

But we clearly have been discouraged from working evenings,
from working weekends. We were told at one point to use the influ.
ence of our office to get working women's organizations, or the or-
gani,,ations we were dealing with, to meet during 8:30 to 5:00.
That's the kind of flexibility, I think, that has been greatly dimin-
ished in recent years.

Mr. 11 CKERNAN. Let's talk a little bit about job sharing. First of
all, I think one of you said that it was for some personal reasons
that you think may have caused the RIF, as opposed to the fact
that you didn't think that the Bureau was saying it just wasn't
being managed efficiently. Is that anything you want to discuss
here in this forum?

Ms. MIXER. Well. I think that my job sharer said that, because
we can find no substantial reason for ending the job sharingin
effect removing, discharging, firing two Federal civil service offi-
cials, and replacing them with a temporary person who has no ex-
perience in the field. Our constitt..iits that we have talked to feel
the same way. They are shocked at this kind of treatment.
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So we are still trying to find out the true reason. We do not feel
that it was the expense, and I think that there are probably sup-
porting documents available from the Women's Bureau that show
that our travel was not the highest, and I think, as Ms. Cobb said,
we came in at or below our allotted travel obligation or what was
provided us in our budget.

Mr. MCKERNAN. Did you ever receive any indication prior to the
RIF that this was coming, that there were some problems in the
management of that office, and that they were concerned in Wash-
ington about the manner in which the office was being conducted
with the job sharing?

Ms. COBB. We received, I think, almost from the beginning of the
current leadership in the agency, the sense that they were not sati-
fied with job sharing, that it was not workable. The statement was
made to us repeatedly that it was not workable at the management
level.

We attempted on many, many occasions to get specific informa-
tion, specific analysis, so that we indeed could address whatever
the perceived shortcomings were.

We were unsuccessful in getting that kind of a review, in getting
the agency toI don't think we've even had an on-site review of
our operations, at least not while we were there.

It was a very frustrating experience to be told, and the intima-
tion was that we were not doing something correctly, and it was
because we were job sharing, but we were never able to get specific
information as to what in fact was the problem.

At one point we were told, "Well, you have certain projects, and
Madeline has other projects, and that creates a problem for us in
terms of getting information when we need it."

We recognized that that could be a legitimate management con-
cern. We addressed that problem. We wrote a memo. We said that
we would each take full responsibility for all of the regional
projects in the of'f'ice. That memo was never responded to, and it
was as if' we had not addressed the issue

Ms. MIXER. Just to substai-itiate that, I attended a national exec-
utive staff meeting. Ms. Cobb was ill. I was able to report on all of
the projects being covered by our office. I received no negative com-
ments at that time.

I attended the small workshops and meetings that she would
have attended with regard to the projects, and so far as I know,
that was a successful situation.

If only one of us had been the regional administrator at that
point, there would not have been anyone representing our office at,
the national executive staff meetings.

Mr. MCKERNAN. Unless it had been you.
Ms. MIXER. Well, if' there were just one of us and the person was

i11.

Mr. MCKERNAN. I know, but the point is, you weren't ill; right?
I understand what you are saying, and I think that there are a

lot of benefits, but let me just clarify one thing. It is my under-
standing that one of you at least, if not both of you, were told that
the bureau was willing to try to work out, a job sharing arrange-
ment at a position other than the regional administrator position.
Is that substantially correct'?
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Ms. CoBB. I think about 5 days before the RIF was to become ef-
fective, we received a phone call saying thatI think as a result of
the national office having heard some expression of concern about
this decisionthat they were willing to experiment again wit job
sharing at a lower level position in the office and that they would
bring in someone to supervise us, who would then make the deci-
sion about whether job)sharing could work in the regional office,

Li.We, indeed, thought 'about this proposal that had been Made to
us and rejected it. We 'ected it on professional grounds. We re-
jected it because it would take us out of the management category,
where we had been for a number of years. We rejected it because it
seemed nonsensical to us, in addition to the fact that we did not
have another position in our regional office. There was never any
position assigned to us, as I indicated earlier.

We had been asking for such a position, and had always been
denied that position, because we felt we needed more support-
more staff support. But we never were successful in obtaining such
a slot for our office. So needless to say, we were somewhat suspi-
cious of the offer that had been made.

In addition to this, in personnel terminology, "offer" has a very
specific meaning, and the Department of Labor has certified that
no offer was made to usno legitimate offer. But the discussion did
take place; that is correct.

Mr. MCKERNAN. For whatever reason, you decided not to pursue
even discussing that alternative. Is that a fair characterization'?

Ms. CoBB. We did discuss it with them, yes.
Mr. MCKERNAN. But you ultimately rejected it before it went

any further than just an inquiry on their, part about whether you
would be interested in it.

Ms. COBB. That's correct.
Mr. MCKERNAN. You will be able toliell who the junior Member

is here when I leave to go vote on this quorum call. The chairman
is not going to bother to go vote. It is one of those things that those
of us who haven't been here very long get nervous about.

Mr. FRANK. I do roll calls; I don't do quorums.
Mr. MCKERNAN. The question, though, that I think I'd like to

just explore is
Mrs. BOXER. It's a notice quorum.
Mr. MCKERNAN. Neither of us will go then. That will give us

more time to get your opinions on this, which I think is the major
issue 'here, and that is, is there over a ,job, be it management or
otherwise, for which job sharing just won t work?

I'd like to just get your opinions on that, because I think we are
going to explore that with Dr. Alexander. I think as we try to find
a way to have a more flexible work schedule for a society that is
changing and becoming so much more complex with competing de-
mands on peopl' 's timesis there ever a time when the person
who is ultimately responsible for the hiring and firing can say,
"Gee, this just isn't working because of the demands on the job,
and job sharing just isn't appropriate for this particular job"? If'
you would just give us any thoughts on that from your experience
over the last :3 years.

Ms. A/113(ER. As n board member of New Ways To Work, which
has been the foremost exponent. It's a nonprofit 'rganization in
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San Francisco; it's known nationally and internationally working
in this field, and I'm sorry I didn't bring with me, though I believe
it's in their testimonythey have a number of positions named
there that are job-sharing positions.

Interestingly enough, in the San Francisco Bay area, there is a
very successful real estate financial management company that has
two presidents, job sharing the presidency. I haven't been able to
get a hold of them yet to find out whether they are both working
full-time, but they share the same title.

It's my beLef that it's a matter of attitude, a matter of whether
you believe in it, whether you think it can work, whether you can
see the advantages involved. I saw very well the advantages in-
volved, because I was so concerned about women in region

It sounds corny, but it's the truth. I wanted more help; I wanted
more brain power, more voice power, more foot power, and I had
no way of getting another professional position assigned to my
office. I had only my own job and to create a vacancy in part of it
and recruit a person to do the other part of it.

So I believed in it; I still believe in it, even though I've had some
unfortunate experience. I believe that it should be adopted; I be-
lieve it will be adopted, and perhaps we are just a little ahead of
our time.

Ms. COBB. I think Madeline may have referred earlier to the
recent Office of Personnel Management issuance that has gone to
Federal agencies. It's a new chapter in their management docu-
ment, which I think for the first time talks about job sharing as a
means of promoting workers' interest in the Federal career service.

So I think even the Office of Personnel ManagementI don't
mean that to be derogatory, but the government itself is recogniz-
ing that it is a legitimate concept.

As a matter of fact, over the years that we have been doing this,
we have been in touch with the Office of Personnel Management.
They have a specialist assigned to job sharing who has been very
interested in our experience in San Francisco. We understood that
they were getting ready, in fact, to document our situation as a
case history which could be disseminated as a model to other Fed-
eral agencies.

So when this person learned that we were being RIFed, he, too,
was quite astonished at the decision.

To answer your question on job sharing generally, I think there
is an increasing body of knowledge which does indicate the appro-
priateness of job sharing as a form of work at all levels.

Representative Schroeder, in an earlier communication to the
Women's Bureau, sent some documentation and reading matter re-
lated to this. Madeline mentioned the real estate company in San
Francisco. There is also the presidency of a college in San Francis-
co that is a shared job, as well as many other high level positions.

We have not at this point been able to identify, at least in our
review of the state of the art, any positions that are inappropriate
for job sharing.

Mr. MCKERNAN. Thank you. I have no further questions.
Mr. FRANK. Thank you.
Let me ask first Ms. Cobb and Ms. MixerMs. Cobb, you went to

work in the Women's Bureau in 1974. So you were there for 10
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years; Ms. Mixer, you for 20 years; so that both of you have served
under several administrators and under several administrations,
both Democratic and Republican.

Ms. Cobb, I notice you went to work during a Republican admin-
istration; Ms. Mixer, you went to work during a Democratic admin-
istration, if' I do my arithmetic correctly.

I raise that because we have received a lot of mail here, much of
it identically worded, some of it a little varied, raising questions in
some ways about why we were looking at this right now. It's part
of our oversight responsibility.

There does seem to me, from what I've heard here to be more
criticism of the operation of the Women's Bureau from the stand-
point of its mandate now than previously. Given your perspectives,
does that seem accurate to you? And I'd ask Mrs. Boxer if she has
any comments on this.

I mean, it does seem to me that there is more question about the
ability within this administrative framework of the Women's
Bureau to carry out its function recently than there had been
during prior periods. There's an i..lement of controversy here that
doesn't-seem to have been present in previous administrative turn-
overs. I'm wondering if that is accurate.

Ms. Cobb'?
Ms. Coss. Yes. As I mentioned earlier, certainly the level of

flexibility afforded to regional managers has greatly reduced the
ability of regional offices to respond in an immediate way to per-
ceived needs of constituents.

Mr. FRANK. And you have got 10 years experience with regional
work as a regional administrator and as someone working with the
regional administrators.

Ms. COBB. In the regional and national offices, yes.
Mr. FRANK. And you cite here, I think, on page 7 of your testimo-

ny, "The following activities require specific approval from the
Office of the Director: travel within the region, all printed material
related to regional events . attendance at conferences if travel
or flexible work hours are required to attend," and as I understand
what you were saying, if you wanted to take 2 hours off during the
day to attend a meeting in the evening, with no extra compensa-
tion, that was something that was discouraged by the director; is
that correct?

Ms. COBB. It's something that required specific approval from the
Office of the Director.

Mr. FRANK. And you suggest that it was discouraged and that
you were told instead that you should persuade these people to
meet during our working day rather than in the evening.

Ms. COBB. That's correct.
Mr. FRANK. So every time you wanted to attend a m Tting other

than 8:30 to 5, you had to get specific permission from the director?
Ms. COBB. Pretty much, unless we just did it, which I'm sure hap-

pens. I know I just did it sometimes.
Mr. FRANK. But the rule said you were supposed to ask the direc-

tor.
Ms. Coati. Yes. I was in violation, in those instances, of the rule.

fry
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Mr. FRANK. For clearance of speeches and presentations, press
interviewsany time you were going to meet with the press, you
had to check that with the director?

Ms. COBB. Yes.
Mr. FRANK. I could see why you would need an extra person just

to check with the director while the rest of you were doing your
job.

Was there a substantive problem here as well? The degree of
flexibility, you said, was very different. Some people suggested that
there was some difference in orientationin some of the work you
had done with some of the wog pen's groups.

Women's groups, particular ly recentlyunderstandably, in my
judgment; others may differ; )ut as a matter of fact, a number of
women's groups have been somewhat angry, have represented
viewpoints of those who felt that the established order, whether it
was governmental, or business, or in some cases organized labor,
had not been fully responsive to women's needs; and many of the
women's groups that I'm familiar with have, as I said, quite under-
standably in my view, taken something of an adversarial approach
toward society. Sometimes they have been angry, they have been
critical, I think generally with good results.

Was there some sense that they didn't want you to be as facili-
tating or cooperative to some of these groups that were perhaps
going to be somewhat angry or express viewpoints that might be
critical of the administration in power? My guess is they had ex-
pressed viewpoints critical of every administration that has been in
power. Was there any element of that?

Ms. MIXER. I believe that one of the most serious problemsand
this speaks to both of the last two questions you raisedwas the
discouragement of cosponsoring of conferences, workshops, consul-
tations, meetings, whatever, with our constituents, with different
kinds of groups.

There was at one time a statement that you could not cosponsor
a meeting with a particular group, that you had to have everyone
there. Well, I think that sometimes that works out and sometimes
it doesn't.

Mr. FRANK. In other words, yoe ..-ere told, as 1 remember the tes-
timony, that meetings that wok... just for minority women or
just for union working womentha,. .nose were not permissible
that you couldn't have one just for minority women.

Ms. MIXER. Yes. This was particularly experienced in the Denver
region, where I had some experience myself last summer, because
our Denver office had arranged to cosponsor a number of different
conferences, bringing women together, letting them get some mate-
rials, some very important kinds of feel for the problems they were
dealing with, and our former Denver regional idministrator had to
cancel out the cosponsorship of the Women's Bureau of those par-
ticular conferences.

I believe that she has sent in some testimony, and so more of the
details are available.

Mr. FRANK. If there is no objection, I will insert in the record at
this point the statement of Lynn Brown, formerly regional admin-
istrator in region VIII, covering Colorado, Wyoming, Utah, Mon-
tana, North Dakota, and South Dakota.
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She says, "They did not approve of our sponsoring a confer-
ence""they" being; the national office"for black women, His-
panic women, working women, or business women. It was neces-
sary to serve all women and men. I said that over the period of the
year, with a variety of approaches, we were serving all women
while focusing on the needs of particular disadvantaged women."

So there was an objection to some of those specifics, and that will
be put into the record.

[The prepared statement of Ms. Brown follows:;
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Congressman Barney Frank
Subcommittee on Manpower and Housing
Room B 349A
Rayburn House Office Building
Washington, D.C. 20515

et Dear Honorable Congressman Frank,

6865 Newland St.
Arvada, Colorado 80003
July 8, 1984

My name is Lynn Brown..I live at 6865 Newland St., Arvada, Colorado.
I am presently the Executive Director, YWCA of Metropolitan Denver..
From August 1977 to July 1983 I was the Regional Administrator, Women's
Bureau, U.S. Dept. of Labor in Region VIII. Region VIII covers the
states of Colorado, Wyoming, Utah,Montana, North and South Dakota.

I decided in July, 1983, to leave the Women's Bureau for a new position
because I felt that over the preceding year the management of the Women's
Bureau was leading the Bureau in the direction of not fulfilling its Congressional
mandate. The majority of the projects on which I was working were stopped
and the message I received was that primarily the only service to he provided
was technical assistance services, for example providing statistics and
brochures (although these were not updated and our supply had run out in
many cases).

In I9E2, I was one of the two Regional Administrators to receive an
outstanding rating. I received a highly effective the year before. The year
1 received the outstanding rating my workplan called for conducting conferences
for all types of women on a variety of subjects. I determined my workplan
based upon objectives set in Washington, D.C. My plan was then approved.

In 1983 I proceeded to use the same mechanisms (conducting conferences)
in order to carry out the mandate of the Women's Bureau. Around March 1983
I was told I would have to cancel all Women's Bureau participation in the
conferences for a variety of reasons. The first day I was told to withdraw
I was given the following reasons. (I) I was not to conduct conferences for
only one type of woman. They did not approve of our sponsoring a conference
for black women, hispanic women, working women or business women. It
was necessary to serve all women and men. I said that over the period of
the year with the variety of approaches we were serving all women while
focusing on the special needs of particularly disadvantaged women. (h) We

could not mail any notices of the conference taking place because it would
violate the franking laws. Of course, if no one knows you are having a
conference, you do not have very many people who come. (The Small Business
Administration mailed the conference brochures for the Women and Business
Conference ins tead of the Women's Bureau.) By the next day, the national
office called me back to tell me that they couldn't have peopl, register for
a conference because collecting their names and addresses violated the

64
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Paperwork Reduction Act. (The regulations, as I read them, exempted
conference registrations.) They were also concerned that we were charging
for the conferences, In some cases the cost of the conferences covered food
which the Department couldn't pay.

In 1982 we were told that we should not work on Saturdays and that any work
on Saturday required the special approval from the Deputy Director to use
compensation time. The Regional Administrators tried to explain to the
Deptity Director and the Director that many of the women we served were
women working in the workforce with very little flexibility for meetings duroig
the work week and needed to have meetings on Saturday. We were told that
it was time for these women to demand time from their jobs for any meetings
or events connected with the Women's Bureau.

I was also concerned with the shift of Regional Administrator authority
to the national office in Washington. For example, all comp time for
ail my staff had to be approved by the Deputy Director, all staff position
descriptions had to be approved by the national office, and all staff time
cards had to be send to Washington. When the Director visited the region,
I told her I was concerned that the position could be reclassified to a GS -11
(it was a GS-14). She told me that if she had the authority she also needed
to have the responsibility and could not delegate.

During 1983 I was given no new directions or suggested means for carrying
out the mandate of the Women's Bureau. My performance standards for 1983
only called for 3 job fairs to be conducted, one child care system in place
in a company, providing technical assistance to apprenticeship mechanisms
set in place during the last administration, and to promote Technical Assistance
(;uides for employment programs. Unfortunately the job faire were difficult
to carry out with the restrictions placed on conferences. It seemed a very
small do nothing job for the position compared to previous years under
Alexis Herman as director.

In July 1983 I resigned to accept the position at the YWCA. As I am
personally committed to women achieving economic equality, it was
imoortant for me to be in a position where I could assist individual women
and women's organizations.

Since rely,

Lynn Brown

tJ
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Ms. MIXER. I would like to also say that because there was no
budget for the regional offices to put on any kind of meeting, about
the only thing that we were able to do for our constituencyand I
did this with a group of women's nonprofit organizations that were
working with the CETA program on recruiting women into nontra-
ditional jobsthey asked me to set up a network in northern Cali-
fornia, and I said, "I don't have anything to set up any network
with," and they said, "Well, you have an office, and you have the
capability of communicating with us, sending out a memo when
there is going to be a meeting," and so I did that, and it became a
very viable group, and it turned eventually into an organization
called Tradeswomen, Inc.

Mr. FRANK. Ms. Cobb, did you want to add anything to that? If
you want to question-share, that's perfectly OK here.

Ms. COBB. You mentioned, I think, an interesting point, and that
is that traditionally the Bureau, in my experience and Madeline's,
I guess, has played a role, sometimes of an outsider, always as a
conscience, I think,' in the Department of Labor certainly, and at
times that has involved the need to be critical of departmental poli-
cies, to forcefully advocate for the needs of women, and I think
there has been some diminution of that sense of the role of the
Bureau.

There is quite a bit of emphasis, as expressed, I guess, in our per-
formance evaluations, on the need to be part of a team, to be a
team player.

Mr. FRANK. Is that a new part of the performance evaluation
under the current administration?

Ms. COBB. Yes.
Mr. FRANK. Team playerism is a standard that came with the

new administration?
Ms. COBB. Yes.
Mr. FRANK. And quite a lot of emphasis was placed with regard

to your performance evaluations on your being a team player?
Ms. COBB. It was a critical element to function as part of the

Women's Bureau team or whatever.
Mr. FRANK. Some people have argued that women have been dis-

advantaged in our society because they have been excluded from
team sports and haven't learned other things. Is this an effort to
overcome that form of cultural deprivation, do you think?

Ms. COBB. We found a certain level of difficulty in our own abili-
ty to get on the team.

Mr. FRANK. They say no cocaptains, Ms. Mixer pointed out, I'd
like the record to show.

Let me say, because we have, I think, a live quorum now, and
members may want to goI just want to see if we can summarize.

I want to make it clearand I am very grateful for your being
hereyou both have experience that spans several administra-
tions, both Democratic and Republican, with different styles. I take
it, throughout, the Women's Bureau has been an advocacy agency.
It's a small Bureau; it hasn't been an operational Bureau. I take it,
not only do we have what seems to me a great hostility to job shar-
ing and perhaps their view is that job sharing is for the less impor-
tant jobs but that job sharing shouldn't go here. It sounds to me
like they o wert great advantages to the job sharing. The Govern-
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ment clearly seems to me to have been getting quite a lot more
than its money's worth, because both of you were, as you have sug-
gested, doing a lot of thinking and interacting at other times.

But in addition, it does seem, by the restriction on cosponsorship
and by this new criterion of being a team player, there was a re.
duction in your ability to function in the advocacy role and a re-
duction in your ability to cooperate with groups that have some
anger and have some criticism.

Let me ask you this. A number of controversial issues have come
up that have been very relevant to a lot of women; the question of
equal pay and what that means, moving into areas, for instance,
such as the Washington State caseis that in your region, Wash-
ington?

Ms; No, it's not; that's in region X.
Mri FRANK. Were you able to take positions on some of the issues

that have been somewhat controversial in recent yearshow the
budget affected, certain social services for women, what the Job
Training Partnership Act should have looked like, the question of
equal pay, the question of the equal rights amendment? What has
been the role that you have been able to play with regard to those
issues that are of some relevance to women?

Ms. COBB. I would say a low key role. The issue of comparable
worth has in my opinion, not received very much attention by the
Bureau in recent years. The Bureau has not taken a position on
comparable worth, or I don't know that it has increased the ability
to have dialog and debate in our society.

Mr. FRANK. In the considerable experience of both of you, includ-
ing prior administrations, either Democratic or Republican, of Mr.
Nixon, Mr. Ford, Mr. Johnson, Mr. Kennedy, Mr. Carter, which
you span in varying degrees, would there have been a more active
role by yourselves as top officials of the Women's Bureau and the
Women's Bureau itself in dealing with some of these issues that
have arisen in the last few years, Ms. Mixer?

Ms. MIXER. Certainly in the field of the equal rights amendment.
When the 50th anniversary of the Women's Bureau was celebrated
in Washington, with thousands of women at the meeting, Elizabeth
Duncan Koontz, then the director of the Women's Bureau--

Mr. FRANILWhat year was that?
Ms. MIXER. 1tWas 1970.
Mr. FRANK. Under Rich 1rd Nixon.
MS. MIXER. Under Richard Nixon.
Elizabeth Duncan Koontz, our director, had just obtained the

agreement of noti\only the Department of Labor but also the Nixon
administration to 'move ahead on the equal rights amendment, to
favor it, to allow the governmental agencies to work on those
issues, and up until the time that the current director came in,
that was still a part of the assignment of the Women's Bureau. It
was still included in our publications.

Soon after, within a month of the time the current director came
in, the publication that talked about it was scrappedwas thrown
awayand it was ordered to be destroyed. We had none to replace
it. It explained the mission of the Women's Bureau.

Mr. FRANK. They were destroyed?
Ms. MIXER. Yesordered to be destroyed.
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Mr. FRANK. Ordered to be.
When the new administration came in, you had booklets about

the equal rights amendment which explained it, and they--
Ms. MIXER. Well, it was included as a part of the Women's

Bureau mission.
Mr. FRANK. And that was destroyed.
Ms. MIXER. It was just a reference to the equal rights amend-

ment as somethingas a major- -
Mr. FRANK Part of the mission.
Ms. MIXER [continuing]. Part of the mission of the Bureau.
Mr. FRANK. Thank you.
Yes, Mrs. Boxer?
Mrs. BOXER. Yes; if I could just beg the indulgence of the commit-

tee for 1 minute. I'm just going to call it the way I sec it, which I
am prone to do, and say that it's clear to me, after Waring these
women firsthand and after having spent literally 9 months trying
to find out directly from the source in a very respectful fashion
why they were RIF'd, that they were RIF'd because this particular
department wanted to get rid of two very effective women, women
who were dedicated to the cause of economic equity for women,
women who believed in the words of the law that set up this
Bureau, women who were willing to go beyond the call of duty, and
women who, by their very nature, were proving that in this day
and age when we need flexibility in the workplace for women, it
could work.

I am absolutely outraged, not as a Member of Congress only, but
as a taxpayer, tha' we have lost these two people, and, Mr. Chair-
man, I want to tha you very much for these hearings.

Congressmen Del ,ums and McNulty and myself have been trying
very hard to get attention paid to this situation. We think it's a
living, breathing symbol of what is happening in this administra-
tion. I appreciate this hearing.

Mr. FRANK. Thank you.
I want to say I'm going to wind up my questioning simply with a

statement. I wish I had the power to do more than what I'm about
to do, but I just want to apologize to Ms. Cobb and Ms. Mixer. You
have, I think, been very poorly served by a Government that owed
you a great deal more in terms of gratitude and respect.

Your willingness to do something innovative and challenging
really was obviously motivated by your desire to kind of set a
model that could be used to the advantage of others. I'm sorry this
one has ended badly, but I hope you'll be consoled by knowing that
the example isn't just going to be allowed to go away, and we
intend to keep pursuing it.

My own sense, from what I've been able to read, was that Mrs.
Boxer has accurately stated the situation and that there was just
not room for people with your determination to be advocates.

Mr. MCKERNAN, Would the chairman yield on that?
Mr. FRANK. Yes.
Mr. MCKERNAN. I hate to make this partisan, and I, too, think

that it's unfortunate that what has happened to you has happened,
arid I think we ought to be bending over backwards, especially with
people who obviously have your ability and long-standing service,
but I would hope that those of us who are concerned about it would
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at least do Dr. Alexander the courtesy of waiting to hear her side
of it before we go and say that, obviously, there was no reason for
this action to have been taken.

I think that rather than take sides on something like this, we
ought to look at not only the human results of an action like this
being taken and what we can do to make sure that we try to find a
way to right the situation, but to also find out what this means for
the future of working women, and how are we going to make sur
that we have policies, and to see that this arm of the Labor Depart
ment, ' nich is supposed to be taking the action to help working
women, is doing what is necessary to provide for those who are in
the workplace. I just hope that we will at least listen to Dr. Alex-
ander.

Mr. FRANK. I thank the gentleman.
As I said, I would agree with him th,..c this should not be made

partisan. I think for a long time the Women's Bureau was not par-
tisan, and I think that has changed recently.

I would say that, as our colleague from California has pointed
out, a lot of people spent a lot of time trying to get some reasons,
and what you heard from the gentlelady from California is a result
of her not having been given any reasons and drawing the conclu-
sion she did.

We are going to break now to vote.
Mr. Owens, will you have questions of these witnesses?
Mr. OWENS. No questions.
Mr. FRANK. All right. Then you will be dismissed, and we very

much appreciate your coming, and we will Come back to the next
panel. The committee will be in a brief recess.

[Recess taken.;
Mr. FRANK. The hearing will reconvene. I apologize for the inter-

ruption.
We will now hear from a panel consisting of Willard Wirtz,

former Secretary of Labor; Alexis Herman, former Director,
Women's Bureau; Sandra Porter, executive director, Nitt!ortal Com-
mission on Working Women, representing Elizabei,h Duncan
Koontz, former Director, Women's Bureau; and Catherine East,
former executive secretary, Interdepartmental Committee on the
Status of Women and Citizens Advisory Council on Women.

Will you all take your seats, please?
We will begin with the order in which I have them down here,

with Mr. Wirtz.
Mr. Secretary, thank you for joining us. Please proceed.

STATEMENT OF WILLARD WIRTZ. FORMER SECRETARY OF
LABOR, U.S. DEPARTMENT OF LABOR

Mr. WIRTZ. Thank you, Mr. Chairman.
I identify myself beyond what you have said only as cochairman

of the board of trustees of the National Institute for Work and
Learning. The other cochairraan is John Dunlop, former Secretary
of Labor. We share this job and have had no objections.

You have asked me to comment very briefly on the story of the
Women's Bureau in the 1960's. I do so with great pleasure, but
with three reservations.
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Although I have tried crnscientiousts, for? 20 years now to play
this women's affairs course, I have never 'yet gotten through it
without finding that some comment or other dropped into a deep
chauvinistic sandtrap which I didn't know was there. I hope that
won't happen.

The second reservation is that, I miss my memory these days,
and some of the details of that experience 20 years ago have rusted
in my memory.

I take advantage of that point to call the committee's attention
to a recent 1982 doctoral dissertation in which I think you will be
very much interested. Ms. Cynthia Harrison has written her doc-
toral dissertation on "Prelude to Feminism: Women's Organiza-
tions, the Federal Government and the Rise of the Women's Move-
ment, 1942 to 1968." It's an admirable piece of work. The research
is so complete that I trust ;4 more than I do my own recollection.

My third reservation is more serious. So much has happened in
the last 20 years +o the role and the status of won-en, perhaps par-
ticularly last week in San Francisco but in almost every fo-um,
and working place, and marketplace, and setting, th,-,t I'm frankly
uncertain about how much of the experience of the 1960's offers in-
struction to th,! 1980's.

So, in briefest distillation, as I look back, the functioning of the
Bureau for 20 years was marked by three dynamics. One of them
was the powerful personal force of its directors, Esther Peterson
from 1961 to 1964, and Mary Dublin Keyserling from 1964 through
1968.

They acted and they led from a deep commitment to women's in-
terests and from a lifetime's experience in this area. They asserted
their own and women's priorities effectively, sometimes against the
other priorities that Secretaries of Labor or even Presidents might
think tuey had. I would put in that same tradition Libby Koontz
and Alexis Herman, who are characterized by that same powerful,
forceful leadership.

The second dynamic during that period was what turned out to
be a forceful, constructive tension between the advocates of various
points of view about what ought to be done in this area. The tradi-
tional emphasis had been on ste.Lutory standards, protecting
women's interests. That had previously meant such things as limi-
tations on the weights that working women could be required to
lift.

In the 19(;0',. it took the form of a very strong emphasis on such
things as the development of a day-care program to which the Gov-
ernment wound contribute at least part of the necessary support.

The newer emphasis during the period of the 1960's was on the
equal rights concept. Interestingly enough the Women's Bureau op-
posed the equal rights amendment to the Constitution at first.
They were afraid of a conflict bet.veen it and the protective legisla-
tion. But they remolded 1 rtt emphasis, and were the architect6 of
the Equal Pay Act of 196:), they were critical in getting it enacted
as the law of this country.

We remember, some of us, that the sex discrimination provision
came into the Civil Rights Act of 1964 accidentally and by misguid-
ed male manipulation, but it was the Women's Bureau who became
the effective proponents of that measure.
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Third, the Bureau attached some, although I think lesser, impor-
tance to the appointment of women to high and responsible offices
of government.

Then a fourth fezce was generated, developed, emphasized. It was
on the publicizing of women's grievances and the mobilizing of
their cause by establishing new public forums of one kind or an-
other.

Chief among those were the President's Commission, and then
the Interdepartmental Committee and later the Citizens' Advisory
Council on the Status of Women. As another illustration, two
major conferences were convened in the late 1960's to explore and
publicize the very critical day-care issue.

I refer to the tensions between these groups of advocates, and
that's no exaggeration, particularly in the remembering of a Secre-
tary of Labor who wasn t sure sometimes whether he was an execu-
tive or an umpire.

These occasional controversies neutralized what othc,-vise might
have been narrower dogmatism. By being pressed each
other, these forcesthese divergent advocacies became a stronger
combined force, overcoming inertia and achieving change.

I've tried to look back at that experience critically, to hope to be
helpful in identifying whatever can be remembered of what we
didn't do so well as we wanted to do it. I think perhaps the best
illustration would take the form of a reference to the establish-
ment of the Commission on the Status of Women of State bodies,
counterparts in every State. That was pressed very strongly, and at
first effectively. I think everybody involved would agree that it
didn't get as far as it should have gotten.

The importance of that point is that I believe the 'argest lesson
we learned was that not the Federal Government, not the Depart-
ment of Labor, and not the Women's Bureau can do what they
need to do without the development of a much broader grassroots
support than had emerged at that time, or I think today.

I had a brief experience 2 or 3 years ago as a member of the Na-
tional Commission on Working Women, of which a representative
is here today as one of the members of this panel, and I think that
lesson is still very clear. When it comes to listening to working
women who are at the bottom of the working orderthe pecking
order, the pay order, whatever it isdemocracy still has hi this
country a hearing defect, when it comes to listening to those voices.

I .mentioned there being three dynamics in the functioning of the
Bureau 20 years ago. The third, which should probably have been
placed first, was the development of solid and illuminating infor-
mation and data regarding women's interests.

I think everybody in this room attaches proper importance to
what was heard before the previous panel, about a deliberate cut-
ting off of the opportunities to publicize controversial issues. That's
to bad.

Contained within the very broad status of women, or equal-rights
issues, which this country will properly approach in very broad, po-
litical terms, are innumerable more . decific questions that require
careful thought based on solid, factual information. Day care and
comparable worth are just illustrations,
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What to do with these questions will remain to be settled after
agreement has been reached in the country in principle, and even
after a woman has been elected Vice President or President of this
country.

The function of the Women's Bureau has always been to develop
and provide the kind of factual data these narrower but critical
issues depend on for their proper resolution. A Secretary of Labor
knew in the 1960's that asking for information, perhaps for a
speech, would produce, through the incomparable Mary Hilton,
long-time treasurer of the Women's Bureau's accumulated wisdom,
facts, and ideas that had been carefully, objectively, responsively
assembled.

You haven't asked me to make any comparisons between the
Women's Bureau in the 1960's and the Bureau today. I couldn't d(
it for lack of information; and one Secretary of Labor at a time
enough.

Yet. I suggest, with this third dynamic uppermost in mind, fiat
the critical question would be how actively and thoroughly the
Bureau is probing today into the issue of equal pay for work of
comparable worth, into how to develop a variety of delivery sys-
tems for day care, and into the earning levels of working women
who are at the bottom of the pay scales and who have to moonlight
between raising a family singl,handedly and making its living.

The question isn't whether the Women's Bureau is on one side of
tnIse issues or another. The question is whether that Bureau is
helping the country do the homework which is essential to their
proper resolution.

It is very pleasant to be here today, nostalgic, particularly when
I see Dorothy Height and Clara Beyer; coming here thinking I had
seniority in the room, I find that I haven't.

It was very pleasant to think back on working with and some-
times for the Women's Bureau. I think of it as reflecting Gm, ern-
ment at its very best.

Thank you very much.
[The prepared statement of Mr. Wirtz follows:]
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Statement by Willard Wirtz

before the

House Government Operations

Subcommittee on Manpower and Housing

July 26, 1984

*lb

Mr. Chairman and Members of the Subcommittee:

You have asked me to comment briefly on the role and functions of

the Women's Bureau during the 1960s, as a basis for your questioning.

Welcoming this opportunity, I have three reservations.

First, despite 20 years of conscientious effort, I have never yet

managed to play this women's affairs course without my comments landing

at least once in some deep sandtrap of chauvinism I didn't even realize

was there.

Second, time has rusted many of the details in my memory of the

Department of Labor experience. Fortunately, I have had access to a

remarkable 1982 doctoral dissertation by Ms. Cynthia Harrison, entitled

Prelude to Feminism: Women's Organizations, The Federal Government and

the Rise of the Women's Movement 1942 to 1968; and I have talked with
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Ms. Harrison. She deals in detail with the story of the Women's Bureau

between 1961 and 1968. Her research is so complete that I trust it ahove

my own recollections.

A third reservation is even more serious. The role and status of

women have changed so greatly in the past twenty years, perhaps most par-

ticularly last week in San Francisco but in all forums and marketplaces

and settings, that it becomes uncertain how much the experience of the

60s can instruct the 1980s.

In b-iefest distillation, the functioning of the Bureau during the

1960s seems to me to have involved three sets of dynamics.

One of these was the personal force of its Directors, Esther Peterson

from 1961 to 1964, Mary Dublin Keyserling from 1964 through 1968. They

acted and led from deep commitment to working women's interests and from

thorough experience in this area. They asserted their priorities effectively,

sometimes against others that Secretaries of Labor or even Presidents might

think they had.

The second dynamic was the development of a forceful constrictive ten-

sion between the advocates, within the country and the administration and even

the Bureau itself, of what were sometimes competing emphases on various aspects

of women's progress.

The traditional emphasis had been on statutory standards to protect

and serve the interests of women workers. Historically, this had meant such
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things as legislative limitations on the weights women employees could

be required to lift. In the 1960s, it, came to mean an all-out effort

to promote day-care programs supported in part by public funds.

New emphasis was placed by the Bureau on equal rights. Opposing,

at first, the Equal Rights Amendment to the Constitution, it sponsored

the Equal Pay Act of 1963 and was crucially effective in getting that

legislation adopted. Although the prohibition of sex discrimination came

into Title VII of the Civil Rights Act of 1964 accidentally (by misguided

male manipulation), the Women's Bureau became its effective proponent.

The Bureau attached some but lesser importance to having more women

appointed to high and responsible offices in government.

Finally, the Bureau nlaced perhaps primary emphasis on publicizing

women's grievances and mobilizing their cause by establishing new public

forums. Chief among these were the President's Commission, then the Inter-

departmental Committee and later the Citizen's Advisory Council, on the

Status of Women. Two major conferences were convened in the later 1960s

to explore and publicize the critical day-care issue.

Although rPf(Tring to "tensions" betweeh these groups of advocates is

no exaggeration, particularly in the remembering of a Secretary of Labor who

sometimes felt more like an umpire than an executive, the details no longer

matter. Those occasional controversies neutralized what might otherwise

have bccum. narrow dogmatism. By being sometimes pressed against each other,
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the divergent advocacies became a stronger combined force overcoming

inertia and achieving change.

Looking back at that experience critically, I guess I would find

the largest possible significance for today in the effort that was made,

but with only limited success, to develop counterparts in the states of

the. Presidents Commission on the Status of Women. At the risk of being

presumptuous, I think the largest need we discovered was for a more effec-

tive organization and institutionalization of individual working women's

opportunity to participate as individuals, at the "grass roots" level, in

expressing their grievances and doing something about them. This picture

has changed some in the past 20 years, but brief participation in 1980 to

'82 in the activities of the National Commission on Working Women confirms

the belief that this need remains and that it is an appropriate concern of

the Women's Bureau. American democracy still has a hearing defect when it

comes to listening to working women.

I mentioned there being three dynamics in the functioning of the

Bureau twenty years ago. The third, which should perhaps have been placed

first, was its development of solid and illuminating information and data

regarding women's interests.

Contained within the "status of women" or "equal rights" issue, which

the country approaches in broad political terms, are innumerable more specific

question; requiring careful thought based on solid, factual information.

/Fti
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"Day care" and "comparable worth" are illustrations. What to do with these

questions will remain to be settled after agreement has been reached in

principle, even after a woman has been elected vice-president or president.

The function of the Women's Bureau has always been to develop and pro-

vide the kind of factual data these narrower Uut critical 1,sues depend on

for their proper resolution. A Secretary of Labor knew in the 1960s that

asking for information, perhaps for a speech, would produce, through the

incomparable Mary Hilton, long time treasurer of the Women's Bureau's accu-

mulated wisdom, facts and ideas that had been carefully, objectively, respon-

sively assembled.

You haven't asked me to make any comparisons between the Women's Bureau

in the 1960s and the Bureau today. I couldn't do it responsibly, and one

Secretary of Labor at a time is enough. Yet I suggest, with this third dy-

namic uppermost in mind, that the critical question would be how actively

and thoroughly the Bureau is probing today into the issue of equal pay for

work of comparable worth, into how to develop a variety of delivery systems

for day care, and into the earning levels of working women who are at the

bottom of the pay scales and who eve to moonlight between raising a family

singlehandedly and making its living. The question is less what positions

the Bureau is taking than whether it is doing the nation's homework regard-

ing these issues.

It is pleasant to have been asked to recall an experience, working with,

or for, the Women's Bureau, which I think of as reflecting government at its

responsible and effective best. Thank you.
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Mr. FRANK. Thank you, Mr. Secretary.
You won't remember, but in 1967 when I was a student at the

Kennedy School, I took a telephone call from you. You were look-
ing for an employee of yours who was on leave then, a fellow
named Sam Merrick, and you wanted me to relay a message to
him. I was honored to talk to you then and I am honored to have
you testify before us now. I. appreciate that.

Mr. WIRTZ. Thank you.
Mr. FRANK. At this point, I just want to insert into the record,

and should have done it before, several statements, some were al-
luded to before. There is a statement from the Association of Part-
Time Professionals, signed by Diane Rothberg, who the presi-
dent, expressing deep concern about the dismissal of Ms. Mixer and
Ms. Cobb; and also a statement from the organization of New Ways
To Work: Job Sharing Overview of a New Employment Option, by
Barney Olmstead and Ann McGuire, which also expresses great
dismay at the dismissal of Ms. Mixer and Ms. Cobh.

And then from the Wellesley College Center for Research on
Women, Jacqueline Fields, research associate, a letter and enclo-
sure commending the work that Dr. Alexander has done at the
Women's Bureau, and mentioning in particular a project, Women
in the Corporate Ladder, Corporate Linkage, which they thought
worthy of commendation.

Finally, from McKinley Martin, who is the president. of Coahoma
Junior College and Agricultural High School in Clarksdale, MS:
"This letter and enclosed documentation serves to s -.loft and
commend Dr. Lenora Cole Alexander for the excellent job she has
done." And it is descriptive of and commendatory of some projects
that have been done there.

Without objection, all of these will be put into the record.
[The documents follow:]
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AINOCIATION

(PART°F-TIMIld
1PROVESSIONALS

The Honorable Barney Frank
Chairman
Manpower and Housing Subcommittee of the
Committee nn Government Operations
Rayburn HOB Room B349-A
Washington, DC 20515

Dear Congressman Franks

July 16, 1984

Women, particularly married women with children, are the principal
beneficiaries of part-time employment in the Federal Government. The
major reason these women work reduced hours is to spend sore tine
caring for their children this pursuing careers and helping to support
their fannies.

The RIFing of Madeline Mixer and Gay Cobb, as Co- Regional
Administrators of the Women's Bureau, sends a discouraging signal to
women employed by the Federal Government. Either these women work
full time, or they must leave Federal employment.

It is extraordinary that the Director of the Women's Bureau should
be negative about part-time employment and job sharing which serve
loosen and managers so well in the Federal Government. Elsewhere in the
Federal Government we do not see this negative attitudes

1. In March 1984 there were 56,364 permanent part-time employees

(non-postal) in the Federal Government, down from the high point of
60,500 in January 1981 but higher than in 1979 when monthly figures hovered
between 45,000 and 47,000 employees.

2. The new Federal Personnel Manual chapter 40 on other than full-time
career employment, issued in May 1984, added a section on job sharing as
one form of part-time employment.

3. The Office of. Personnel Management SPOTLIGHT (Spring 1984) devoted
a full page to part-time employment and job sharing.

4. A Department of Defense Conference on Employsent of Civilian
Spouses of Military Personnel, held on May 10, 1984, considered part time
and job sharing as employment Nodes of particular interest to military
spouses.

5. Permanent part-time employees have not been the targets of
disproportionate RIFing. In some agencies being a part-timer has been a
protection against RIFing.

Flow General Building 7655 Old Springhouse Road Mat is, Virginid 22102 (703) 734-7975
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Ritraordinary too, considering the RIPing of the Co-Regional
Administrators in 1983. is sle fact that the Women'a Bureau co-sponsored
a Conference on Alternative fork Strategies on April 12, 1984 in Denver.
Our Association would expect the Women's Bureau to practice what it
preaches.

The Association of Part-Time Professionals is deeply concerned
about the setback to job sharing and part-time employment in the Woaen's
Bureau, an agency which should be partioularly supportive of these
work options. A non-profit membership organisation,, the Assooiation of
Part-Time Professionals is a national professional assooiation that
promotes employment opportunities for qualified men and women interested
in part-time professional positions.

Sincerelyk

Diana Rothberg, Ph.D.
President
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NEW WAYS TO WORK
San Francisco

"Job Sharing: Overview of A New Employment Option"

by Barney Olmsted, Co-Director and Nan McGuire, Manager, Employer
Programs

NEW WAYS TO WORK

New Ways to Work (NWW) is a non - profit, work resource and research

organization established In 1972 and located in San Francisco. Since 1975, a

primary focus of our agency's program has been the emergence and use of new work
schedules. NWW is particularly well known for its work with job sharing--"two
people sharing the responsibilities f one f"11-time job"--and Is currently
recognized as the leading national and International expert on this new work
arrangement. Since New Ways to Work has specialized information about job
sharing and a personal acquaintance with the Mixer/Cobb partnership, we would
like to comment both on job sharing In general and the particular circumstances

of the team that was RiFed by the Women's Bureau.

In 1976, NWW presented testimony about job sharing to the Subcommittee on
Employment, Poverty and Migratory Labor that was examining alternative working
hours arrangements. Two of the points made then seem pertinent to this current
inquiry. They were that Job sharing cln:

"(I) Increase the number of people able to participate in the work force.
Many more Americans (working parents, students, older workers) are now seeking
an alternative to the 40-hour work week for some period in their lives.

(2) Offer a means to pair different skill and experience levels. Women
and minorities, who have been among those particularly excluded from certain job
categories, can utilize job sharing as both a means of entry and also for upward
mobility within an organization."

In the six years since the passage of the Federal Employee Part Time Career
Act of 1978, the use of job sharing has grown steadily in both the public and
private sector. Companies as diverse a5 Levi Strauss, Pan American Airways,
and Hewlett Packard have made Job sharing options available to their employees
and developed language to include this new work arrangement In their personnel
Policies. Jobs being shared include Personnel Section Manager (Hewlett Packard),
Assistant Dean of Students (Stanford University), College President (New College),
Deputy Director Employment Development Department (State of California), Manager
Administration and Employee Services (Storage Technology) and thousands of
others at all love s of skill and responsibility.
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Job sharing emerged orginally in response to the need for quality part-time

work and part-time opportunities in higher level, professional classIficetions.
These are areas that traditionally have only been available on a full-time basis
because they cannot be significantly reduced In time or. split Into two part time

positions. Sharing them is a way to bring new benefits to the position as well

as to allow employees who need or want less than full-time work to continue to

be employed on a part-time basis.

Some of the benefits that employers have noted include:

(1) Providing a wider range of skills in a single Job title. Two people

sharing a position not only bring diverse talents to a job but also reinforce

each other with complementary areas of expertise.

(2) Greater flexibility of work scheduling. Many positions have periods

of peak activity followed by 'dead' spells. Job sharing provides a more efficient

means of utilizing employees' time. The use of teams can enable employers

either to redesign schedules so that both sharers work during times of greatest
demand or to extend hours of service by taranging a gap period.

(3) Affirmative action implementation. As growth began to slow In the

70's, a number of employers utilized voluntary job sharing as a way to open

hours of employment and implement affirmative action hiring.

(4) New options for older employees. Allowing senior employees to reduce

hours allows employers to retain their skills and experience while they phase
their retirement.

(5) Other organizational benefits include more energy on the 'ob,
reductions in absenteeism and use of sick leave and continuity of Job performance
(i.e., when one sharer is absent or leaves the position, the partner can take
over full-time.)

When Madeline Mixer presented a Proposal to share her job, it was clear
that, with Gay Cobb as a partner, all the benefits referred to above would

accrue to the Women's Bureau. Region IX is one of the most heterogeneous areas
In the country, as well as one with a large and active female population.
Trying to accommodate the needs of the working women In the region is a
herculean task. Ms. Mixer, who had held the job of regional administrator since
the office was opened In 1962 realized that the addition of Cobb's energy,
contacts and complementary skills and experience would greatly enhance the type
and extent of service available to women in Region IX. The stress inherent in

the position and the tremendous variety of contacts fequired to accomplish the

job objectives made it a a-feet candidate for job sharing. Furthermore, Mixer

and Cobb had known :tech otner for some time and realized that they would be
compatable and that their partnership would enable a much wider range of skills
to be brought to the demands of the job. Just the fact that they could both be

at meetings at the same time in different places proved to be a significant
plus for their constituents. There is no question that the diversity that such

a job sharing team represents puts a few extra demands on management. Many

supervisors of job sharers, however, have felt that the results were well worth
it. The easy way out is not always the best way out. Some comments about other

job sharing teams from management:

18-56 4 0 A4 6
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"The combination Increases productivity and resu is In more innovative
solutions. Neither gets 'burned out' or bored or lackadaisical."

'Works :trbeirbly1 I get much more done and have greater flexibility. I

get better wrsonnel that do more than when'the position was filled with onv
' II -time person."

"Good for star, morale to know there are options."

in conclusion, we feel compelled to comment on N rather unique aspect to
the Weer/Cobb RIFing. One of the advantages that most employers perceive in
yob sharing is that if the team separates, for whatever reason, generally. one

of the, partners is available (0 take the job full-time. This results In a
tremendous saving to the organization in recruitment and training costs and
loss time. However, it is our understanding that, In this instance, recruitment
been before t.:her Mixer or Cobb were notified.of their RIF.

Mixer and Cobb, between them, had provided the Women's Bureau with thirty
yes of service. It seem!' pertinent to reflect on their current situation
In .ght of the Supreme Court's recent decision that places senivrity on a
higher priority than affirmative action. As Representative Pat Schroeder (D.,
CO) has noted, it would be unnecessary, In many instances to pit women and
minorities against senior employees if some of the new work time options were
used creatively. management practice must keep up with current realities. Job

sharing, perranznt part-time, work sharing and other Innovations In work time
are new tools for good managers.

Some committees and branches of the government (OPM, White House Committee'
on Private Initiatives) are currently promoting wider participation in the
Federal Employees Career Part-Time Act programs. (See attached cover sheet for
OPM Federal Personnel Manual System Letter 340-2, 5/14/84) With this promotion
there must be afeguards built in to protect those federal employees, like
Mixer and Coln, wow lake Is for granted that their employment rights cannot be
abridged If they aarticipate within the Intent of the legislation.

(Prior to assurning the position of Employer Program Manager for NWW, Ms. McGuire
was responsible for r implementation of the Massachusetts Flexible Hours
Legislation--the first public sector law to provide employees with work time
alternatives. Olmsted was a co-founder of NWW is currently co-d:rector of
that organization.)
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Office of Personnel Management

Federal Personnel Manual System

FPM Letter 340-2

suspEct Other Than Full-time Career Employment (Part-time,
Seasonal, On-call. and Intermittent)

Heads 01 Departments and Independent Establishments.

fi'M letter 340- 2

Pub "tiled m advance

pi ompotaimml o FPM

Chapter 340

KINN UNTIL SUKISIDED j

Washington, C. 20415

"45' 4, 1984

Introduction

1. This letter announces the issuance of a new Federal Personnel Manual (FPM) chapter 340 on

°ther than full-time career employment. The chapter provides compreheeelee instructions and

1 guidance on part-time, seasonal, on-call and intermittent employment, including purpose and

appropriate use, and the benefits and service credit to which 'such employees are entitled.

Previously published FPM letters and bulletins on part-time and on-call employment have been

I.

Incorporated into the new chapter. The material on seasonal and intermittent employment is

entirely new and marks the first time we have issued general instructions governing such

employment. This new chapter Is intended to give agencies greater flemibility to manage

their work force while assurinemployees equitable treatment.

'2. A draft of this chapter was circulated for comment to agencies, unions and other in-

terested parties. The final version was adopted after careful consideration of the comments

received. Corresponding regulations were published in S CFR Part 340 on April 25, 1984.

Key Features

3. Part-time Employment. The new chapter describes the provisions of the Fede.al Employees

Part -time Career impiWient Act (P.L. 95-437), including requirements for the operation of

agency part-time employment programs. Also included in the chapter is technical guidance

on part-time employmentpolicies, including the establishment of part-time work schedules,

and the use of Job sharers.

4. Seasonal Employment. Seasonal employees work recurring periods of less than 12 months

each year they areTriced in nonduty/nonpay status and recalled to duty in accordance

with preestablished conditions of employment. While there is no required minimum limit on

the length of a season, agencies are encouraged to provide seasonal emAlOyees with at least

6 months employment each year to minimize he cost of unearned service credit and benefits.

However. seasonal employment should not be used as a substitute for full-time employment.

5. On-call Employment. On-calf employment is designed to provide management with a trained
cadre of permanent employees wile can supplement the full-time work force during periods of

above average workload. Orcall employees work on an as needed basis with an expected cumul-

ative service period of at least six months in pay status each )ear. On-call employees work

regularly scheduled tours u! duty *Ile in pay status and are placed in nonduty/nonpay

status and recalled to duty in accordance with preestablished conditions of employment.

As vacancies occur, on-call employees move into the agency's year-rouad work force.

Inquiries: Office of Policy Analysis and Development, Staffing Group, (202) 632-6817

Code:
340, Other Than Full -time Career Employment (Part-time, Seasonal, On-call,

and Intermittent)
Distribution: FPM

Previously titled 'Part -time. Employment' .US OpitOWINt 011 CI 104 AU.
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Wellesley College
Center for Research on Women

24fr4inp,44.41. 11181Wellesley, Masruchusetts o2181

(617) 235.0320 EXT. 250o; (617) 431.1453

July 13, 1984

The Honorable Barney Frank
U.S. House of Representatives
1317 Longworth House Office Bldg.
Independence and New Jersey Ave., S.E.
Washington, 0.C. 20515

Dear Barney:

I am pleased to share with you information about an important Wellesley College
Center for Research on Women research project sponsored by the Womei.'s Bureau
of the U.S. DepartMent of Labor. The objectives of the project, entitled
"Women and the Corporate Ladder--Corporate Linkage" are:

o to identity the determinants of the accession of women into
upper levels of management in industry and business

o to analyze current programs and practices in major

corporations whoso t %els are to mhance the mobility of
professional women

o to develop an occupational outlook on prospective
opportunities for the employment of women In professional
and managerial positions In merging new technologies

To acc plish this work key executives at the following corporations; Bank of
America' CBS, Inc., Campbell Soup, The Equitable Life Assurance Society of the
United S ates, Grumman Corporation, Hewlett Packard and Syntex Corporation were
interview d during May and June 4984, by Welles;ey staff to identify successful
corporate Programs that contribute to the advancement of women In the corporate
sector. In addition to the data collected during the interviews a Corporate
Round Table comprised of representatives from business and industry, government
and academia assembled at Wellesiey,College on June 28, to develop a corporate
linkage process model with which the Women's Bureau can work with public and
private companies to identify the best means to accomplish the goals of increased
upward mobility for professional women in industry and business.

The concept developer of the Corporate Linkage initiative, Director of the
Women's Bureau, Dr. Lenora Cole-Alexander has been highly commended by the
representatives participating In this study and at the Corporate Round Table
for providing corporations with a timely and much needed opportunity to share
with government, academicians and other business colleagues ways and means that
have worked to advance the careers of professional women. But more impirtantly
Dr. Cole-AlexarJvr has received the support of these "exemplary" corporations
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to do even more. She has provided the Impetus and the means for thew to willingly
move forward and work with government to Identify many of the very subtle con-
ditions that create the Invisible barriers to career mobility that hold women
execultves at the 5-7% level of all mid to upper level management positions and
at one to two percent of the senior management positions.

The Women's flurt,..0 sponsored Corporate Round Table was so successful that
participants urged the Director to conduct more meetings of this type and to
expand their scope to Include input frrm the government and educntors as well as

corporations. One participant, an executive from Syntex Corporation commented:

The Corporate Round Table was a tremendous success, in thatIt
represented the first step In developing a positive working relation-
ship between government, academia and private industry to address
the important Issues related to the advancement of women in manage-

ment. Hopefully, you or the Department of Labor will schedule.
additional Round Table Conferences to provide the "linkage" that

Is so Important."

I understand that within a short time you will conduct an oversight hearing of

activities of the Women's.Bureau. We want you to know that here at Wellesley
we are enthusiastic and eager to continue working with Dr. Lenora Cole-Alexander
to expand and further develop the corporate linkage concept so that it will make
a difference for women moving from mid to upper levels of management, as well as

for women in entry level positions who desperately need to know that career

advancement possibilities truly exist.

The staff at the Wellesley Center are preparing the repct 'f the Corporate Linkage

project activities, Wit., the Women's Bureau permission .sill be delighted to

share the report and recommendations with you. For v u. ':formation I have en-

closed an announcement of the Corporate Linkage Round lit and a list of the

participants.

I appreciate your concern in this matter. I look forward to working with you

in the future.

Best wishes,

Jac line P. Fields, Ph.D.

Research Associate

dg

enclosures: Corporate Round Table Participants List
Announcement of the Women's Bureau, U.S. Department of Labor

sponsored Corporate Round Table
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Wellesley College
Center for Researcn on Women
Wellevley, Mascachusetts 02181

(617) 235.0320 EXT. 2500; (617) 431.1453

DATE

TO:

FROM: Jacque) e P. Fields, Director

Governmen -Corporate Linkage Project, Wellesley College

SUBJECT: Announcement) of the Women's Bureau, U.S. Department of
Labor sponsdred Corporate Round Table

On June 28, 1984 a Corporate Round Table will be held at the
College Club at Wellesley College. The Jovernment-Corporate Linkage
Project of the Wellesley College Center for Reseakh on Women is
organizing the Round Table under a contract from the United States
Department of Labor's Women's Bureau. The goal of the-Round Table is
to bring together Corporate representatives with government officials
to discuss ways of promoting the advancement of women into senior manage-
ment levels.

The Women's Bureau of the United States Department of Labor is
sponsoring the Government-Corporate Linkage Project in recognition of
the fact that despite draMatic increases in the last decade, women's
representation in management careers remains low, their presence in
senior management 'levels even "lower (less than 2 percent of executives
are female).

The Round Table is intended to be a forum-f5YWexchange'of-ideas
on what issues need to be addressed to promote women into upper management
and how government can assist corporations in promoting the advancement
of women Lenora Cole-Alexander, Director of the Women's Bureau; will
be the keynote speaker at the Round Table speaking on "Setting the Agenda
for Government-Corporate Linkages." Participating corporations in the
Government-Corporate Linkage project are: Bank of America, CBS,Inc.,
American Express, General Electric, Syn ox, Grumman, Hewlett-Packard, The
Equitable Life Assurance Society of the sited States and Campbell Soup.

del

S.

L.' e
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COAHOMA JUNIOR COLLEGE
AND AGRICULTURAL HIGH SCHOOL

airtCrOr rur PRFSIDENT

Route I - Bo* 616
CLARBSDALE, MISSISSIPPI 58614

July 25, 1984

Honorable Barney Frank
U. S. HOUSE OF REPRESENTATIVES
1317 Longworth Building
Washington, D. C. 20515

Sir:

OR MAINI.LYC MARTIN
P.-fitlem

This letter and the enclosed documentation serve to support and

commend Dr. Lenora Cole-Alexander for the excellent job she has

done as the Director of the Women Bureau with the United States

Department of Labor.

Coahoma Junior College was funded through the Women's Bureau to

establish a demonstraclon project for mature women. With

direction and assistance from Dr. Cole-Alexander, we were able

to develop the Individual Development and Entrepreneurial
Activities (IDEA) program. This program was designed to provide
training for mature women who are 35 years of age and older in

non-ttaditional 'careers; careers that historically have been

dominated by men. Adult basic education courses were offered to

those participants who had not completed high school.

We humbly beseech you to please'read the enclosed materials. We

are certain thatyou will agree that by providing an opportunity

to implement such a program, Dr. Cole-Alexander is responsible
for offering hope, opportunities and a new way to life to.many

women who thought they had no more chances.

Further, she has gone beyond the call of duty in promoting and

explaining the Women's Bureau to local groups and agencies. She

has additionally, been the speaker for our commencement

exercises and founder's day program.

Words can never express all the gratitude we feel for the hard

work and dedication that Dr. Cole-Alexander has brought to the
Women's Btpeau and the positiveness she has brought to the U. S.

Department of Labor and our great nation.

Very truly yours,

McKinley C. Martin
PRESIDENT

Copy to Dr. Lenora Coie.Alexand-ir

Enclosures



IDEA: THE FIRST YEAR

The Individual Development and Entrepreneurial Activities Program

(IDEAl is a program designed to train mature women 35 \years of age and

older Into nontraditional careers or careers, that have been traditionally

dominated by men.

This "IDEA" came into being through a dream of Lenora

Cole -Alexander, who is the Director of the Women's Bureau for the U. S.

Department of Labor and McKinley C. Martin who is President of Coahoma

Junior. College in Clarksdale, Mississippi.

In" order t fully understand the tremendous impact that this

program had on the participants and the area, one must be familiar with

the area where this program was ,developed. The M'ssissippi Delta which

comprise the northwest portion of the State of Mississippi, is an area

which is basically agribusiness in nature and years earlier was populated

by large plantations.

With the coming of a more sophisticated type of farming, many

persons who worked and lived on these plantations were dislocated. Along

with many of the citizenry being unemployed and underemployed and thus

having to ,bile assistance programs for survival and where the

average income of the area range from $4,507 - $5,034 -- lack of

marketable skills and high rate of Illiteracy are common among its people.

In addition, women who are the single herds of their households and who

live below the poverty line characterize the majority of the female

population In this area.

It is in this setting that the IDEA program took root. As can be

imagined, a program of this kind was greatly needed and appreciated by

not only the participants but the community as well.
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As stated before, the primary purpose of IDEA was to train and

place mature women (35 years of age and older) in careers that have been

traditionally dominated by men. Because most of the participants had not

completed high school and many others had not finished elementary

schciol, it was felt that another goal should be added to the program -- to

provide adult basic education classes to participants who had not

completed high srhool.

These woven were allowed to enter the IDEA program because a very

high percent (7051) of the women were the single heads of their

households, and although they did not have formal education, they still

had the responsibility of providing for they families. It was the aim of

IDEA to meet this need by taking thorn where they were academically and

assisting them in the basic academic and life survival skills.
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IDEA: THE SECOND YEAR

Because the majority of the participants felt a need to receive

additional training especially In the areas of carpentry and industrial

wiring, the Women's Bureau provided funding for a second yea. of

operation for IDEA. Coahoma Junior College also extended the program

a second year. Seventy-six percent of the original participants returned

to the program fora second year; 20% exited the program becuase they

were placed in Jobs.

Fifty- seven women participated in the IDEA program for the

1983-84 school year; 19 of these women were new tiartIcIpants.

In addition to the courses thi.' were offered during the 1982-83

year, Data Processing was added to the areas of interest for the

participants.

Twenty women chose data processing as an area of interest; 31

chose carpentry; and six chose industrial wiring.

PLACEMENT

Placement has been an area of major concern for the IDEA

program, because most of the participants are settled in their

communities and are not willing to relocate. Therefore, the search for

jobs had to be limited to he surrounding communities where the

opportunities for employment are limited. In spite of the above

problems, some type of placement was foki.lci for approximately 50% of

the participants (see attached sheets). Even though most of the

placements are not in the areas In which they were trained, the jobs

receiv, d were a step above what many had because of either

unemployment or underployment.

Three IDEA participants who majored in indsutrfal wiring
)

graduated from Coahoma Junior College in May 1/1;134. Graduation from
t >

the college meant that they must have completed/2,160 clock hours and

maintained at least e, 2.0 grade point average. //
A more detailed report will be submitted to the Wompn't/Bureau,

U. S. Department of Labor at the end of the gralt period.
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THE PARTICIPANTS VIEWS OF IDEA

I was glad when the IDEA training course started. It gave me a chance

to go back to school. It gave me an opportunity to better my education

and job skills. I realize that I had to have a high school education to
get a job. This porgram was one of the best things that ever happened

to me.

The reason I am in school is because I want to learn to read ... I also

want to prepare myself for the GED, I feel it will make me have a

better future ... It will prepare me for a better job.

The IDEA program has given me a greater sense of responsibility.
Through the IDEA program, I have learned skills which can be used to

better my I:fe.

The reason I enjoy going to school is because I never had a chance

when I was younger, and now I am glad of this opportunit' to better

myself so that my children can be proud of me. I thank Dr. Martin for
the opportunity because I was chosen out of all the applications.

When I first enrolled in the IDEA program, I knew the classes mainly

dealt with men's professions but I really didn't mind since I do my own

work around the house, and I enjoy carpentry. But since I've been in

ABE classes, I have met some new friends and an understanding
teacher. The class itself has not been easy but our teacher does her

best to make it easier.

Since I started back to school, it has meant everything to me. I have a

second chance to learn. I never thought I would be able to learn again

but thanks to the IDEA program I have a chance now I am going to do

the best I can.

FACULTY PERCEPTIONS OF IDEA

The IDEA program has done more to deter the tradition& concepts
prepetuated by chauvinism in our society than any other singular
program implemented for the advancement of ERA.

I feel that the IDEA s cram will be recognized both locally and

nationally for the achiev 'tits it has made in promoting women in

nontraditional fields.
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IDEA PARTICIPANTS

PLACEMENTS

Area(s) Placed

1. Badger, Jerutha City of Friars Point
Office Assistant

2. Blackmon, Johnnie R. Morrison's Cafeteria
Cafeteria Management

3. Cummings, Elaire

Delta Manor-Staff Position

Coahoma Junk). Colle;:ki
Staff Position

4. Davis, Dorothy Household Managment

5. German, Matt le Lee Northwest Mississippi Housing
Authority
Electrician

6. Harris, Linda Inventory
CJC Bookstore

7. Jackson, Laura Cafeteria Management

8. Johnson, Erma Cafeteria Management

9. Kemp, Leo la Management
Household Department
Campus

10. Kilpatrick, Minnie Cafeteria Management
Morrison's Cafeteria

11. King, Ceo la

12. Jenkins, Annie

13. Lathan, Virgie

Ward Clerk
Northwest Regional Medical
Center

Cafeteria Assistant
Northwest Regional Medical
Center

Clerk
Welfare Department

14. Johnson, Marie Sales
Department Store
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15. Miles, Hattie Household Managment

16. Mi 11(dr, Joyce Factory

17. Moore, Jessie Mae City of Friars. Point
Electrician

18. Reiof:der, Arleal Wee Cashier
Variety Store

19. Scott, Ella Campus Placement

20. Self, Mable Managing
Delta Cream

21. Slaughter, Quencie Northwest Regional Medical
Center
Electrician

22. Smith, Bettye IDEA Bus Driver

23. Williams, Virgis Lee Driver
Headstart

24. Young, Roberta Manager
Beauty Shop

Mr. MCKERNAN. Mr. Chairman.
Mr. FRANK. Yes.
Mr. MCKERNAN. I have one other letter here that I would like to

have entered in the record. It is a letter to Dr. Alexander from
Congresswoman Nancy Johnson also commending the Bureau on a
training seminar it held on the Job Training Partnership Act and
its impact on women.

Mr. FRANK. Without objection, that will also be placed, in the
record.

[The letter follows:]
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Congreoli of the liinittb *tato
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July 17, 1984

Lenora Cole Alexander, Ph.D.
Director, Women's Bureau
U. 8. Department of Labor
200 Constitution Avenue, N. W.
Washington, D. C. 20210

Dear Dr. Alexandert

commrantow
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COMMTNION
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ftWarmlim
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colorant ott
ODDS AND FAMIUIS

Thank you and the staff of the Women's Bureau for the
excellent presentation of the training seminar on the Job
Training Partnership Act and Its Impact on Women in New Britain
on June 25. You personal appearance and support enhanced the
day and was an unexpected bonus for those who attended. I appre-
ciate especially the time you took away from pressing .family
matters to come personally and lend your support.

I believe too that not only have the women of Connecticut
benefited from the well documented information that wan prepared
and presented, but all of the officials, program operators and
community leaders have broadened their knowledge of the program
and its possibilities for including women in all programs.

A special thanks to Vivian buckles for her efficient and
professional program development. saving developed this working
relationship, I want to keep it going for the benefit of us all.

Again, thank you for your cooperation and friendly support.

Very truly yours

Nancy Joh on
Member of Congress
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Mr. FRANK. We will next hear from Sandra Porter, who is execu-
tive director of the National Commission on Working Women, and
I believe will be representing here Elizabeth Duncan Koontz, who
is a former Director of the Women's Bureau, who has been referred
to earlier. Is that correct?

Ms. PORTER. That is correct.
Mr. FRANK. Please .proceed.

STATEMENT OF SANDRA PORTER, EXECUTIVE DIRECTOR, NA-
TIONAL COMMISSION ON WORKING WOMEN, ON BEHALF OF
ELIZABETH DUNCAN KOONTZ, FORMER DIRECTOR, WOMEN'S

BUREAU
Ms. PORTER. Thank you, Mr. Chairman.
Elizabeth Duncan Koontz regrets very much that she couldn't

travel this morning from her home in Salisbury, NC, to be at these
hearings. I know that she would very much like to be with many of
her colleagues and old friends who are here today.

For 7 years, Ms. Koontz was chair of the National Commission
on Working Women, and as the executive director she has asked
me to speak on her behalf this morning.

I have in front of me a letter that she has written to you, Con-
gressman, and I would like to read her words for her, starting
somewhere in the middle, because I believe that the mandate of
the Women's Bureau has been outlined so far in these hearings
and I know that she would want me to read into the record her
comments.

Mr. FRANK. Please proceed.
Ms. PORTER [reading]:
A quick look at the issues, says Ms. Koontz, that the need for the work of the

Bureau is just as critical today as it has always been. The fact is that society.'has
not yet succeeded in solving the problems, that Congress mandated the W en's
Bureau to address.

Th6 earnings gap, the feminization of poverty, the predictable plight of older
women as they carry the burdens of low status and low salaries with thgfn through
a lifetime of work, the need for child care and other support systems connected to
job training programs and eat. 'ltional opportunitieseach one of the concerns is
as critical today as 10 years ago. We must work even harder in our sfforts to help
women. The Bureau must continue its tradition of leadership.

For the past several years, as Chair of. the National Commission on Workirg
Women, a private, nonprofit organization founded by former Secretary of Labor Wil-
lard Wirtz, I have traveled across the country speaking about the needs of women
workers.

1 have been particularly concerned about women in the 80 percent, pink and blue
collar workers in clerical occupations, sales and service jobs, and factories and
plants.

During these travels, I have been surprised to learn that significant changes have
occurred. I am told that the traditional services of the Bureau have become unavail-
able or have been curtailed. Leaders of women's groups ask me these questions:

What has happened to the Women's Bureau?
Why aren't we receiving publications from them anymore?
Why do the few we receive not carry up-to-date information?
Why are women's groups no longer encouraged to use the services of the Bureau?
Why are we no longer asked to cosponsor ccaferences, workshops or consulta-

tions?
Where is the Handbook on Women Workers?
Why do we get so little response from Bureau staff members when we invite them

to attend important ;unctions outside of work hours?
To most of their queries, I have no answer. I am appalled to learn that the man-

date of Congress seems to have been neglected and that women leaders across the
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country feel that this once valuable source of help and information has let them
down.

Therefore, Congressman Frank, your review is both necessary and crucial, for
there seems to have been a major policy, shift with regard to the mandate and basic
purposes of the Women's Bureau. This is, as you can imagine, most distressing to
me.

When I consider how much the Bureau has meant in furthering a philosophy of
women helping women to help themselves, far from a move to Neal! activities, I
see an increasing need for the Women's Bureau to use every possible means avail
able, every source known, to work toward improving the status of women workers.

I see it is even more importa.lt to reach out to the hundreds of organizations
struggling, struggling in these difficult times to do on their own what the Bureau
was once able to bring them together to do: pooling resources, pooling energy, talent
and know-how.

I am grateful to have been a part of the history of the Women's Bureau as one of
its directors. I am proud of the Bureau's orderly approach to complex problems and
conditions of American women, and of the contributions the Bureau has made
during its distinguished history.

I urge you to do whatever is necessary to bring these critical services back to life
once again; to rejuvenate the congressional mandate for the Women's Bureau. The
women of this country deeserve no less.

Thank you for the opportunity of joining in this review.
Signed, Elizabeth Duncan Koontz.

[Ms. Koontz' prepared statement follows:]

'1
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Kati Ilona' Commigsoion
on Itronetting Women

July 25, 1984

Representative Barney Frank

Chairman
Manpower and Housing Subcommittet
Rayburn Hose Office Building
Room 8-349-A
Washington., DC 20515

Dear Representative Frank:

My name is Uizabeth Duncan Koontz. I was director of the

Women's Bureau in the U.S. Department of Labor from June 1969 to

March of 1973. The'Bureau was Mandated in 1920 to investigate and

report on the status of women and their conditions of work. During

my tenure as director, the paramount concerns and activities of the

Bureau included:

.
gathering data from a wide variety of sources on the economic

conditions of women.

.
analysis and interpretation of data by. age, race, geographic

location and occupation.

.
'dessemination of data, information and pertinent materials

regarding the status of employed women, unemployed women and those

seeking work for the first time.

.
developing more effective means of conaunication through new

Bureau publications as well as revising existing publications,,

.
promoting the issue of alternative work patterns, a program

which originated through the 1963 report of the Presidents Commission

on the Status of Women,

.
.enlisting the support of voluntary organizations, unions and

the private sector to assist women to obtain education and training

2000 P Street NI., Suite 508, Washington, O.C. 20036 202 872.1782

38-564 U - 84 - 7 3
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for employment opportunities.

cooperating wi,h other women's organizations to monitor the

progress of civil rights legislation, executive orders, and

regulations with regard to the status of women.

.
providing a forum for diverse groups of women to discuss

pending legislation and issues of concern for the benefit of the

various departments of government.

.
co-sponsoring conferences at the state and local level.

. making the resources and personnel of the Bureau available

to' women, both at the regional and national level.

The need for .these kinds of programs and activities has been

demonstrated over and over again. During my tenure there was .a

heavy demand for the services of the Bureau at all levels and an

ever increasing volume of requests for information, materials and

help with programs and projects. We were able to meet these demands

at both the regional and national level with some success. In 1970,

the 50th anniversary of the Women's
/

was celebrated, attracting

1500 people to the event. This wad a testament to both the accomplish-

ments of the lioreau and to an ongoing need for it services.

A quick look at the issues illustrates that the need for the work

of the Bureau is just as crucial today. The fact is that society has

not yet succeeded in solving the problems that Congress mandated the

Women's Bureau to address. The earnings gap,. the feminization of

poverty, the predictable plight of older women as they carry. the burdens

of low status and low salaries with them through a lifetime of work, the

need for child care and other support systems connected to job training

programs and education1 opportunities -- each one of these concerns is

99
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as critical today as ten years ago. We must work even harder in our

efforts to help women. The Bureau must continue its tradition of

leadership.

For the past several years,. as Chair of the National Commission

on Working Women, a private, non-profit orfonization founded by former

Secretary of Labor Willard Wirtz, I have traveled across the country

speaking about the need of women workers. I have been particularly

concerned about women in the 80%, pink and blue collar workers in

clerical occupations, sales and service Jobs, and factories and plants.

During these travels, I have been surprised to learn that significant

changes have occurred. I am told tnat the traditional services of the

Bureau have become unavailable or have been curtailed. Leaders of

women's groups ask me:

What has happened to the Women's Bureau?

Why aren't we receiving publications from them any more?

Why do the _few we receive not carry up-to-date information?

. Why are women's groups no longer encouraged to use the services

of the Bureau?

Why are we no longer asked to co-sponsor conferences, workshops

or consultations?

. Where is the Handbook on Women Workers?

Why do we get so little response from bureau staff members when

we invite them to attend important functims?

To most of their queries, I have no answer. I am appallcd.to learn

that the mandate of Congress has been neglected and that women leaders

across the country feel that this once valuable source of help and

information has let them down.

Therefore, Congressman Frank, your review is both necessary and
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crucial, for there seems to have been a major shift in policy with

regard to the mandate and basic purpose of the Women's Bureau. This

1s, as you can imagine, most distressing to me.

When I consider how much the Bureau has meant in furthering a

philosophy of women helping women to help themselves, far from a

move. to curtail activities, I see an increasing need for the Women's

Bureau to use every possible means available, every source known,

to work toward improving the status of women workers. I see it is

even more important to reach out to the hundreds of organizations

struggling in these difficult times # do on their own what theOureau

was once able to bring them together .o do -- pooling resources, energy,

talent and know-how.

I am grateful to have been part of the history of the Women's

Bureau as one of its directors. I am proud of the Bureau's orderly

approach to complex problems and conditions of American women, and

of the contributions the Bureau has made during its distinguished

history. I urge you to do whatever is necessary to bring these

'cal services back to.life once again -- to rejuvenate the

congressional mandate .for the Women's Bureau. The women of this

country deserve no less.

Thank you'for the opportunity to join in this review.

Sincerely,

) i. I

Elizibeth Duncan Koontz
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Mr. FRANK. Thank you very much, Ms. Porter. We will question
all the paw-4 members jointly.

Next wr... have Alexis Herman, a former Director of the Women's
Bureau. Ms. Herman?

STATEMENT OF ALEXIS M. HERMAN, FORMER DIRECTOR,
WOMEN'S BUREAU, U.S. DEPARTMENT OF LABOR

Ms. HERMAN. Thank you, Mr. Chairman. .

As Director of the Women's Bureau for the U.S. Department of
Labor from 1977 to 1981, I certainly welcome the opportunity to be
a part of this distinguished panel, ar 1 especially to share the time
with, while he may be nostalgic today, Willard Wirtz, a Secretary
of Labor whom, certainly, I have held in high esteem.

I certainly also welcome the opportunity to appear) before this
distinguished committee to discuss a matter of importance to the
women of this Nation and their families, the work of the Women's
Bureau.

The Women's Bureau, as has been stated already this morning,
is the only agency in the Federal 'Government with a legislative
mandate to promote the welfare of wage-earning women and ad-
vance their opportunities for profitable employment.

This mandate clearly takes on greater significance at a time
when participation rates of women in the labor force are greater
than at any time in the Nation's history; when more wo-nen are
the sole support of their families; and when structural changes in
the economy are shifting more responsibility for family support to
women workers.

You have asked me today to discuss programs and policies that
the Bureau initiated and carried out under my direction. I often
stated, while Director of the Women's Bureau, that the focus of the
late 1970's and indeed into the 1980's, that we would no longer
simply' be focusing on analyzing why women were coming into the
latior force in increased numbers. That, rather, the issue for the
pr vious administration and clearly into the 1980's would be how
t at accommodation was to take place, and how to ensure that
w men's participation would be compensated in a fair and equita-
b1 manner.

Th-Fiefore, we recognized our primary responsibilities to be to re-
focus the Bureau to accomplish two major thrusts: One, changes in
policies that included both legislative and regulatory changes and;
significant outreach activities that included outreach to the public
sector, private and corporate sectors, international organizations,
and countries.

To this end, we designed and implemented human resource de-
velopment programs to meet the needs of women of all ages. We
were, however, particularly concerned about reaching out to cer-
tain groups of women who had not been able to enter the economic
mainstream, not only because they experienced difficulties in ob-
taining jobs or in advancing in their present employment, but also
because their needs for parity in pay were not being addressed.

Special consideration was given to outreach activities which in-
cluded building networks, coordinating conferences and seminars
and funding for the first time in the Bureau's history the develop-

1C2
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ment and implementation of demonstration employment and train-
ing programs.

These programs targeted such grGaps as: displace' brs".emakers
and other mature women entering or reentering . nr force;
young women, including demonstration programs ,r Irst time
that was seeking to help young women become ec .elf-suffi-
cient who were teen mothers. We stressed special baiorts for minor-
ity women, 'including black women, Native Americans, Hispanic,
Asian, and Pacific Islanders. We held consultations with low-
income women and designed nontraditional job training programs
to help them move into the economic mainstream.

We worked with women who were isolated in rural areas, and
developed for the first time job training Irograms for women in
Appalachia and in the coal mines.

We worked with women offenders. We increased the Bureau's ef-
forts there, particularly stressing for the first time the establish-
ment of apprenticeship programs for women in all of our Federal
prisons. And, of course, it was under the previous administration
that we laid the foundation for the first women business owners
policy; all of which the Bureau had an active hand in.

Significant policies that included legislative and regulatory
changes included the Secretary's order that upgraded the ttureau
to the Office of the Secretary in 1978. This gave the Bureau a
direct reporting line to the Secretary of Labor and full participa-
tion in all policies and program activities of the Department for
the first time in recent history.

In. 1978, the Labor Department established affirmative action
programs to correct deficiencies in hiring and promotion of women
by Federal construction contractors and required registered ap-

. prenticeship programs to open their ranks to women.
In 1978, the amendments to the Comprehensive Employment and

Training Act, popularly known as CETA, greatly enhanced the ef-
fectiveness of CETA in meeting the needs of women. Special em-
phasis and funding for the first time was accorded to such groups
in this legislation as displaced homemakers and single parents.
Prime sponsors were encouraged for the first time in this legisla-
tion to train women in nontraditional jobs, to actually provide part
time and flexible hours arrangements for both training and em-
ployment programs.

Policy s$ t.ements were issued regarding workplace hazards, as
we attempted to stress the belief that we should remove the hazard
and not the worker.

There are a number of other policy concerns which were of im-
portance to us as we sought to balance the issues of job and home
responsibilities. Significant among these were child care and flexi-
ble work arrangements.

The Bureau worked closely with the two laws that were passed
by the 95th Congress that have already been discussed in this hear -
ing this morning.

The Federal Employees Flexible and Compressed Work Sched-
ules Act of 1978 and the Federal Employees Part-time Career and
Employment Act of 1978under the provisions of these laws, Fed-
eral agencies were required to :.et annual goals for establishing or
converting positions for part-time career employment and were au-

103
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thorized to establish flexible work schedules, including compressed
workweeks.

After careful consideration, the Secretary of Labor, with the con-
currence of other appropriate agencies, determined that the
Women's Bureau should serve as the model for the Federal Gov-

. ernment in carrying out these mandates.
In order to perform this function, the Women's Bureau created

part-time positions in its national office and in several of the re-
', gional offices. This included also the job sharing model in the Bu-

reau's California Region IX, which has; been discussed before this
committee.

In my judgment, it is the responsibility of the Women's Bureau
not only to promote all 1%..gal mandates regarding wage-earning
women, but to continue to pioneer on behalf of all women, particu-
larly those most in need.

Additionally, the legislative mandate which.created the Women's
Bureau 64 years ago, I believe requires the Bureau to serve as a
catalyst for beneficial change.

Let us not forget that it was the Women's Bureau which pio-
neered the reforms of the Child Labor law. It was the Worn' n's
Bureau which laid the foundation for the first minimum wage law
in this country. It was the Women's Bureau, as Secretary Wirtz
has already stated, which sparked the 1963 Equal Pay Act to pro-
vide equal pay for equal work; and it was the Women's. Bureau
which did lead the fight to amend the 1964 Civil Rights Act to in-
clude Executive Order 11246 to prohibit sex discrimination by Fed-
eral contractors.

It is also significant to note that for 20 yearsfrom Presidents
John F. Kennedy, Nixon, Ford, and Carterthe Women's Bureau
has served as some form of a, home for the President's Advisory
Committee on Women.

The Women's Bureau, since its inception, has labored valiantly
as have the women of America with limited resources, inadequate
legislative and regulatory mandates and support mechanisms.

The Bureau, with a small and dedicated staff, has been able to
accomplish much, not only for women, but in doing so for our
Nation.

I urge this administration and this Congress to work together to
ensure that the historical and important role of the Women's
Bureau is not diminished. Our Nation requires it.

Thank you very much.
Mr. FRANK. Thank you, Ms. Herman.
[The prepared statement of Ms. Herman follows:]

1 4
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STATEMENT OF
ALEXIS M. HERMAN, VICE PRESIDENT
GREEN-HERMAN AND ASSOCIATES, INC.,
FORMER DIRECTOR WOMEN'S BUREAU

U. S. DEPARTMENT OF ,aBOR
BEFORE THE MANPOWER AND HOUSING SUBCOMMITTEE
OF THE COMMITTEE ON GOVERNMENT OPERATIONS

U. S. HOUSE OF REPRESENTATIVES

July 26, 1984

Mr. Chairman and Members of the Subcommittee:

As the Director of the Women's Bureau of the U. S.

Department of Labor, from 1977-1981, an agency whose mission.

is to formulate standards and policies_ to improve and promote

the welfare of working women,.I welcome this opportunity to

appear before you today to discuss a matter:of importance to

the women of this nation and their families-the work of the

Women's Bureau.

The Women's Bureau is the only agency in the Federal.

Government with a legislative mandate to promote the welfare

of wage-earning women and advance their opportunities in

profitable employment. This mandate takes on greater signif-

icance at a t_me when participation rates of women in the

labor force are greater than at anytime in the nation's

history; more women are the sole support of their families;

and structural changes in the economy are shifting more

responsibility for family support to women workers.

You asked me to discuss today provams and policies

that the Bureau initiated and carried out under my direction.

I often stated as Director of the Bureau that the focus of

the late 70's and 80's would no longer be simply on studies
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analyzing why women's labor force participation was rapidly

increasing. The issues for the previous Administration and into the

8Ws would be how that accommodation is to take place, and

how to insure that women's participation will be compensated

in a fair and equitable manner. Therefore, we recognized our

primary responsibility to be to refocus the Bureau to

accomplish two mayor thrusts: 1) changes in policy, including

legislation and regulation, and 2) outreach activities in-

cluding, the public sector, private and corporate sectors and

international organizations and countries.

To this end, we designed and implemented human resource

development programs to meet the needs of women of all ages.

We were particularly concerned about reaching out to certain

groups of women whohad not been-able to enter the economic

mainstream not only because they experienced difficulties in

obtaining jobs or in advancing in their present employment but

also because their needs for parity in pay were not being

addressed.

Special consideration was given to outreach activities

which included building networks, coordinating conferences and

seminars and funding for the first time in the Bureau's history

the development and implementation of demonstration employment

and training programs. These programs targetted such groups as:

-displaced homemakers and other mature women entering or re-

entering the labor force; young women, including teen mothers;

minority women such as Blacks, Native Americans, Hispanics,

Asian and Pacific Islanders; low-income women; women is lated

in rural areas; women business owners; women offenders nd

others Olemed to be disadvantaged.

Significant policies legislative and regplatory

changes included: the Secretary's Order that upgraded he

Women's Bureau to the Office of the Secretary. This action
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gave theyomen's Bureau a direct reporting line to the

Secretary and full participation in policy and prpgram

.activities for the Department.. for the first time in recent history,

In 1978, the Labor Department established Affirmative

Action Programs to correct deficiencies in hiring and promo-

tion of women by Federal Construction Contractors eN1 required

registered apprenticeship programs to open their ra-xs to

women.

The 1978 amendments to the ComprehensiVe Employment and

Training Act greatly enhanced the effiCtiveness of CETA in

meeting the needs of women. Special emphasis and funding was

accorded to such groups as displaced homemakers and single

parents. Prime sponsors were encouraged for the firit'time to

train women in non-traditional jobs,,provide part-time and

flexible hours arrangements for both training and employment '

programs.

Policy statements were lasted regarding workplace hazards.

They emphasized a safe and healthful work environment for all

workers regardless of gender. At the same time, they assured

women equal employment opportunity. For example, it was

determined that substances which endanger s. woman's reproduc-

tive capacity were also a danger to men. Therefore, tie emphasis

in issuing the Federal Lead Standard and other relatedipolicy

standards was based on a belief that we should remove the hazard

and not the worker.

There was a number of policy concerns which were ilinportant

to workers balancing job and home responsibilities that the

Bureau supported. Significant among these were child care and

flexible work arrangements.

The Bureau worked closely with two laws passed by the 95th'

Congress. They resulted in expanding alternative work scheduling

opportunities by the nation's largest employer, the federal govern-

ment. These were the Federal Employees Flexible and Compressed
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Work Schedules Act of 1978 and the Federal Employees Part-

time Career and Employment Act of 1978. Under the provisions

of these laws, Federal agencies were required to set annual

goals for establiShing or converting positions for part-time

career employment and were authorized to establish flexible

work schedules, 'including compressed workweeks. After careful

consideration,-the Secretary of Labor With the concurrence

of other appropriate agencies determined that the Women's

Bureau should serve as a model for the Federal Government in

carrying out these mandates. In order to 'perform this function,

the Women's Bureau created 'part-time positions in its national

office and in several of the regional. offices. This included

the job sharing model in the Bureau's California Region IX.

In my judgement, it is the responsibility of the Women's

Bureau not only to promote all legal mandates regarding we

earning women, but to continue to pioneer in .behalf of all

women, particularly thope most in need. Additionally,the

legislative mandate whip created the Women's Bureau sixty-four

years ago requires the Bureau to serve as a catalyst for bene-

ficial change. Lett us not forget that it was the Women's

Bureau which pioneered the reforms of the Child Labor Law; it

was the Women's Bureau which laid the foundation for the minimum

wage law; it was the Women's Bureau which sparked 'the 1963

Equal Pay Act to prorde for equal pay for equal work; and it

was the Women's Bureau which led the fight to amend the Civil

Rights Act of 1964 to include ExecUti4 Order 11246 to prohibit

sex discrimination tyFederal Contractors. It is significant

that for. twenty years from Presidents John F. Kennedy, Nixon,

Ford and Carter, the Women's Bureau served as the home of the

Presidents' Advisory.Committee on Women.

The Women's Bureau,since its inception,has labored

valiantly as have the women of America with limited resources,

inadequate legislative and regulatory mandates and support.

mechanisms. The Bureau, with a small dedicated staff,has been

able to accomplish much, not only for women, but 'in doing so

for our nation. I urge this Administration and this Congress .

to work together to insure that the historical and important

role of the Women's Bureau is not diminished. Our nation

requires it.
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Mr. FRANK. And next, Ms. East.

STATEMENT OF CATHERINE EAST, FORMER EXECUTIVE SECRE-
TARY, INTERDEPARTMENTAL COMMITTEE ON THE STATUS OF
WOMEN, AND CITIZENS ADVISORY COUNCIL ON WOMEN

Ms. EAST. I will make my statement very brief.
My testimony speaks almost entirely to the point, the thir,

point, that Secretary Wirtz made, that the Women's Bureau u.
to be the primary source of data and facts on women's status ail()
women's issues Their publications were used by the Congress, the
press, v. omen's organizations, and a long mailing list of individuals
who had asked to be kept inforMed. This service has gone by the
board. /

And my/positive suggestion is, that even within the framework of
this administration's policies, it would be appropriate for the
Women's Bureau to issue a regular newsletter with the kinds of in-
formation and factual data they used to provide in publications,
plus information on congressional action such as the Child Support
Enforcement law that is about to be passed; pensions; Civil Rights
Act of 1984; court decisions, like the Grove Qity decision; pertinent
agency ,regulations and decisions; all-of-which have become very
important in women's lives. And a factual, nonpartisan presenta-
tion of them certainly couldn't offend even this administration.

So I suggestI know they are operating within limits that are
set by administration policybut I think they could at least begin
to furnish factual, nonpartisan information and facts.

(The prepared statement of Ms. East follows:]
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TESTIMCMY CF CATHERINE :EAST BEFCRE THE MANPOWER ANC HOUSING SVBCONPITTEE,

COMMITTEE ONO01,EAMNI4PERATIONSON THE

OPERATIONS AND PROGRAM OF THE WOPEN,'S BUREAU

July 26, 1984

Pr. Chairman and Members of the Subcommittee:

Thank you for the honor of testifying befi.re this subcommittee and as,a

member of such a distinguished panel.

My name is Catherine East, Legislative Directom.of the National Homen's

Political Caucus. For the past 22 years, I have been employed in organizations

that received large numbers of requests for information on women's economic and

legal status and women's issues. For 12 of the 22 years, I was Executive Secretary

of the Interdepartmental Committee on the Status of Women/and of the Citizens'

Advisory Council on the Status of Women. The Dep.rtment of Labor was directed by

Lhe Executivqmerder establishing these organizations to provide staff, services,

,-

and space for the secretariat. I was/on the payroll of the Women's Bureau and
/

had close contact with the staff. j"

During the period. I was at the/Labor Department from 1063 to 1975, the

'Women's Bureau was the primary si;urce of data and other information on women's

status and women's issues, serving the Congress, the press, women's organizations,

state and city commissions on the status of women, and thousands of individual

women who had asked to be on their mailing list. It was my understanding that this

service had been a primary function of the Bureau from its founding.

The Bureau had publications with factual information and data on such

topics as labor force participation, earnings and occupational distribution of

women; outlook for employment,in various occupations; education, including

vocational education and apprenticeship.: child'caret minority women; women

heads of families; military service; government training programs: federal

and state laws prohibiting discrimination: and domestic relations laws.

Plthough there is still a need for this information plus other needs, the
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Bureau no lon ierves this important purpose. The media has not filled theOr

gap. Pewslett rs and other publications of women's organizations fill the

vacuum to a limited extent for thetr members. But this kind of useful and

needed information is no longer available to the multitude of women oho do not

want to be or cannot afford to be members of organizations.

The need for an informational service has increased in the past decade.

In every Congress there are bills relating to women's issues and hesrinp reportt e

of special interest to women. There are en increasing number of court decisions

directly impacting women's lives. The Census Bureau:issues repOrts with stb

tistics women need to be familiar with. .

For example, in this session of Congress, there has been notable activity

on child support enforcement, pensions, vocational education, after-school child

care, insurance, medical benefits for ex-military wives, pay equity, and changes

in the tax laws affecting divorce. The House Select Committee on Children, Youth,

and Families has published reports on topics of great concern. \

As another example, the Supreme Court made a decision that severely restricted

the scope of the law prohibiting discrimination in education because of sex. ThiS

decision had the effect of also limiting the application of laws prohibiting dis-

crimination because of race, color, national origin, age, and disability.

Bills to reverse this decision have been introduced and passed in the House.

I am firmly of the opinion that the Bureau should be a central source of

factual information for Congress, the press, and the public. The needs that exist

now could best be filled by a regular newsletter that would include facts and figures

on all the topics discussed above.

In addition to the informational service, the Bureau during my employment there

cooperated with the Interdepartmental Committee on the Status of Women and the

Citizens' Advisory Council on the Status of Women in sponsoring conferences of

--="'',--. the members of State, city,"aticreountytommfssiets on-the-status of women to which ----------,-=
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national women office holders and prominent citizens were invited. Workshops on

topics of interest were included in the program, and Uomen's Bureau publications

were distributed. The Bureau published a report on each conference. Now one can't

even get a list of the state and city commissions from the Bureau. The commission

members are appointed by the governor and/or leaders in the State legislatures

and by mayors.

Regional Cirectors of the Bureau provided many services and publications

to state .commissions and women's organitationt sponsoring state conferences and

also published reports of the meetings.

I have no idea why this valuable public service was dropped. It was non-

partisan. It created a positive image for the government concern for women

and their problems.

Thank you for inviting me to present my views.

Mr. FRANK. Thank you very much, Ms. East.
We will now begin our questioning.
Mr. McKernar.
Mr. MCKERNAN. Yes, I have a couple of questions. I appreciate

your attendance here on this panel. .

Ms. Herman, could you just comment on the issue that was
raised in the last panel on, if not the prohibition, at least the dis-
couraging of attendance at after-work meetings? How did that
work when you were the director, and what did that do in the
framework, of comp time to other possible gaps in the office not
being covered if people were taking time off as compensation for
the evening meetings?

Ms. HERMAN. We certainly recognized that .it was an issue in
terms of time for the administrators to be able to really work with
the constituents of the Bureau which are working women. And it
necessitated long hours and oftentimes a 'great deal of weekend
work. We were flexible in our-ap'proach with our regional adminis-
trators because of this. We did not require them to clock a 9 to 5
schedule with us because We oft6n were aware that sometimes
their days were in fact 12, 13, and 14-hour days, and we talked

-about- it
If anything, we were sympathetic to the time burdens that they

experienced as administrators, and tried to do what we could to
talk about the critical role of the Bureau in reaching its constituen-
cy, that sometimes we had to learn to do much with little. But our
words were mainly words of encouragement. and support. We cer-
tainly saw as our mandate that to be able to reach the working
women of America, that our administrators 'had to certainly work
beyond a 9to-5 day.

Mr, MCKERNAN. Were they paid additional for that?
Ms. HERMA*1. No,. we did not pay additional money. We often had

times when they would ask for a day off, they would say that we
worked the weekend, we will be at home on Monday, we will be
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available for a phone call if you need us, we will be working from
our home.'

When that situation did occur, we were generally informed of
that activity and did not penalize them for not being in the office.
But I must also say that seldom in my experience did I actually
have administrators really taking off a great deal of time.

Mr. MCKERNAN. In those instances when they did, were there
other people in the office?

Ms. HERMAN. The offices were always covered, and in no in-
stance would an administrator even have requested time off with-
out the office being properly covered. But I have to stress again as
I sit here, it is not something that even happens so frequently that
I can recall a specific experience to share with you today, because
it was not even a frequent request.

Mr. MCKERNAN. I think tl.tt important point was that the public
would, still have been able to reach the office when calling, and you
would always know where the person was who was taking the
comp time?

Ms. HERMAN. YE .1, indeed. That is correct.
Mr. MCKERNAN. Ms. East, you talked about your concern about

the lack of publications and the areas that you felt the Bureau
ought to be involved in, where they aren't now provid:ag informa-
tion.

Have you talked to people at the Bureau now about that, why
they are not doing what you feel ought to be done?

Ms. EAST. No; I haven't. I am on their mailing list, at least I
thought I was. But I noticed I hadn't been receiving any publica-
tions so I called and elted was I still on the mailing list. I was told
yes, but they weren't issuing many publications. Then I talked With
some of my friends who are in the women's movement and they
likewise hadn't. Nobody goes to the Women's Bureau anymore
even for the kind of information that they used, to be the main
source for.

We call the Bureau of the Census, the Bureau of Labor Statistics,
the National Institute of Educatianal Statistics, the Health Center.
See, they used to provide all this.

Now, those of us here in Washington who know the Government,
we can still get the information. But the pcor people out in Peoria
don't know even if this information exists, let alone where to find
it.

I think one of the great services they provided was giving
women, and women particularly in rural areas where there aren't
women's organizations, the information they needed to know what
their status was, to know what their rights were under the law.
They used to publish information on the nondiscrimination laws,
how you filed a complaint, what they provided, what the rules
were. That kind of thing women still need to know.

The women's organizations have filled that gap to a very limited
extent so that their members have more access to information. But
for those women who can't afford to be members of organizations
or who live in areas where there aren't organizations, or simply
don't want to be, they have no access to this information that the
Government has available, and I think that should be available to
the women in this country.
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Mr. MCKERNAN. Thank you, Mr. Chairman.
M. FRANK. I want to begin with a comment of Ms. Porter be-

cause, again, there have been some suggestions that perhaps we
were being partisan here. Ms. Koontz was head of the Women's
Bureau from June of 1969 to March of 1973, in other words, almost
the entire first term of President Nixon. Ms. Koontz says in her
testimony., and I just want to reiterate it: "Leaders of women's
groups ask me:

"What has happened to the Women's Bureau?
"Why aren't we receiving publications?
"Why aren't they up to date?
"Why are women's groups r'. longer encouraged to use the serv-

ices?
"Why are we no longer asked to cosponsor conferences, work-

shops, or consultations?
"Where is the Handbook on Women Workers?
"Why do we get so little. response from Bureau staff when we

invite them to attend?"
Then she says, "I am appalled to learn that the mandate of Con-

gress has been neglected and that women leaders across the coun-
try feel that this once valuable source of help and information has
let -them down." Now, this is the statement of the head of the
Women's Bureader President Nixon.

I take it this sta ment of Ms. Koontz is based (Ai the work that
your Commission on Working Women has done, and your work
with women, these are responses that apparently she has gotten
from her work?

Ms. PORTER. DA. Koontz travels extensively across the country to
speak to women's groups, conferences such as Commissions on the
Status of Women riut on. She is a person who has spent a lifetime
working in the area\pf civil rights and women's rights. During her
distinguished career, she has been able to speak out very coura-
geously and forthrightly about these issues.

I think that as she travels across the country, her expectation
has been that the struggles that she has herself lived through, will
have borne some fruit. I think that she is particularly distressed in
this contemporary time because she has no answers for these ques-
tions. And she is, therefore, very interested in the fact that you are
having these committee hearings so that she has herself an oppor-
tunity to ask, "How can I answer these questions as I move around
the country'?"

Mr. FRANK. Let me just ask, is Ms. Koontzand I know her only
by reputationis she a person who is in the .habit of making parti-
san criticism of Republican administrations? .

Ms. PORTER. I wouldn't have thought so.
Mr. FRANK. Nor would I, but I just wanted to ask.
Mr. Secretary, you said, I think, in your testimony that in effect,

as Secretary, you understood the role of the Women's Bureau to be
an advocacy role. And I inferred from what you said that you
didn't expect it to be quite as much as a team player. When you
were Secretary of Labor, did you grade people who worked in the
Women's Bureau on their team player aspects?

I taka it irom what you said, you expected that this was an
agency taut was in the midst of som :irmoil and that they would
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have sort of an advocacy role, and they wouldn't always be saying
things that exactly agreed with everything that was the adminis-
tration policy at the minute.

Mr. WIRTZ. Things were all different then, Mr. Chairman. When
you think of the relationship first between the Department and the
Presidency, the departments acted almost autonomously. In 8
years, I never checked a speech with the administration, never
once. There would have been Only two or three occasions when
there would have been anything along that line. But I make that
as a point only. to make the next one.

If the relationship of the Department vhis autonomous within the
administration, the position of the Women's Bureau within the De-
partment, it wast a. matter of autonomy because it wasn't a
matter of authorii / so much but as one of total independence with
the initiative being taken by the Bur au.

If you know the personalities invo ved, this is a situation where
in one department you would have at the same time and others
in the room will identify them mo e fullyou would have an
Esther Peterson, a Mary Dublin Keys ling, an India Edwards, and
a Katie Loucheim. Those four people s and for just decades of inde-
pendent movement within the won.en area.

So I can answer your question more directly; and I should. It was
a matter of mutual respect for the various agendas that were in-
volved and for the people that were there, but during that period
the initiative on something like the Equal Pay Act would be taken
in the Women's Bureau. And the next question would be whether
the Secretary and the President were going to go along with it or
not, and they did.

Mr. FRANK. There has obviously been a change in that orienta-
tion, it seems to me, to our loss.

Ms. Herman, a number of important issues involving the role of
women in the economy had come up: One of the concerns that has
been raisedand I think, Ms. East, I will ask you to respond to
this, too, because it may be relevant, and actually all of the panel.
Ms. Porter, because of the working womenone of the suggestions
we are getting is that there may be a change in orientation away
from women in the lower economic echelons.

I have received, and I have read into the record, some commen
dations I received for some good work that Dr. Alexander has done
I am impressed with what I have read. They came from people.
some of whom I know to be quite' good, and I am sure those
projects were good ones. rdid-nOte-tliarthey. foctised -on -women in
the corporate structure, they seemed to have a focus on women in
some of the higher economic echelons. I am wondering, some of the
more controversial areas seem to address women who are working
at lower wage levels.

When you were head of the Women's Bureau, was there a lot of
focus on women thatat what economic level did the focus tend to
be?

Ms. HERMAN. Our focus was mainly on those women who were
most in need, both from an economic standpoint of view,. and in
terms of the kinds of resources that were available to them in their
own communities.

115



111

Certainly, it is the prerogatiire of each administration to define
.their own target groups. But our interpretation of the mandate of
the Women's Bureau was to service .those women who were eco-
nomically disadvantaged.

I think when you recognize the increased burden' of poverty for
women in this country, accompanied by the high rates of unem-
p16yment, we sought to target our resources to those women who
fit a particular kind of economic profile. We did seek the support of
women in corporations, but it was more in an advisory capacity to
help us to open up the ranks for working women at the lower
levels.

Mr. FRANK. This has been a rather underfunded Bureau, and let
me say I think all of us are guilty of not having provided more re-
sources for it; some of us are less guilty than others. I know that
the administration had proposed some cuts in the Bureau. The
President had proposed cuts in the Bureau every year until this
year when that magic leap year spirit seemed to have overtaken
him and he asked for the first time for a little bit. more.

Congress responded, I believe, by a level funding which seems to
me inadequate, albeit less than inadequate than we were asked to
be. But it is clear when you are talking about a very restricted
funding level that a project that you deal with over here is neces-
sarily going to take away from over there. And I think there does
seem to be a shift in emphasis.

Ms. East, you were, I notice, Executive Secretary of the Interde-
partmental Committee on the StOtus of Women.. There have been, I
am told, for a number of years, within the Goiernment, appointed
bodies on the status of women.

What is the current status in this administration?
Ms. EAST. There have been Presidential advisory committees

.since President Kennedy appointed the first- one in 1961, up until
the end of the Carter administration. There are none now.

These are groups of women, primarily, including men frequently,
who made recommendations io the President and to the public for
change that would benefit women. They had an independent
status. I was on the payroll of the Women s Bureau. Eut as far as
the Citizens Advisory Council on the Status of Women, they w ;re
independent, they could make independent recommendations and
publish them to the public. That was true of the IWY Commission.

Mr. FRANK. And that was true under Kennedy, Johnson, Nixon,
Ford?

MsT-EAsT-. -Right.
Mr. FRANK. And there is now no such agency in the Federal Gov-

ernment?
Ms. EAST. Right. I worked with all' those commissions, and in no

case did the President, or the Wh;.1-de House, or the head of the
agency, attempt to interfere with our recommendations, with the
recommendations of these citizen groups, or to keep them from
being published,

I think it was a great experience that we had that kind of free-
dom, and \I think it had a considerable impact on the women's
movement.'

Mr. FRANK. Thank you.

116



112

I guess the 'only thing in that direction that we have had under
this administration was the 50 States project, of which we have not
heard too much of late since Ms. Honneger made her departure.

M§. EAST. Pretty much a sham, I think.
Mr. FRANK. With regary! to the publications, why do you think

they have cut back so on the publications? Has it been a budgetary
restriction?

Ms. EAST. I suppose so. I have been trying to get not only some
publications from the Women's Bureau in connection with some re-
search I am doing, but I tried to get information from the Equal
Employment Opportunity Commission, froin the OFCCP, and from
the Department of Education, on various topics related to women.

The last 4 weeks, I found that information that used' to be pub-
lished and freely available from the Public Information Office is no
longer available. Women Employed had to get a Freedom of Infor-
mation request, and it took 6 months to get operating data that
used to be freely available from the EEOC.

Mr. FRANK. Women Employed had to get a FOI request for the
Women's Bureau- -

Ms. EAST. No, no, this is for the Equal Employment Opportunity
Commission and the OFCCP.

Mr. FRANK. What we are talking about now is not particularly a
failing of the Women's Bureau but an administration, policy to --

Ms. EAST. I am wondering if it isn't an administration policy to
keep information away. Now, it,may be purely to save money, but
it is certainly not the way I think money should be saved, at the
expense of information to' the public that they are entitled to. You
can't get information now on the colleges and how many men, and
how many women, and how many minorities are in each college,
without writing a letter to the AsSistant Secretary of Education
and paying to get the tabulations..That used to be published by the .

Government Printing Office.
Mr. FRANK. Let me ask a summary question, and I want to stress

that it does seem to me that some of the problems that many of us
have with the Women's Bureau are not endemic to the Women's
Bureau; they are unfortunately a reflection of administrationwide
policiesthe problem is that I take it from the testimony that we
have had, from other things we have heard, from prikr 'testimony
from Ms. Mixer and Ms. Cobb, that the Women's Bu au had in
prior administrations been 'recognized as a somewhat different
agency, as an advocacy agency. It has never been an operating
agency with a large operating budget. It has been from its incep-
tion an advocacy agency, given some independence, headed by a
series of very independent people who were advocates. And it does
seem to me that in this administration that function has been sub-
sumed and that it is not being allowed to function with the kind of
independence it had previously.

There are some very good projects being 'carried on, but this very
vital role of working with other agencies, with individuals, has
been cut back. We have heard that it is not as easy for people to go
to meetings, the interchange of information, the networking, that
had been an important part of advocacy, seems to be missing.
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I just wonder, as a summary question, whether that is an accu-
rate impression that I have gained, based .on all of your testimony:
Ms. Porter, why don't we start with you?

Ms. PORTER. I would prefer not to speak on behalf of Ms. Koontz
to answer that question, but I can tell you--

Mr. FRANK. You can speak on behalf of yourself, that will be all
right..

Ms. PORTER. Well, if I can 'speak on my own behalf, I would
say-- .

Mr. FRANK. You certainly can, it is in the Constitution.
Ms. PORTER 'continuing). That if you look up a very important

booklet called Inequality of Sacrifice, which is written by 40 organi-
zations that are women's advocates, and the concept of team play-
ing, and the concept of the feminization of poverty, which makes
older women the fastest growing poverty group in America, you
will see that the focus of any group that purports to have as their
paramount concern the conditions of women and work, that it
woul4 be improper if the Women's Bureau did not make as their
top priority the wage-and-benefit conditions of women, especially
those women who are at the. lowest end of the pay scale in what we
call the 80 percent, women in nonprofessional occupations.

Mr. FRANK. Have they made that a priority, in your judgment?
Ms. PORTER. I do not believe so, in my judgment.
Mr. FRANK. So they haven't done what you think would be

proper in these circumstances.
Mr. Secretary?
Mr. Winn. Mr. Chairman, I think we might all four of us answer

your question with a slight qualification. I believe all four of us
would say, first and important,- is the development of an in-
formation base and te publicizing of the issue.

I guess I would put the advocacy in second place. Let me take
one, case as an illustration this very important issue of equal pa
for work of comparable worth. I would not expect the Women s
Bureau today to take an advocacy position on that which agreed
with mine. Their administration is of a different mind, American
businegs is of a different mind. When you come to an issue of that
kind, complicated as it is, important as it is, I would understand
the Women's Bureau not coming out for that.

I cannot. understand their not developing an information base on
the subject; they are not holding forums for the discussion of it. So
I would answer your question putting information, research, publi-
cization, popularization of the issues first, and advocacy an occa-
sional important second.

Mr. FRANK. I thank you for that and it is a very useful clarifica-
tion, Mr. Wirtz. I think my inference would be that those of us who
are on the opposite side ideologically on some of these women's
issues from this administration Should feel flattered because appar-
ently they feel that the development of straightforward factual in-
formation ,would help our side and not theirs, and that is why they
have cut off the information. I have never heard of an administra-
tion voluntarily cutting off an information flow that they thought
would he, helpful. I think you have phrased it accurately, and that
is my own inference as to why it has happened.

Ms. Herman.
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Ms. HERMAN. I would only concur with what Secretary Wirtz has
'already stated. And I would certainly also recognize that all of this
is also in the context of what budget constraints may exist on the
Women's Bureau, and I have no way of knowing that. I have trav-
eled that road before so I have some appreciation for that plight.
But it does speak to the priorities and where they are placed by
this administration.

Mr. FRANK. Thank you.
Ms. East.
Ms. EAST. Yes; I agree with what Secretary Wirtz said, that they

certainly could focus on providing information that women need
and discussion of issuls without being partisan and without
being- -

Mr. FRANK. Unless someone in the administration thought the
information in and of itself would be damaging to them?

Ms. EAST. Yes; and I am beginning to think the administration
does think information is damaging, not only from th e experience
of the Women's Bureau but other agencies where it is ery difficult
to get what used to be public information.

Mr. FRANK. Thank you.
Mr. Owens.
Mr. OWENS. I have just one question, Mr. Chairman. That is, in

view of the fact that the testimony indicates that this administra-
tion has strayed so outrageously from the intent of Congress, have
there been, to your knowledge, any legal actions taken against the
administration, any suits brought 1by any organizations of women
or other organizations?

Ms. EAST. There have been suits brought to .try to get enforce-
ment of title IX of the Education Amendments of 1972, I think by
the National Women's Law Center, and a group of women's organi-
zations. These suits started way back in the Carter administration
and the judge issued an order that requircil that complaints be
handled within a reasonable period of time. He set a specific period
of time that certain things be done to clear up their backlog. This
administration has gone in and tried to get that order changed; un-
successfully so far, but they are appealing.

In the meantime, the Supreme Court has issued the Grove City
decision which I guess will cut down on their complaints enormous-
ly since it really gutted title IX of the education amendments. The
House has passed a bill to reverse that, overwhelmingly, and we
hope it is going to pass the Senate within a few weeks. But that is
a hope.

Mr. OWENS. Would any other members of the panel know of any?
Mr. WIRTZ. I don't know any.
Mr. OWENS. Thank you. No further questions, Mr. Chairman.
Mr. FRANK. Thank you very much.
The panel is dismissed with great thanks.
Next we will hear from Dr. Lenora Cole Alexander, the Director

of the Women's Bureau.
My apologies to all the witnesses. We did not anticipate a

quorum call that came out of left field and a journal vote we had
been hoping we would have avoided, we are about 40 minutes later
than we would have been, and I apologize. We appreciate that the

119



115

witnesses have been very cooperative, and I thank you. Proceed as
you wish.

STATEMENT OF DR. LENORA COLE ALEXANDER, DIRECTOR,
WOMEN'S BUREAU, U.S. DEPARTMENT OF LABOR, ACCOMPA-
NIED BY MRS. CLINTON M. WRIGHT, DEPUTY DIRECTOR

Dr. LENORA ALEXANDER. Mr. Chairman and members of the sub-
committee:

It is a signal honor for me to have the opportunity 'to be here
with you this morning to discuss the activities of the Women's
BureauI guess it's afternoon by now. In the 64 years of the exist-.
ence of the Women's Bureau, Congress has never examined its op-
erations and programs.

We are proud of our accomplishments over th kat few years,
and are glad to be able to share this information u you. It is my
intent this afternoon to present to the subcomMittee a picture of
the Women's Bureau, its structure, its missions, responsibilities,
and achievements.

As you know, the Women's Bureau is the only Federal agency
devoted exclusively to the concerns of women, in the labor force. Its
mandate is to formulate standards and .policies which shall pro-
mote the welfare of wage-earning women, improve their working
conditions, increase their efficiency, and advance their opportuni-
ties for profitable employment.

The Bureau pursues this goal by, working with a wide variety of
women's groups to identify the special employment needs of
women, and to develop ivilicies to address those needs.

From its position ,ir,. Office of the Secretary, the Bureau
works with other Department of Labor agencies to ensure that the
needs and concerns of women workers are being addressed by de-
partmental policymakers and program planners. It provides legal
and economic updates on the status of working women and serves
as a coordinating body in the Department of Labor for programs
affecting women.

The WoMen's Bureau has addressed issues affecting wage-earn-
ing, women for more than 60 years, changing its focus to keep in
step with the times. For the last few years, the Women's Bureau
has been directing its efforts. toward broadening the base of
women's groups it serves. While not excluding groups of women
served in. the past, the Bureau has provided the leadership neces-
sary to more "effeCtively reach all categories of-women. The reasons
for this are:

First, the mandate of the Bureau does not categorize or limit the
number or types of women to be served as long as they are working
women.

Second, women are entering the work force at the phenomenal
rate of nearly 1 million per year, and the Bureau sees its role as an
advocate for all of these' new workers and the standards they 'need.

Third, women have made a great deal of progress in recent
years, and the Bureau wants to ensure that this continues/ in a
positive direction.

Beneficiaries of the efforts of the Women's Bureau arc' older
women; low-income women; women in need of reemployment or
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upward mobility; teenage women who require broader, more tech-
nical skills in order to compete in today's job market; rural women;
minority women; women in or seeking nontraditional jobs; home-
makers displaced because of widowhood, separation, or divorce;
women offenders; women business owners and women entrepren-
euers, and corporate women, as well as others.

From the national headquarters and the 10 regional offices, the
Women's Bureau works cooperatively with women's\ organizations
and commissions on the status of women; employers, unions, and
program operators; educational and social service agencies; and
government at all levels.

At the international level, the Bureau actively participates in
the development of policies to promote the welfare of working
women around the world through the Organization for Economic
Cooperation and Development's working party on the role of
women in the economy; the State Department's activities with the
U.N. Commission on the Status of Women, and the Organization of
American State's' Inter-American Commission on the Status of
Women.

The Bureau uses workshops, symposia, job fairs, demonstration
projects, pilot programs, publications, technical assistance, and re-
search to address the needs of working women and disseminate in-
formation about them.

Mr. Chairman, I would like to take a moment to discuss the orga-
nization and matiagement of the Women's Bureau under the
Reagan administi ttion. When I was appointed to the position as
Director, staff re itirces were at 62 full-time, permanent positions
and 8 other posit ns.

I am ple. sed tt report to you that the Bureau presently has 71
full-time permanent positions, and the President has requested an
additional 5 positions for the Bureau in fiscal year 1985, for a total
of 84 permanent positions.

I see this growth of the Women's Bureau as a testament to the
steps the administration has taken over the past few years to en-
hance our efforts in behalf of working women. More than anything
else, it has been my aim to provide strong leadership to the
Women's Bureau. The support we have received is evidence of our
success.

Based upon an indepth analysis of the Bureau's organization im-
mediately upon my entry_ into position which included pen-
arinterviews with each staff meniber, my deputy

rso
eputy and I undertook a

major reorganization of the Bureau to better align resources.
We now have four major offices and five divisions at the national

office level and have increased staff resour,..3s in each regional
office to three persons. Two regions do not have the third person on
board but are in the proceSs of filling those jobs.

In carrying out the reorganization, we,provided for a field coordi-
nation staff to ensure that Bureau policy, priorities, and directives
were unformly interpreted to the 10 regional offices.\

We established a Division of Program Evaluation/ and Review so
that we could assess the effectiveness and replicability of our major
initiatives. This has been a most successful operation which has
permitted us to review past and present initiatives both with in-
house staff and contract support.
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We now plan for evaluatiea of each model project we develop
and implement. We consolidated into one office our legislative/reg-
ulatory review function, our economic analysis function, and our
public information function.

We felt that close coordination of those activities under one office
chief would logically allow for more interaction in the development
and dissemination of the Bureau's most historical and largest pro-
gram: that of educating the public on the employment needs of
women in the labor force through the provision of information and
materials.

We are seeing much improvement in our operation in this area
and believe that when we have completed the task of restaffing va-
cancies and reallocating resources, this 'office will! then be able to
function at a much higher level than it has in the Past.

To support and guide these changes in the Women's Bureau or-
ganizational structure, I sought out and found a deputy with a
strong and admirable Federal career background. Mrs. Clinton
Wright came to the Women's Bureau with almost 30 years of Gov-
ernment service. The two of us have worked most cooperatively to
see that the Bureau is responsibly carrying out its mission and
mandate, bilrmest of all, to ensure that the needs and concerns of-
working women remain in the forefront of policymaking activities
of the Labor Department and other Federal agencies.

Since women's access to jobs continues to be affected by, among
other things, law and regulations governing employment policy, an
important. function of the Women s Bureau is to, analyze and com-
ment on proposed Federal legislatim and regulations that impact
on working women.

The Bureau participates in departmental efforts to identify and '
eliminate sex discrimination in laws and regulations, as well as on
the President's Task Force on Legal Equity which has been review:.;
ing Federal law and. regulations for sex bias. , .

One significant change in Bureau program operation is the proc-
ess through which we determine priorities for model programs.
Based upon input from experts at a symposium in late 1982
Future Explorations for Womenwe determined that it would be
preferable and more logical to spaiwn,demonstratiOn projects out of
sound research.

So while the Bureau has continued such projects in areas where
some work had begun, we havee-also initiated five major research
studies which will enhance the body of knowledge related to
women's employment and provide data to support the development
of new demonstration model concepts.

Areas being studied or proposed are the impact of technological
change on women's employment opportunities, the assessment of .

the transferability of military skills to civilian employment of
women veterans, career transitions of women in professions, the
impact of job dislocation on women, and employment issues related
to immigrant women.

The Women's Bureau is making a, focused attempt to find out
what is happening to women workers as a result of technological
change. We also know that research on. the subject of women and
microelectronic technology is minimal.

"4



118

The Bureau has awarded a contract to the National Academy of
Sciences which, through its panel on Technology and Women's Em-
ployment, will carry out the first phase or a major study in this
area. This phase includes two papers: one by Dr. Phillip Kraft re-
viewing the recent empirical research literature on the employ-
ment impacts of technological change; and one by Dr. H. Allan and
Timothy Hunt of the Upjohn Institute reviewing the data sets
available to study that change. Preliminary drafts of these papers
wil! be available by late fall.

Aware of the limited amount of research on women and office
automationan area of administrative support for where some 13
million of our constituents workthe Bureau .has recently hired
Dr. Mary Murphree of Columbia University to be an expert on
women and office technology. -Under her guidance, concept papers
on four publicatiops; aimed at informing the public about the
changing office, have been submitted for departmental approval.
They include: Office Technology and Working Women: Issues for
the 1980's; the Women's Bureau Guide to the Office: A User's
Guide; Office Automation: Issues and Data Sources in the U.S.
Today; and What Do Women Want? An Employer's Guide to the
New Office.

The Bureau has funded the American Association of Community
and Junior Colleges to carry out a two-phase project to assess the
needs of the new wave of immigrant womento include refugees
and entrantsSoutheast Asia, Haitian, and Hispanic women. The
first phase was completed in January 1984.

The report developed as .a result of research during this phase
focuses on the status of these women by gross population, selected
socioeconomic/demographic characteristics, labor force/economic
status, and rates of utilization of social support services; and on the
analysis of the programs and policies intended to facilitate the en-
trance of these women into the labor market and movement
toward economic self-sufficiency.

Finally, the report sets forth an analysis of five pieces of Federal
legislation and the programs they authorize: The Women's Educa-
tional Equity Act; the Adult Education Act; the Vocational Educa-
tion Act; the Job Training Partnership A A, and the Refugee Act of
1980.

In phase two of the project, the contractor will gather informa-
tion at the local level through three dialogs to be held in Califor-
nia, Florida and Texas. The dialogs will provide a forum for service
providers, community-based organizations, policymakers, and mem-
bers of the female immigration population to express their con-
cerns and to describe their efforts to address the needs of this
group of women.

One important issue to be reviewed is the assimilation of theie
women, who are very often at the bottom of the socioeconomic
ladder, into the U.S. society.

The findings of the three dialogs will be published as part of an
overall report on the two phases of the project, and will be avail-
able in the winter of 1984.

In fiscal year 1983, the Bureau funded a project with Wellesley
College. The objectives of the projecL, entitled "Women and the
Corporate Ladder-Corporate Linkage" are:
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To identify the determinants of the accession of women into
upper levels of management in industry and business;

To analyze current programs and practices in major corporations
whose goals are to enhance the mobility of professional women;

To develop an occupational outlook on prospective opportunities
for the employment of women in professional and managerial posi-
tions in emerging new technologies.

To accomplLn this work key executives at the following corpora-
tions: Bank of America, CBS, Inc. Campbell Soup, the Equitable
Life Assurance Society of the United States, Grumman Corp., Hew-
lett Packard, and Syntex Corporation, were interviewed during
May 'and June 1984 by Wellesley staff to identify successful corpo-
rate programs that contribute to the advancement of women in the
corporate sector.

:n addition to the data collected during the interviews, a Corpo-
ra Round Table comprised of representatives from business and
industry, government and academia assembled at Wellesley College
to develop a corporate linkage process model with which the
Women's Bureau can work with public and private companies to
identify the best means to accomplish the goals ,of increased
upward mobility for professional women in industry ad business.

The Bureau has been highly commended by the representatives
participating in this study and at the Corporate Round Table for
providing corporations with a timely and much needed opportunity
to share with government, academicians and other business col-
leagues, ways and means that have worked to advance the careers
of professional women.

But more importantly, we have received the support of these ex-
emplary corporations to do even more. The Bureau has provided
the 5mpetus and the means for them to willingly move forward' and
work with Government to identify many of the very subtle condi-
tions that create the invisible barriers to career mobility that hold
women executives at the 5 to 7 percent level of all mid to upper
level management positions, and at 1 to 2 percent of the senior
management positions.

The Corporate Round Table, sponsored by the Women's Bureau,
was so successful that participants urged us to conduct more meet-
ings of this type and to expand our scope to include input frP-n the
Government and educat ors as well as corporations.

In addition .to using the research.findings, to identify de ..)m a-
tion model projects, the information will be used to develop , ;hey
positions and to contribute to the development of legislation and
programs affecting women's employment.

The dissemination of information about women's participation in
the labor force and programs to increase their employment options
is another important activity of the Bureau. In response to a large
volume of requests, more than 600,000 copies of various publica-
tions have been distributed on women's occupations, earnings, edu-
cation, successful program models, and on Federal and State laws
affecting their employment and economic status. This has occurred
since fiscal year 1982.

Our publication, a new printing just off the press yesterday, A
Working Woman's Guide to Her Job Rights, continues to be a best
seller. Other popular publications include "Job Options for Women
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in the 1930's"; "Summary and Analysis of the Job Training Part-
nership Act of 1982'. "Economic Recovery Tax Act; Selected Provi-
sions' of Interest to Women"; and "Employers and Child Care: Es-
tablishing Services Through the Workplace."

The Bureau disseminates data about women workers, and ana-
lyzes statistics on women's occupations, Earnings, education and
other related factors. Most recently, we have updated 20 facts on
women workers to reflect the most recent data available.

In addition to publications, forums such as conferences, seminars,
and workshops are used to communicate information on programs,
policies and major issues relevant to women's employment opportu-
nities.

The Bureau hosts many of these events as well as participates as
speakers and panelists at meetings and workshops acre. s the coun-
try.

A continuous exchange of information takes place between the
Women's Bureau and a vast number of women's organizations.
This enables all the groups to share ideas, plans, and concerns re-
lated to women's employment.

Through our positions as a U.S. delegate to the OECD's Manpow-
er and Social Affairs Committee's Working Party on the Role of
Women in the Economy and as one of its vice presidents, the
Bureau has provided to the OECD information and research about
developments taking place to promote the status of working
women.

Women's issues on which the Bureau has provided information
are: employment and unemployment of women; occupational segre-
gation by sex; male and female earning differentials; the situation
of women migrants and minority women; the position of girls and
women in training and education systems; and, the treatment of
women in social security and taxation.

The Bureau presented to an OECD High Level Conference on the
Employment of Women a report which describes U.S. policies to
promote equality of employment opportunity for women. The
report describes the U.S. legal machinery that promotes women's
equality in employment and points to issues affecting the full utili-
zation of women in the work force.

We have recommended as future areas to be examined by the
OECD, the impact of labor market segregation and employment op-
portunities on the movement of .woifie.-n into top management 'posi-
tions; and unemployment among teenage women, which is a seri-
ous and growing problem in many OECD countries.

In addition, we successfully recommended Betty Duskin, a U.S.
woman, for a key position within the OECD Secretariat as Admin-
istrator for Women's Affairs.

In addition to participation in its annual meetings, the Bureau
coordinated and published a report on the economic, social, and
legal developments affecting women's employment in our country
during the first half of the U.N. Decade for Women.

The report included sections on the economic roles of women in
the United States as their participation in the labor force reached
historically high levels during the last half of the 1970's, an analy-
sis of policy developments and issues relevant to the plan, and an
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overview of the range and extent of the accomplishments of this
vital segment of the American sociopolitical system.

The Bureau has commented and submitted to the International
Labor Organization a variety of topics concerning women in the
U.S. labor market.

Over the last 3 years, the Women's Bureau has devoted a great
deal of time to dealing with problems that are impediments to
women's entry into the labor force and to educating the public
about these issues. An example of this is the Bureau's efforts on
the subject of child care. With an ever growing number of young
children with working parents in this country, the need for solu-
tions to this problem is critical.

We have made serious efforts to persuade employers to address
the needs of their workers for dependable, affordable quality child
care. We have launched several initiatives to encourage employer-
sponsored child care across the country.

The most far reaching effort was a program to help establish em-
ployer-sponsored child care systems through initiatives in each of
the 10 Federal regions. Through small consultant contracts in each
region, the Women's Bureau reached out to employers with work-
shops, small group meetings, and personal contacts to inform them
of the advantages in addressing this moot important employee con-
cern, to educate them about the options for setting up such sys-
tems, and to provide technical assistance.

Our efforts have resulted in the establishment of a total of 18
employer-sponsored child care systems across the country. Most no-
tably is the initiative which took place in the Boston region, region
I.

In 1982, our Boston regional office developed NEONNew Eng-
land Outreach Network of Employer-supported Child Carea
model for expanding or marketing child care services to New Eng-
land employers through State task forces or regional outreach net-
works.

An all-day planning session, attended by 35 providers, State and
Federal officials, academicians, and community organization repre-
sentatives, was held to plan effective outreach in each New Eng-
land State to generate employer. interest in child care programs
and services.

The regional office also designed an inexpensive, easy-to-use
strategy to stimulate interest among corporate decisionmakers, uti-
lizing Child care 'professionals 'th"provide information-and -assistance
to companies.

An important facet of the regional model was the training ses-
sions offered to State task force members in marketing the concept
to company decisionmakers.

Some results of the efforts include a large insurance company in
Hartford and other efforts in New England to get this activity
under way.

A second phase of our employer-sponsored child care initiative is
being carried out in conjunction with the Rockefeller Foundation
in their project to train and place disadvantaged single mothers
through six community-based organizations.

The Women's Bureau provided funds to four of the community-
based organizations to demonstrate effective techniques for provid-
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ing employer-sponsored child care services to the participants in
the Rockefeller Initiative.

We have provided child care technical assistance all around the
country, even through the White House and their Office of Private
Sector Initiatives.

We know that the most important factor affecting women's em-
ployment opportunities is the state of the economy. A healthy,
growing economy will provide a climate. for job opportunities to
assist individuals in their quest for jobs after completing Federal
funded training programs.

We are working very hard on the Job Training Partnership Act
[JTPAJ. We have gone around the country and have sponsored 18
workshops in various communiti( 3, involving nearly 2,300 people in
these workshops. We have informed women how they can access
the system to break the welfare dependency cycle of women End
their children. The response to these activities has been phenome-
nal.

We have gone into the Mississippi Delta; we have worked with
low-income women in that area to provide them basic skills train-
ing in some of the nontraditional areas of work. Twenty-five
women have been placed in jobs as a result of this training.

We have also worked on high-technology projects training for
women who are single heads of households.

We have launched a major initiative, our Women's P..reau Job
Fair Talent Bank Initiative, that resulted in the placement of
nearly 200 women in jobs at job fairs, and we involved over 7,900
participants seeking permanent employment.

We have done wo k with another project: Women in nontradi-
tional careers, or WINC, to help young women to be more selective
about their career activities.

We have held workshops, and symposia around the country to in-
volve women.

To date, we have held nine symposia dealing with issues such as
diElocated women workers, public policy issues affecting older
workers, advancement of black females in corporate leadership po-
sitions, and women in high-technology employment.

These symposia have been very well attended and received. Nu-
merous recommendations have resulted from these sessions,, which
will be used in our research studies and our planning for future
Women's Bureau activities. All of these activities have been de-
signed to keep in step with the changing times of our society.

This concludes my statement, Mr. Chairman, and I would be
pleased to answer any questions you may have.

[The prepared statement of Dr. Lenora Alexander follows:]
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STATEMENT OF
DR. LENORA COLE ALEXANDER

DIRECTOR OF THE WOMEN'S BUREAU
U.S. DEPARTMENT OF LABOR

BEFORE THE
SUBCOMMITTEE ON MANPOWER AND HOUSING

OF THE
COMMITTEE ON GOVERNMENT OPERATIONS

U.S. HOUSE OF REPRESENTATIVES

July 26, 1984'

Mr. Chairman and Members of the Subcommittee:

I am pleaded to have the opportunity.to be.here with

you this morning to discuss the activities of the Women's

Bureau. We are proud of our accomplishments over the last

few years and glad to be able to share this information

with you. It is my intent, this morning, to present to

the subcommittee a picture of the Women's Bureau -- its

structure, mission,, responsibilities and achievements.

The Women's Bureau is the only Federal agency devoted

exclusively to the concerns of women in the labor force,

Its mandate is "to formulate standards and policies which

shall promote the welfare of wage-earning women, improve

their working conditions, increase their efficieney, and

advance their opportunities for profitable employment."

The Bureau pursues this goal by working with a wide variety

of women's groups to identify the special employment-related

needs of women and to develop policies to meet those needs,
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From its position in the Office of the Secretary of Labor,

the Bureau works 'with other Department of Labor (DO') agencies

to insure that the needs and concerns of women work rs

are being addressed by Ispartmtntal policynakers an program .

planners. It provides legal and economic updates o the

status of working women, and serves as a coordinati g body

in DOL for programs affecting women.

The Women's Bureau has addressed issues affect ng

'1
wage-earning women, for more than 60 years, changin its

focus to keep in step with the times. For the last few

years the Women's Bureau has been directing its efforts

towards broadening the base of women's groups it serves.

While not excluding groups of women served in the past,

the Bureau has provided the leadership necessary to more'

effectively reach all categories of working women. The

reasons for this area

1. The mandate of the Bureau does not categorized

or limit the number or types of women to be served as long

as they are working women;

2. Women are entering the work force at the phenomenal

rate of nearly one million per year and the Bureau sees

its role as an advocate for all of these new workers and

the services they need; :nd,

3. Women have made a good deal of progress in recent

years and the Bureau wants to ensure that this continues

in a positive direction.
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Beneficaries of the Women's Bureau's efforts are older

women; low-income women; women in need of reemployment .

or upward mobility; teenage women who require broader more

technical skills in order to compete in today's,job market;

rural women; minority women; women'in or seeking nontraditional

jobs; homemakers displaced because of widowhood4\separation

or divorce; women offenders; women business owners and

women entreprenuers; and corporate women; as well as others.

From the national headquarters and the ten regional

offices, the Women's Bureau works cooperatively with women's

organizations and commissions on the status of women; em-

ployers, unions and program operators; educational and

social service agenpies; and government at all levels.

At the international level, the Bureau actively particpates

in the development of policies to promote the welfare of

Working women around the world through the Organization

for Economic Cooperation and Development's (OECD) working

.party on the role of women in the economy, the State Depart-

ment's activities with the'Onited Nation Commission on

the Statue of Women, and the Organization of American States'

Inter-American Commission on the Status of Women. The

Bureau uses workshops, symposia, job fair's,. demonstration

projects, pilot programs, publications, teohniCal assistance

and research to address the needs of working women and

disseminate information to them.

38-564 0 - 84 - 9

1 '3,0
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'Mr. Chairman, I would like to take a moment to discuss

the organization and managment of the Women's Bureau under

the Reagan Administration. When I was appointed to the

position as Director, staff resources were at 62 full-time

permanent positions and eight other positions.

I am pleased to report that the Bureau presently has .

71 full-time permanent positions, and the President has

reqUested an additional five positions for the Bureau in

FY 1985, for a total of 84 permanent positions.

I see this growth'of the Women's Bureau, as a testament

to the steps the Administration has taken over the last

few years to enhance our efforts in behalf of working women.

More than anything, the Administration wanted to provided

strong leadership to the Women's Bureau. The support we

have received is evidence of our success.

Based upon an indepth analysis of the Bureau's organi-

zation immediately upon my entry into this position, which

included personal interviews with each staff member, my

Deputy and I undertook a major reorganization of the Bureau

to better align resources. We now have four major offices

and five divisions at the national office level and have

increased staff resources in each regional office to three

persons. Two regions.do not have the third person on board

but both arS in the process of filling those jobs.
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In carrying out the reorganization, we provided for

a field coordination staff to ensure that Bureau policy,

priorties and directives were uniformly interpreted to

the ten regional offices. We established a Division of

Program Evaluation and Review so that we could assess the

effectiveness and ieplicabilify of our major initiatives.

This has been a most successful operation which has permitted

us to review past and present initiatives both with in-

house staff and contract support. We now plan for evaluation

of each model project we develop and implement. Weconsoli-

dated into one office our legislative/regulitory review

function, our economic analysis function, and our public

information function.. We felt that close coordination

of these activities under one office chief would logically

allow for more inter-action1h the development and dissemi-

nation of the Bureau's most hjstorical and largest program

---that Of educating the public on the employment needs

of women in the labor force though the provision of infor-

nation and materials. We are seeing much improvement in

the operation in this area and feel that when we have cpm-

pleted the task of re-staffing vacanices and re-allocating

resources, this office will be able to function at a much

higher level than it has in the past.

To support and guide these changes in the Women's

Bureau organivtional structure, I sought out and found
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a Deputy with a strong and admirable Federal career background.

Mrs. Clinton Wright came to the Women's Bureau with almost

'10 years. of government service. The two of us have worked

cooperatively to see that the Bureau is responsibly carrying

out its mission and mandate, but moat of all to ensure

that the needs and concerns of working w en remain in

tthe forefront of policy'making aCtivitie of the Labor

Department and other Federal agencies.

Since women's access to jobs continues to.be affeCted

by, among other' things,. law and regulations governing employ-

ment, an important function of the Women's Bureau is to

analyze and comment on proposed Federal legislation and

j,; regulation that impact on working women. The Bureau partici-

pates in departmental efforts to identify and eliminate

sex discrimination in laws and regulations, as well as

the President's Task Force on Legal Equity which has been

reviewing Federal laws and regulations for sex bias.

One significant change in Bureau program operation

is the process through which we determine priorities for

model programs. Based Ton input from experts at a, symposium

in late 1982 -- Future Explorations for Women -- we determined

that it/would be preferable and more logical to spawn demons-

tration projects out of sound research. So while the Bureau

has continued such projects in areas where some work tad

begun, we have also initiated tive-majorvesee&oh-studiet---__
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which will enhance the body of knowledge related to women's

employment and provided data to support the development

of new demonstrations models concepts. Areas being studied

are the impact of technological change on women's employMent

opportunities, the assessment of the transferability of

military skills to civilian employment of women veterans,

career transitions of women in professions, the impact

of job dislocation on women, and employment issues related

to immigrant women.

The Women's Bureau if' making a focused attempt to

find out what is happening to women workers as a result

of technological change. We also know that research on

the subject of women and micro-electronic technology is

minimal. The Bureau has awarded a contract to the National

.Academy of Sciences which, through its panel on technology

and women's employment, will carry out the first phase

of a major study in this area. This phase includes two

papers: One by Dr. ehillip Kraft reviewing the recent

empirical research literature on the employment impacts

of technological change: and Dr. H. Allan and Timothy

Hunt of the Upjohn Institute reviews the dat sets available

to study that change. Preliminary dra these papers

will be available by late Fall.

Aware of the limited amount of research on women and

Office automation -- an area of administrative support
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where some 13 million of our constituents work -- the Bureau

has also recently hired Dr. Mary Murphree of Columbia University

to be an expert on women and office technology. Under

her guidance, concept papers on four publications, aimed

at informing the public about. the changing office, have

been submitted for departmental approval. They include:

Office Technology and Working Women: Issues for the '80's;

the Women's Bureau Guide to the Office: A User's Guide;

Office Automation: Issues and Data Sources in the U.S.

Today; and What Do'Women Want? An Employer's Guide to

the New Office.

The Bureau has funded the American Association of

Community and Junior Colleges (AACJC) to carry out a two

phase project to assess the needs of the new wave of immigrant

women (to include refugees and entrants) --Southeast Asia,

Haitian, and Hispanic women.. The first phase was completed

in January 1984. The report developed as a result of re-

search during this phase focuses on the status of these

women by gross population, selected socioeconomic/demographic

characteristics, labor force/economic status, and rates

of utilization of social support services; and on an anaylsis

of the prograMs and policies Antended to facilitate these

women's entrance into the labor market and movement toward

economic self-sufficiency. Finally, the report sets forth

an analysis. of five pieces of Federal legislation and the
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programs, they authorize: The Women's Educational Equity

Act; the Adult Education Act; the Vocational Education

Act; the Job TrainingPartnership Act; and the Refugee

Act of 1980.. In phase two of the project, the contractor

will gather information at the local level through three

dialoguesto'be held in California, Florida and Texas.

The dialogues will prOvide a forum for service providers,

community-based organiistions, policy makers, and members

of the female immigration\population to express their concerns

and describe their effortS\to address the needs of this

group of women. One importnt issue to be reviewed is

the assimilation of these women, who are very often at

the bottom of the socioeconomic ladder, into U.S. society.

The findings of the three dialogues will be published as

part of an overall report on the two phases of the project,

and will be available in the Winter of 1984..

In FY 1983, the Bureau funded a project with Wellesley

Co'l The objectives of the p!ojecteentitled "Women

and one corporate Ladder -- Corporate Linkage" are:

o to identify the determinants of the accession of

women into upper levels of management in industry

and business;

o to analyze current programs and practices in major

corporations whose goals are to enhance the mobility

of professional women;
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o to develop an occupational' outlook on prospective

opportunities for the employment of women in professional

and manr.,erial positions-in emerging new technologies.

To accomplish this work key executives at the following

corporations, Bank of America, C88, Inc., Campbell Soup, .

tne Equitable Life Assurance Society of the United States,

Grumman Corporation, Hewlett Packard and Syntex CorpOration

were interviewed during May and June 1984, by Wellesley

staff to identify successful corporate programs that con-

tribute the advancement of women in the corporate sector.

in addition to the. data colleoted during the interviews

a Cdrporate Round Table comprised of representatives from

business and industry, government and academia assembled

at Wellesley C,+ lege to develop a corporate linkage process

model with which the Women's Bureau can work with public

and private companies to identify the best means to accom-

plish the goals of.increased upward mobility for professional

women in induct) and business.

The Bureau has been highly commended by the represen-

tatives participating in this study and at the Corporate

Round Table for providing corporations with a timely and

much needed opportunity to share with government, academicians

and ott,t business colleagues, ways and means that have

worked to advan'e the careers of professional women. But

more .mportantly the Bureau has received the support of.
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these "exemplary" corporations to do even more. It has

provided the impetus and themesnsfor them to willingly

move forward and work with government to identi , many

of the'very subtle conditiona.that create the invisible

barn: cs to career mobility that hold women executives

at the 5-7% level of all mid to upper level management

positions and at one to two percent of the senior management

positions.

The Women's Bureau sponsored Corporate Round Tole

was so successful that participants urged that.we cc duct

more meetings of this type and expand our scope to include

input from the government and educators as well as corporations.

In addition to using the research i.indings to identify

demonstration model' projects, the information will be used

to develop policy positions and to contribute to the develop-

ment of legislation and programs affecting women's employ-

ment.

The dissemination of information about women's partici-

pation in the'labor force and programs to increacr their

employment options is an importdnt activity of the Bureau.

In response to a large volume of requests, more than 600,000

publications have been distributed on women's occupations,

earnings, education, successful program models, end on

Federal and State laws affecting their employment and economic

status since FY 1982. Our publication -- A Working Woman's
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Guide to Her Job Rights -- continues to be a best seller.

It nas been revised to reflect recent changes in social

security, and will be ready fOr distribution next month.

Other popular publications include "Job Options for Women

in the '80's," "Summary and Analysis of the. Job Training

Partnership Act of 1982," "Economic Recovery Tax Act: Selected

Provisions of Interest to Women," and "Employers and Child

Care: Establishing Services Through the Workplace." The

Bureau dissiminates data about women workers, and analyzes

statistics on women's occupations, earnings, education

and other related factors. Most recently, we. have updatea

twenty facts on women workers to reflect most recent data

available.

In addition to publications, conferences, seminars,

and workshops are used to communicate information on pro-

grams, policies and major issues relevant to women's employ-

ment opportunities. The Bureau hosts many of these events

as well as participating as speakers and panelists at meetings

and workshops across the country. A continuous exchange

of information tAkes place between the Women's Bureau and

a vast number of women's organizations. This enables all

the groups to share ideas, plans, and concerns related

to women's employment.

Through our positions as the U.S. Delegate to the

OECD's Manpower and Social Affais Committee's Working
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Party on the Role of Women in the Economy and one of its

vice Presidents, the Bureau has provided to the OECD information

and research about developments taking place to promote

the status of working women. Women's issues on which the

Bureau has provided information are: Employment and unemployment

of women; occupational segregation by sex; male and female

earnings differentials; the situation of women migrants

And minority women; the position of girls and women in

training and education systems; and, the treatment of women

in social security and taxation.

The Bureau presented to An OECD High Level Conference

on the employment of women a report which dflecribes U.S.

policies to promote equality of employment opportunity

for women: The report describes the leg,; machinery in

the United States that promotes women'A equality in employment,

and points to issues affecting the ftill utilization of

women in the work force.

We have recommended as future areas to be examined

by the OECD, the impact of labor market segregation and

employment opportunities on the movement of woMen into

top management positions; and unemployment among teen-age

women which is a serious and growing problem in many OECD

countries.
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In addition we successfully recommended Betty Duskin,

a U.S. woman, for a key position within the OECD Secretriat

1 as Administrator for Women's Affai.:s.

In addition to participation in annual meetings, the

Bureau coordinated and published a report on the economic,

social, and legal developments affecting women's employment

in our country during the first half of. the United Nation's

Decade for Women. The report included sections on the

economic roles of women in the United States as their partici-

pation in the labor force reached historically high levels

during the last half of the 1970's, an analysis.Of policy

developments and issues relevant to the plan, and an over-

view of the range and extent of the accomplishments of

this vital segment of the american sociopolitical system.

The Bureau has commented and submitted to the Inter-

national Labor Organization (ILO) a variety of topics con-

cerning women.in the U.S. labor market.

Over the last three years, the Women's Bureau has

aevoted a lot of time to dealing with problems that are

impediments La women's entry into the labor force and to

educating the public about these issues. An example of

this is the Bureau's efforts'on the subject Of child care.

With an ever growing number of young children w\th working

parents in this country, the need for solutions to, this

(problem is critical.
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The Women's Bureau has made serious efforts to persuade

employers to address their workers' needs for dependable,

affordable quality child care. We have launched several

initiatives to encourage employer- sponsored child care

across the country. The moat far reaching effort was a

program to help establish employer-sponsored child care

systems through inititatives in each of the ten Federal

regions. Through small consultant contracts in each region,

the Women/P Bureau reached out to employers with workshops,

small group meetings, and personal contacts to inform them

of the advantages in addressing, this most important employee

concern, educate them about the options for setting up

such systems, and to provide technical assistance. Our

efforts have resulted in the establ shment of eighteen

employer-oponsored child care spit icross the country.

Most notably is the initiative we undertook in the Boston

Region, Region I.

In 1982, our Boston Regional Office developed NEON

(New England Outreach Network of Employer-Supported Child

Care), model for expanding or m. keting child care services

to New England employers through State task forces or regional

outreach networks. An all-day planninggsession attended

by 35 providers, State and Federal officials, academicians,

and community organization representatives was held to

plan effective outreach in each new England State to generate

employer interest in child care programs and services.
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The.Regional Office also designed an inexpensive,

easy-to-use Atrategy to stimulate interest among corporate

decision-makers, utilizing child care professionals to

provide information and assistance to companies.

1

An'importan facet of the regional model were .the

training session offered to State task force members in

marketing the concept to company decision-makers. Chambers

of Commerce and State officials are involved in these sessions.

Trainees go out one-on-one to talk with employers.

Some results of the efforts include a large insurance

company in Hartford joining a consortium of employers pro-

viding information and referral services; a Vermont insur..

ance company offering computerized referrals, a New Hampshire

hospital developing.a.flexible benefit child care plan,

and a Massachusetts Corporation adopting a voucher system

for its 1400 employees in which they supplement employees

salaries to cover child care costs.

At present, each of six New England States has one

or more task forces ranging from 6-36 participants. Some

of the companies are also actively promoting the idea',

for example, WANG sponsors an annual conference for employers

in tne Massachusetts-New York Area. At least -wo colloquia

have been.hel( I, ..ch state by the task groups with employers.

A second phase of our employer-sponsored child care

initiative is being carried out in conjunction with the
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Rockefeller Foundation. The Rockefeller Foundation designed

and funded a. project to provide job training and placement

for disadvantaged single mothers throug.J six community-

based organizations. The Women's Bureau provided funds

to four of the community-based organizations to demonstrate

effective technique& for providing employer-sponsored child

care services to the participants in the Rockefeller. Initiative.

The four organizations have'worked with employers to increase

their awareness of the effects of parenting responsibilities

on employees' productivity. At the same time, the organi-

zations have met the child care needs of the participants,

thus demonstrating a corre'ation between successful partici-

pation in training programs or on the job and provision

for the care of one's children.

Other types of techincal assistance have been provided

by. the Bureau in this area. We have worked with the White

House Office of Private Sector Initiatives on conferences

about child care that are being conducted in various loca-

tions around the country. We have joined with the Depart-

ment of Health and Human Services and the Appalachian Re-

gional Commission'in an inter-agency agreement to pool

resources in theAvpalachia States to develop and implement

child care initiatives directed to the somewhat specific

needs of women in this area. A publication has been deve-

loped and disseminated that describes child care options
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and tax incentiyes for employers and more than 26,000 copies

have been clistriiit!ted in three years. The Women's Bureau

'alsolunded 'and oversaw the production 'of a videotape on

employer-sponsored ct ld care. The videotape illustrates

the possible solutions to caring for the children of the

working mother with help from employers. It also shows

clips of actual systems put in place through the efforts

of the Bureau.

In addition to the problems created by the need to

care foryoung children, many working women are responsible

for the care of elderly or disabled adults. The Women's

Bureau has stimulated interest and awareness of the 1981

Economic Recovery Tax Act and the Dependent Care Assistance

Programs (Sec. 129) primarily in connection with our child

care initiative. We recognize the need of assistance with

care of elderly or infirm parents or other dependents and

know that such responsibility often falls heavily on the

female relative in such families. It is an issue of concern

\\which has been discussed at meetings of grdups such as

the National Coalition on Older Women's Iisues and the

Older Women's League. We will be working with these and

other women's organizations to identify.ways to best address

this issue.

Experimentation with alternative work scheduling is

demonstating to employers another means of effectively

N
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removing obstacles to female employment. The need for

this type of arrangement is caused by the multiple roles

of women -- as home-makers, contributors to the support

of the family, or sole breadwinners.

Many U.S. firms have adopted, or are experimenting

with, some type of alternative work pattern. The Women's

Bureau participates in the department's flexible work hours

program. The most frequently used mode of alternative

time scheduling in this country id part-time employment,'

defined as Any employment of less than 35 hours per week.

Fourteen percent of allemployed workers and 22 percent

of all women, workers warn orking part-time voluntarily

in 1983. An important factor in women's attachment to

part-time work is child care responsibilities. More children

in the family and the presence of a preschool -age child

are among the major factors in causing a woman to prefer

part-time to full-time work.

In recent years the Federal government has made sub-

/stantial progress in improving opportunities for those

seeking part-time career employment. Since enactment of

the Federal Employees Career Part-Time Employment Act,

part-time employment has increased from 46,738 in 1978

to 55,569 employees at the end of 1983. In our own Bureau

we have five part-time employees out of a total staff of

79. We have encouraged this type of employment when.it

38-564 0 - 84 - 10
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is most beneficial for an individual employee and still

meets the mission of the agency.

Although there are certainly advantages to parttimel

employment, there are certain drawbacks. Some companies

do not offer the same level of fringe benefits to part-

time employees. Also, some critics view part-time jobs .

as a means of perpetuating the traditional division of

labor outside and within the home and argue that part-time

jobs are not appropriate fOr women 'cause they usually

have low wages and little chance for advancement.

Another type of alternative work pattern that is used

is job, sharing. Job sharing is a form of part-time employ-

ment in which Le schedules of two part-time employees

are arranged to cover the duties of a single full-time

position. Job sharers can each work a portion of the day

or they can divide the days in a week. This provides an

opportunity for employees to work part-time even in positions

:which require full-time coverage.

In January of 1981 the Regional Administrator position

in the Bureau's San Francisco office was changed to a job

sharing position. A careful review of the impact of that

job sharing experiment on the total regional operation

over more than two years led us to the decision to discontinue

job sharing at the Regional Administrator level in San

Francisco. This in no way diminishes our support for the
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concept of alternative work-patterns. We have continued

to explore options for flexible work schedules in the Bureau.

The most important factor affecting women's employment

opportunities is the state of the economy. A healthy,

growing economy will provide the climate for job opportunities.

To assist individuals in their quest for these jobs, the

Federal government has sponsored employment'and training

programs.

The Administration's major employment and training

program is provided for in the Job Training Partnership

Act (JTPA). It was during the consideration of this legis-

lation, replacing the Comprehensive Employment and Training

Act, that the Women's Bureau. realized that women who are

the recipents of Aid for Families with Dependent Children

(AFDC) and those at the bottom of the socioeconomic ladder.-

should be the prime beneficiaries. Recognizing the severe

needs of female single heads of households'and. Oeir children,

teen mothers, and older women needing tofenter or re-enter

the labor market, the Bureau was determined to take whatever

steps were necessary to assure that those charged with

implementing the act were knowledgeable about the concerns

of women and on the best ways to address these concerns.

Alec), steps were proposed to ensure that women and women's.

organizations were familiar with the Act's provisions and

the wtiailable services.
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As soon as the legislation wis enactea, the Women's

Bureau issued a publication summarizing and analyzing the

major provisions of the la: particularly as:they related

to employment and training for women. More. than 24,000

copies of the summary have been distributed.

Beyond that the Bureau developed a'model format for

conducting workshops on JTPA. We already have conducted

18 workshops around the country with two more planned for

next month. The'response has been extremely positive.

Nearly 2,300 people have attended and participated including:

State and local officials, including two Governors and

several Mayors; private industry council (PIC) representatives;
0

community college edminietrators; business leaders; women's

organization leaders; and program operators. The format

a:WA:election of presenters has focused on the responsibi-

lity for JTPA at different leveli -7 the Federal 'Level,

State level, and local levels. The Women's Bureau staff

reviews the law from our perspective to show how it can

be used as a tool to break the welfare dependency cycle

of women and their children.

Women are indeed participating in JTPA. Preliminary

data from-the job training longltudimal survey (JTLS) col-

lected from a sample of service delivery areas during the

period October through December 1983\shows that approxima-.

tely 53 percent of the participants Title II-A programs
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were female. From a review of a sample of names from a

list of 2,500 PIC members, we estimate that about 35 percent

of the membership is female.

We intend to continue conductingJTPA workshops in

different c.ates-im an .effort to'educate-as many people

as possible about the usefulness of thia.program for serving

women and the importance ofwomen serving on PICs, and

State Job Training Councils. To further enhance this effort,

a series of technical assistance guides (MGs) are being

revised in accordance with JTPA,for publication and distri-

bution in the near future. These TAGS will assist JTPA

staff and other resource people in the development of specific

program plans designed to afford women better employment

opportunities.

The series will consist of eight TAG.. Each one will

delineate a problem, and propose specific solutlions for

resolving the problem. The do not recommend separate programa

for women. Instead, they instruct service providers in

ways in which they can adequately' serve women through existing

\\ programs by adding necessary services to assist them.

The Women's Bureau does not have responsibility for

\dministering employment and training programs in this

nation, rather that is the responsibility of the Employment

and Training Administration of the Department of Labor.

However, in order to increase the entry of women into more
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profitable and varied employment, especially in nont:di-

tional jobs, new technology occupations, and entrepreneur-

ship, .he Bureau has run a number of demonstration projects.

These projects demonstrate effective ways to address women's

diverse needs related to training, employment and support

services. A by-product of these efforts will be models

that can be widely disseminated to stimulate development

of similar prograas.

Up to this point, I have,discussed information, research

and technical assistance efforts of the Bureau. I would
r:

now like to describe other efforts in which the Women's

Bureau has been involved.

WOMEN IN NONTRADITIONAL CAREERS - WINC

The WINC model was developed and institutionalized

in the Portland, Oregon Public School System. The model

incorporates classroom instruction, nontraditional jot

exploration in the community and training oZ school acaft

to help them become aware Of the need for nontraditional

career planning for young women and how occupational choices

may affect lifetime earning potentials,

Perhaps the most distinctive feature of the WINC model

is the curriculum, which provider, a detailed course of

classroom thatruction on occupational and labor market

information designed for high school juniors and seniors.

An imaginative series of exercises, journal writing, and
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an acti:.ity guide which integrates humor, facts and instruction

helps young women to examine their own expectations and

feelings about career planning.

The curriculm also utilizes a community-based learning

strategy where a student spends a specific period of time

actually working with a woman in a nontraditional field.

This experience is further augmented by other community-

based activities such as,career days at local community

colleges, job search and interviewing skills taught by

private sector personnel offices, and nontraditional counseling

services.

WINC was designed to serve as a model for institutiona-

lizing a school-to-work transition program throughout a \"%a

school system. In 1982, the Women's Bureau began an initiative

to replicate the Portland project. Eleven workshops have

been held in ten cities across the country to acquaint

school officials with the WINC concept and curriculm and

to explain the process used in Portland for organizing,

gaining support for and implementing a nontraditional careers

program. The workshops also show how all or part of the

WINC curriculm materials can be used, based on the current

status of prevocational instruction in the school.

As a result of the workshops, 31 school districts

and three colleges are already working with the WINC model

either in part or in its entirety. Wh!Le the program was
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designed for young women, school systems have found it

so effective that they are adapting it for use with boys

\as well as girls.

During FY '84, the Women's Bureau will sponsor a national

WINC conference to inform high-level policymakers about

the WINC program and enlist their suppoit,ih integrating

the concept-into2school systems throughout the country.

SYMPOSIUM ON "FUTURE EXPLORATIONS FOR WORKING WOMEN"

This was a one-day invitational symposium held b;

the Women's Bureau in Washington, D.C. on September 24,

1982'to exchange information and ideas. Participating

in the event were the Commissioner of the Bureau of Labor

Statistics as keynote speaker, key women's Bureau staff

members and 17 women consultants whose professional fields

included education, private enterprise, corporate management,

research institutions, the media, international affairs

and the Federal government.

Concurrent discussion sessions centered around topics

of economic iseaee other than employment, societal issues,

and employment and legal issues. The Women's Bureau was

urged to take the lead in consolidating data from small

research project6 on women and the workforce, computerizing

information and servicing as a, clearinghouse on data that

affects working women and publishing more fact sheets about

current issues. The Bureau was also asked to take the
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lead in promoting career planning and development among

young women in high school, and stimulate women's organizations

to cooperate in providing a support network for educational

institutions.

A further recommendation requested that this initial

core group be expanded, that similar groups be established

in the regions, and that tee expanded group and the regional

groups could serve as a sounding board for research ideas

contemplated by the Women's Bureau. As a result of this

symposium, the Bureau indentified the need to expand its

constituency groups. To accomplish that, a series of sym-

posia were planned for a broad based, diverse group of

people representing multi-cultural economic backgrounds

in different geographical locations.

PROJECT DISCOVERY

This symposium, the first in the series, was launched

to address the support service needs of minority women

many of whose economic status had been adversely affected

because of changes in marital statue. The symposium focused

on the needs of women 35 to Wyears of age who were seeking

to enter or reenter the workforce because of divorce, separa-

tion or widowhood; who had lost jobs due to reductions-

in-force; and who were trying to move out of unfulling

or dead-end jobs. Through workshop sessions encompassing

self-awareness, career exploration, transfer of job skills,
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net-working and exposure to the job market-place, these

women were provided with the tools to help them gain or

enhance their employment opportunities. The model, which

was demonstrated in the Baltimore-area, was so well received

that we are planning to replicatelit, in other parts of

the country during FY 1985.
I

DISLOCATED WOMEN WORKERS

Another symposium was held in January 1984 and focused

on dislocated women workers. This symposium was held in

Salem, Oregon. Thirty-eight individuals representing a

wide range of experiences in career planning, job develop-

ment, unions, local, state, and national government, appren-

ticeship programs, business and economics were participants.

A long list of recommendations have been submitted to the

Bureau as a result of this session and they will be consoli-

dated into the research findings of the research study

on dislocated workers for consideration in defining a demonstra-

tion model project on this issue.

THE OLDER WOMEN'S LEAGUE
41 .

The third symposium was conducted.by the Older Women's

League and was a planning 'workshop on the public policy

issues affecting older women. The participants, representing

regional Older.Women's League chapters convened in Washington.

Participants shared their concerns and focused on developing

strategies and skills that could be used in their regions
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to impact on public policy and programs affecting their

target group.

HIGH TECHNOLOGY TRAINING FOR SINGLE HEADS OF HOUSEHOLDS

The high technology training for single heads of house-

holds project operated by the State of Washington Community

College District 17, demonstrated the use of community

colleges as a training resource and the effectiveness of

short-term training for high technology jobs, Thirty women

were trained in five occupational areas, three of which

are considered high technology fields. The participants

were mainsteamed into existing community college programs,

following special curricula adopted from regular college

course offerings. The program also included workshops

covering wipport skills and job search techniques to enhance

employability and retention in jobs.

Participants were single heads of households, with

one to three dependents. The majority were receiving public

assistance, unemployment benefits, or social security.

All were low income. Each had either a high school diploma

or a GED certificate. Over half were between 25 and 35

years of age.

The project ef2ectively detonstrated the feasibility

of short-term (six months) community college training as

a means of increasing the employability of low income,

female heads of households. While participants in these
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condensed programs did not complete all of the requirements

necessary for community college certificate programs, the

training did increase employability and retention in jobs.

PROJECT IDEA: INDIVIDUAL DEVELOPMENT AND

ENTERPRENEURIAL ACTIVITES

Some of the most improverished women in the United

States are living in Rural Mississippi. In an effort to

address the needs of this target group, the Women's Bureau

funded Coahoma junior College, in Clarksdale,'Mississippi,

to pebvide vocational - technical training and job placement

assistance to minority women who maintain families. The

project has assisted about 80 Mississippi Delta women,

who are 35 years of age or over:, to enter occupations traditio-

nally occupied by men.

The project is an example of a partnership effort

between the Federal government and educational institutions

to prepare economically disadvantaged persons to enter

the job market. It is providing an effective program for

serving the needs of rural women who are low income, who

lack marketable employment skills, and who have a high

rate of illiteracy and may be displaced farm workers.

The women are gaining basic skills training in such areas

as construction masonry, welding, carpentry, enterpreneurial

skills, law enforcement and paramedic technology. Twenty-

five women have been placed in jobs as a result of this
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training with at least one of the jobs paying as high as

$9.50 per hour. Four have received GED's.

SMALL BUSINESS INITIATIVE OF,THE WOMEN'S BUREAU

The Women's Bureau has long been interested in enter-

preneurial opportunities as a means for helping women move

from the home to the workforce. We have worked and will

continue to work with the Office of Women Business Ownership

in the Small Business Administration to encourage and facili-

tate busineas'ownership as a viable career option for women.

Two specific projects which were funded by the, women's

bureau to assist women in become entrepreneurs are:

START ON SUCCESS (SOS) PROGRAM

The Women' Bureau contracted with the Door Opener of Mason

City, Iowa to develop and implement a project entitled,

Entrepreneurship Training For Mature Women And Displaced

Homemakers.

The project which operated from June 1, 1982 to May

31, 1983 was designed to provide entrepreneurship training

to 100 displaced homemakers and mature women, 108 registered.

Many of these women participated in the training program

while others were assisted in finding employment. Of those

completing training, 26 were selected for additional training.

Of this group, 21 developed business plans and most actually

started their business. Te end of 1983, about seven

of the businesses were in operation.

15
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DISPLACED HOMEMAKERS PROGRAMS

Under contract with the Bureau, the Displaced Homemakers

Network, Inc., developed a "how-to" manual on funding alter-

natives for displaced homemaker programs that focused on
;,

entrepreneurial opti ons, such as home health care business.

This basic "how-to" guide includes among other features:

1. The identification of the types of business likely

to auceed in a given community;

2. The preparation of business plans;

3. The financing of new businesses with par'ticular

reference to resources available to non-profit groups;

and,

4. The development of cash-flow projects for new

businesses which will employ displaced homemakers.

The manual is only one of many kinds of techr'^al

assistance the Network has provided to homemakers who need

help in making the transition to paid employment. Under

the most recent grant, the Displaced Homemakers network,

Inc. has participated in our JTPA workshops across the

country.

APPRENTICEHSHIP TRAINING

A nationwide effort to help women gain access to appren-

ticeship opportunities resulted in organized efforts in

some communities as well as requests for training in addi-,

tional areas. In Atlanta, Georgia, a coalition comprit,ed
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of representatives of industry, organized labor, business

and community organizations war formed to provide job readi-

ness, referral and placement to women in skilled trades

apprenticeships ane other nontraditional jobs. The women's

.bureau provided technical assistance to this effort and

Others like it around the country.

The Bureau has maintained a cooperative relationship

with the Bureau of Apprenticeship and Training and with

the Bureau of Prisons.to promote Apprenticeship Training

for incarcerated women. A model for post7release services

that could be extended to.all Federal enmantes in apprentice-

ship programs was developed between Federal and District

of Columbia Agencies and Prerelease Centers. The agreement

t provides for women, released from prison to be assisted

. in continuing apprenticeship training and finding jobs.

TENNESSEE TOMBIGBEE WATERWAY CONSTRUCTION PROJECT

The Women's Bureau concern for the low economic status.

of southern rural women prompted the Bureau to fund, through

its Atlanta Regional Office, a cooperative project to in-

crease the participation of women in construction work

connected with the Tennessee-Tombigbee Waterway. A woman

was hired. to carry out special outreach to women and to

coordinate with unions, contractors, State and local governments,

and community based organizations to develop targeted re-

cruitment, training and placement efforts.
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As a direct result of this outreach, female employment

participation did increase. At the peak of construction,

the Federal goals for women in construction were met.

Successful retention methods were adopted by directly

working with the unions and the non-union contractors to

increase the nambers.and retention rates of women. Several

training programs were initiated and efforts were put forth

to recruit, train and place women in these nontraditional

jobs along with the Tennessee Tombigbee Waterway. The

construction ofthe Tenn-Tom Waterway afforded rural women,.

for the first time, an opportunity to enter the nontradi-

tional construction work force in a very positive manner.

WB NATIONAL JOB FAIR/TALENT BANK INITIATIVE

During FY 1983 the Women's Bureau, through each of

the regional offices, funded job fairs and the establishment

of talent banks. The objective of this national initiative

was to assist women, many of whom were low income, in se-

curing private sector employment by (1) making them aware

of the range of potential job opportunities available in

the local labor market; and (2) providing a mechanism for

them'to identify and compete for specific job openings

through a talent bank. Moreover, participants were assisted

in preparing job resumes' and were counseled on now to

respond in interview situations.

The success of this initiative was measured not only

by the placement of nearly 200 women in jobs at the job

fairs but also by the continuing positive response from

the employers in the us of the talent bank which has re-

sulted in about one-tenth of the nearly 7,900 job fair

participants receiving permanent employment. The jobs

have varied from traditional to nontrao tional and have

included such jobs as sales representatives, engineers,

clerktypiat repair technicians, and accountants.

This concludes my remarks. . will\be pleased to re-

spond to any questions you may have.
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Mr. FRANK. Thank you, Dr. Alexander. I particularly appreciate
and am impressed by the very good way you sort of summarized
the end. I am sorry we weren't able to get all of it, but it will all go
in the record.

Dr. LENORA ALEXANDER. Thank you.
Mr. FRANK. I think you hit all the points and we appreciate

when minority staff asked about the time, you did very well in get-
ting, I think, the highlights, and the whole thing will go in the
record and, of course, we will have some time for questions.

Dr. LENORA ALEXANDER. Thank you.
Mr. FRANK. Mr. McKernan?
Mr. MCKERNAN. Thank you.
Mr. FRANK. Let me say if you want any members of your staff to

answer the questions or whatever, that is up to you, you just call
on anyone or they can consult with you. We don't expect, obvious-
ly, any individual to be able to .come and have all the details at any
one time, and that is why all of us, the members of this committee
included, have staff.

Mr. McKernan?
Mr. MCKERNAN. Thank you, Mr. Chairman.
I want to welcome Dr. Alexander. I think it is going to be impor-

tant that we hear from the Bureau itself on some of the issues we
have discussed earlier today.

One of the questions that I have, Dr. Alexander is the shift in
emphasis, if in fact there has been one, to more white - collar -type

t jobs than perhaps the focus of activities of the Women's Bureau in
the past.

Would you like to comment on that.
Dr. LENORA ALEXANDER. Mr. McKernan, I don't think we are

shifting the emphasis. We are looking at a category of women that
the Women's Bureau has not placed much emphasis on in the past.

As I cited in my testimony, there are over 18 million women who
work in white-collar industries and corporations in America. Many
of these women, when they initially entered employment, went
into some of the low-paying, dead-end jobs; they are stuck at these
levels. They need opportunities for upward mobility, for upward
movement in the corporations.

We are trying to work with these women, in addition to the
other target groups that the Bureau has worked with in the past,
to assist them with some of the problems that they are encounter-
ing in the work force.

Mr. MCKERNAN. You mentioned a little bit in your statement
about child care and it is an issue that I feel very strongly about. I
think if we are truly going to have economic equity for women, I
think that we need to talk not only about the job sharing, we dis-
cussed earlier in flexible work schedules, but perhaps as important-
ly, if not more importantly, adequate child-care facilities and the
ability to understand that we do have women who are in the work
force especially that have other family obligations, and we need to
make sure that we have the resources available for them.

Would you just talk about any activities of the Women's Bureau
in that area?

Dr. LENORA ALEXANDER. Yes, Mr. McKernan. We recognize that
women are working today out of necessity, they work for economic
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reasons. You can't separate the woman from her children. When
these women have to work, they need some support systems to
enable them to be in the work force so that they will not be wel-
fare dependent.

Early on, we recognized that in the 1981 Economic Recovery Tax
Act, there were some incentives 'which could be used to motivate
the private sector to begin offering child care as a fringe benefit to
women employees.

We proceeded immediately to put out a publication, of which we
have distributed numerous copies around, informing our public
about this provision in the 1981 Recovery Tax Act. We recognized
very early on that under JTPA, if women were going to be
trainedand the bill is designed to serve large numbers of
womenthat some type of a process would be needed to take care
Of their children.

We joined hands with the Rockefeller Foundation, which had
launched in initiative to train women who were disadvantaged
single heads of households. We contacted them because we knew
that without child care they could not participate in the training.

We set forth and developed model demonstration child-care
projects. Using some of our money, we had enough to fund four,
projects. These projects are now underway: one in Providence, RI,
with the OIC of America, one in Atlanta, GA, with the Urban
League of Atlanta, another one with the Center for Employment
and Training in San Jose, CA, and a fourth one here in Washing-
ton with Wider Opportunities for Women. Each one of these dem-
onstrations takes on a different characteristic as a form of how
child care can be provided. We think we are a step ahead. As we
begin to get JTPA implemented, women will be able to take advan-
tage of this.

We also worked on a regional basis, and we have set in motion
18 employer-sponsored child-care, systems which have started some
form of child-care service in the communities where they operate.

Additionally, we have worked very hard with the White House
Office of Private Sector Initiatives to encourage corporate America
to develop some form of child-care support for employees who are
in the need of the service.

We have just completed the development of a 25-minute video-
tape on child-care.- It is called "TheBusiness of Caring,' and is
aimed at explaining the opportunities that are available for various
businesses and concerns to provide child care, how it can be provid-
ed in communities, and the benefits that accrue. We have included
men also in our videotape and we show child care as being a family
problem, rather than totally a woman's problem. We think that we
have begun to hit the hearts of America, because we are starting to
see some development in this activity.

Mr. MCKERNAN. Let me ask you a followup on that because I am
aware of a lot of the efforts, not so much of the Women's Bureau as
I am with the Office of Private Sector Initiatives. One of my con-
cerns is that in a State like the State I come from in Maine, where
20,000 out of the 30,000 employers have fewer than four employees,
corporations sponsoring child care for their employees doesn't
really make much of a difference to most of the people I represent.



159

Is anything being done to make that same kind of child care
available for those people who work in the smaller businesses that
can't set up their own child-care facilities?

Dr. LENORA ALEXANDER. Yes; there are various approaches that
can be used. One is the consortium approach; another one is an in-
formation referral approach. Under the consortium approach,
groups of small businesses get together and sponsor a child-care
site. In the information referral approach, information is put
together so that an employer can go to one single source to find out
where child care is available in that community for their
employees.

In our publications we have advocated and explained how the
systems can be developed. In addition, our regional as well as our
national staff have worked around the country to provide technical
assistance to help many communities such as yours.

Mr. MCKERNAN. You mentioned publications, and before you
came in we had been talking about whether or not the Bureau was
furnishing people with a sufficient number of publications.

Would you like to comment on the number of publications that
you have put out during your tenure compared to past years, and if
it is fewer in number than in the past, what is the reason for that?
Is it budget restrictions, or what is the reason?

Dr. LENORA ALEXANDER. We have distributed over 600,000 publi-
cations, and I think that is quite a record for the Bureau. We are
constantly producing new publications. In fact, this one "A Work-
ing Woman s Guide to Her Job Rights" just came off the press yes-
terday: [Indicat

We have beef) very active in trying to keep up with the times to
develop various publications that relate to current problems in the
work force while carrying out our mandate. As I indicated earlier,
the distribution of over 600,000 of these publications is not a small
number.

Mr. OWENS. Would the gentleman yield for a minute?
Mr. MCKERNAN. I would be happy to yield.
Mr. OWENS, Do you mean 600,000 publications, or 600,000 copies?
Dr. LENORA ALEXANDER. I am sorry, 600,000 copies.
Mr. OWENS. Thank you.
Dr. LENORA ALEXANDER. If you will give me just a second I can

give you some more specific information.
In fiscal year 1982, we distributed 204,043; fiscal year 1983,

203,770; as of this date in fiscal year 1984, 197,180, for a grand total
of 604,993.

Mr. OWENS. Publications?
Dr. LENORA ALEXANDER. Copies of publications.
Mr. OWENS. Different publications?
Dr. LENORA ALEXANDER. No. What I am saying is, 600,000 copies

of various publications. And some of them, I would say, are best
sellers. For example, we cannot keep enough copies of this one"A
Working Woman s Guide to Her Job Rights" in stock; we cannot
keep enough copies of "Employer-Sponsored Child Care."

Mr. MCKERNAN. For the record, could you just identify what this
was?
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Dr. LENORA ALEXANDER. "A Working Woman's Guide to Her Job
Rights." We have distributed over 26,000 copies of "The Summary
of the Job Training Partnership Act" since that came oil the press.

Mr. MCKERNAN. Secretary Wirtz had some comments which I
found interesting and I wonderedI am not sure whether you were
here when he made them or notbut he said that basically if you
had to choose, I am paraphrasing thisat least it was the way I
understood what he was sayingif you had to choose, that the dis-
semination of facts and figures was probably more important than
arranging the public meetings, and working with other groups; not
that you ought to have to choose but because of budget constraints,
if you had to, it was really the gathering of the data and the publi-
cation of data that was the most important function of the Bureau.

Would you agree with that, and would you comment on whether
or not because of the tight budget situation you had to make those
choices?

Dr. LENORA ALEXANDER. Mr. McKernan, I feel that both of those
are very, very important activities of the Bureau. You know, we
can sit back behind our desks and publish, and publish, and pub-
lish. We can publish or perish, like they do in the academia. But
we need to get the word out to our public; we also need to work
with our public. If I did have to make some hard choices, they cer-
tainly would be founded on very hard research data and informa-
tion, not just on gut-level feelings. I would make every effort to
continue with these publications with the gusto that we now have
and to also continue our constituency group meetings to meet with
our public.

Mrs. WRIGHT. Dr. Alexander, could I add to that, please-
Dr. LENORA ALEXANDER. Sure, Mrs. Wright.
Mrs. WRIGHT [continuing]. Because I think it is awfully impor-

tant for the committee to understand also that those publications
are used as technical-assistance guides when we are out providing
that kind of information to client groups. For example, our litera-
ture, our brochures, our pamphlets are used in the child-care
seminars that we conduct. Especially in our job training partner-
ship workshops, our summary is one of the piece that we rely
upon heavily. That is one of our publications, and we use it as we
provide technical assistance, and conduct workshops and seminars.

Mr. MC:KEENAN. Before we get into the situation in San Francis-
co which I want to touch on, let me ask.a question a little closer to
home.

You furnished the committee with a graph of constituency meet-
ings of the Women's Bureau in the national office. And niy ques-
tion is, why in 1984, have there been no meetings of the interagen-
cy Task Force on American Indian Women?

Mrs. WRIGHT. I don't have the chart right here in front of me but
I do recall it.

Mr. MCKERNAN. Basically it said nine meetings in 1982, three
meetings in 1983, and no meetings in 1984.

Mrs. WRIGHT. We certainly do try to keep up with as many of
the constituent. groups as possible. Even though we might not. have
had a meeting directly with that particular group, we do have staff
who are certainly concerned about all issues of the various groups,
and have been out, talking to many people. So, whether we conduct
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ed a meeting or not, I am certain4at we could say to you that
those persons have beon talked to,.- nd have been advised in this
span of time.

Mr. McKERNAN. Could you, for the record, after the meeting,
check that out and get back to me in writing, if you could, on ex-
actly whether there has been a change in policy with that particu-
lar group, or exactly why those meetings have been cut back?

Mrs. WRIGHT. I certainly will be happy to.
[The information follows:]
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The data reflected on the chart concerning meetings of the
Interagency Task Force on American Indian Women is accurate. But,
there are several reasons for that. I would like to begin by pro-
viding some background on the establishment of the group. Some
years ago, the Women's Bureau called together representatives of
Federal agencies that had a major program responsibility for
Indian people to see how each agency was extending its services to
Indian women. As a result of a recommendation by the participants
of that meeting, the Bureau Lnnvened a symposium of Indian, women
who were leaders in their communities. This symposium was the
beginning of the dialogue that continues between Indian women and
resource people in the various Federal agencies. It was the
volunteers of participating agencies who planned and coordinated
the symposium that became the Interagency Talk Force on American
Indian Women. Its purpose was to serve as an advocate of Indian
women's issues and concerns in the public and private sectors.
The Bureau, as sponsor of the group held conferences with Federal
agency representatives and Indian women to learn how they might
assist these women in advancing their careers.

As evidenced by the data charts, the number of conferences
gradually diminished over the years. This is largely e, r'huted
to the fact that the task force accomplished its mission. Today,
Indian women are much more attuned to what is happening in the
public and private sectors. Informal groups and networks of
Indian womeri have developed as a result of these conferences.
These provide them the necessary support to progress in their
positions. Additionally, Federal agencies have become somewhat
more sensitized to the special needs of Indian women and are
taking steps to help them.

Another reason we have not had any meetings of the task force
recently is that the composition of the group has changed. Many
members have left their jobs and have not been replaced on tee
task force. As I mentioned before, however, the task force has,
for the most part, accomplished its mission.

During this Administration, we have endeavored to design program
initiatives that address the concerns and needs of a broader range
of labor force women rather than to target a few selected groups.
However, in order to ensure that the :ssues of Indian women are
addressed, we have on staff an American Indian woman who is
recognized for her expertise in this area. She has a continuing
dialogue with women across the country to keep apprised of the
situation so that she can represent the views of this group.
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Mr. MCKERNAN. Now, as I say, moving to San Francisco, one of
the statements that was made by a prior panel, was that you have
changed the job performance evaluations to include whether or not
employees are teamplayers.

Would you like to comment on that?
Mrs. WRIGHT. Maybe I can, Congressman McKernan.
When the Director and I came to the Women's Bureau, we did

not find performance standards developed for the managers of the
Women's Bureau.

Mr. MCKERNAN. Just to interupt you, are you saying that there
were no performance standards?

Mrs. WRIGHT. We did not find any. She and. I did not find them.
If they were there, we did not put our hands on them, let's put it
in that fashion. Certainly, one of the requirements of the Civil
Service Reform Act is that we do have performance standards
endeavor to have measurable performance standards. Even t'
there is not a science at this moment on how to develop th we
have certainly endeavored to develop standards that woul0 tell us
whether or not certain performance was occurring.

You di;: mention teamplaying, and I was certainly here, and I
heard some of the comments in that regard. I am also a long-time
Federal career person and as a manager have had to work under
various administrations and under various performance standards.
I do not find this is an unusual performance standard at all; as a
matter of fact, it has been in mine for some years. So, I don't find
it unusual. I think it is important that a manager would have
people who are trying to 2grry out a program that is laid out so
that services can be provided in the most equitable and, certainly,
the most efficient and effective manner possible.

Mr. MCKERNAN. Let me ask you another question. Whose team
were people are supposed to be playing on?

Mrs. WRIGHT. The Women's Bureau team, as a matter of tact.
Mr. MCKERNAN. That is the answer I wanted.
Now let me ask another question.
What should the proper role be for the Women's Bureau within

the Department of Labor and within an administration? We have
heard some discussion here today about exactly how much of an
advocacy group the Women's Bureau ought to be. Do you have any
comments ot, that?

Mrs. WRIGHT. I certainly have some and I suspect the Director
has, too, but let me comment first if she will allow me.

We believe that:the Women's Bureau should carry out its man-
date. It has been repeated many times in this session this morning,
and I won't restate that.

We believe that there are many women in this labor force, that
they are at various levels, and that wo need to reach them in vari-
ous ways. Advocacy might be nice, and certainly it is nice, but
sometimes we need more direct means than just advocacy. We be-
lieve in the development of model and demonstration projects to
try to show how a working situation might be improved for women
in the labor force.

Advocacy is fine, and we have not discontinu'd advocacy. But we
are trying to combine it with a lot of other things to get things
done for women in the labor force.
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Mr. MCKERNAN. Ms. Alexander.
Dr. LENORA ALEXANDER. You know the term advocacy is, very

broad. We can sit here and work on definitions for it all day long if
we wanted to. We have continued an advocacy role, and I will.use
it in the sense of promoting women's issues, promoting women in
the wq)rce.

Howerii you advocate if you don't do some things in order to
help have something to advocate? In the Women's Bureau, we have
found that under our administration, it is necessary to do things
other than just go to meetings and advocate women's issues. We
have to have some sound research in place, some demonstration
projects, also some legal assistance for women; there are various
approaches that help us to carry out the mandate.

We are a Federal agency in the Government; we have a responsi-
bility to carry out. I took an oath of office to uphold the Constitu-
tion of the United States, and I certainly am going to make sure
that under my administration the taxpayer gets the best bang for
his and her buck.

Mr. MCKERNAN. Let's leave that and go to get your side of the
job-sharing issue in San Francisco. And I will tell you, this is my
last question; in fact, what I really want to doI am sure that the
chairman has number of questions on that issueso what I
would like to do is just give you the opportunity to explain what
the situation was there from the Bureau's standpoint, and why you
took the action that you did. And I am sure he will have a number
of questions on that whole issue. But I just want to give you the
opriortunity to explain how that all came about and why you took
tPie action that you did.

Dr. LENORA ALEXANDER. Mrs. Wright?
Mrs. WRIGHT. Let me say that, Congressman McKernan and Con-

gressman Frank, our decision was a management decision, based
upon our observation of the way in which the Bureau's programs
were being carried out in region IX, strictly a management deci-
sion.

We did have the opportunity to observe it for almost 2 years or
better. It was placed into effect in January of 1981, prior to the ar-
rival of the director or myself to the Bureau.

Let me also say--and the director will certainly have comments,
I am sure in this regardthat we certainly do favor the provisions
of the Part-Time Employment Act, as passed by the Congress, and
have endeavored to carry out provisions of that law in terms of
trying to experiment with and to observe it. We believe that alter-
native working patterns are important not only to women, but men
also are finding that they would prefer alternative working pat-
terns. Therefore, we think that certainly that particular law, as
passed by the Congress, is a good one, and we are strong advocates
of it.

Our decision, again, to eliminate the job sharing arrangement in
San Francisco was not one made cvernight. It was a very agonizing
one. However, we wanted, and we believed it was appropriate and
proper, to serve the people in region IX, and all of the States of
region IX, to the best of our ability, with the resourges that we had
to do it. Therefore, the decision was made based upon that.
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You do know, I am sure, that the case has gone before the Merit
Systems Protection Board, and we have been upheld at the first
level of that hearing. It has now been appealed to the full Merit
Systems Protection Board. We want to observe as best we can the
system that has been set up to provide equitable handling of all
cases, and would not, if we could possibly avoid it, re-try of that
case in this forum.

-DT7LENORA ALEXANDER. I want to go on record as saying, Mr.
Chairman, that we certainly are not opposed to job sharing in the
regions, or in the Women's Bureau itself. We endorse the concept
of job sharing. The plain, simple fact is that according to our obser-
vations, and our experiences with this program, it did not work in
the San Francisco office. We were willing to try it at another level.
We are still open to job sharing arrangements within our office
structure should it be requested by any of our staff members.

We are open to alternative work patterns. It is one of the only
ways that we can get women into the work force and keep them
there, allow them to take care of their children, maintain their
families at the same time, and put a little extra money into their
purses for food and other necessities of life.

So we don't want you to go away from here with the opinion that
we are opposed to job sharing. We know that it can work, and we
also know that at the same time, the goals of an organization must
be carried out while keeping in mind the needs of an organization-
al structure.

Mr. MCKERNAN. Can you give us any examples of the problems
that may have been created by job sharing?

Mrs. WRIGHT. I can, and I will try as best I can to stick' to infor-
mation that is now a part of the record in that particular hearing.
Our concern was the manner in which the office was handled; one
individual was on one week and off the next, and they handled
very different programs and projects. Therefore, when information
was needed, it was somewhat difficult at times to obtain that infor-
mation about certain activities.

Additional costs were incurred for travel and for extra hours
worked above the part-time schedule that had been established.

Those are some of the reasons, and they are documented, sir, in
the transcript on the trial on the case.

Mr. MCKERNAN. Thank you, Mr. Chairman.
Mr. FRANK. Let me just pick up right where we left off. You said

that there were extra expenses for travel. Would you elaborate on
that?

Mrs. WRIGHT. Yes, and, sir, we are getting into the case.
Mr. FRANK. Noyes, we are, but we already have. I don't know

if you are familiar with the doctrine of waiver. I think most law-
yers would tell you that having discussed somethingyou men-
tioned travel, I didn't bring it up, you didI don't really think that
any lawyer would tell you that having mentioned travel that now
it was somehow unmentionable.

Mrs. WRIGHT. OK.
Mr. FRANK. What kind of travel--
Mrs. WRIGHT. I was going to respond, sir.
Mr. FRANK. OK.
Mrs. WRIGHT. I was just mentioning it.
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The extra travel costs were occasioned by, certainly, executive
staff meetings held by the Women's Bureau.

Mr. FRANK. In Washington, you mean?
Mrs. WRIGHT. Wherever. They are held in Washington and other

regional cities also.
Mr. FRANK. OK.
'Mrs. WRIGHT. Also, travel to take care of projects. When there

might be different managed projects in the same location, that lo-
cation would have to be visited by both the individuals.

Mr. FRANK. The reason I asked, is that those.are really inherent
in the job sharing. When you cite those as reasons for not cwitinu-
ing the project, you are really, it seems to me, criticizing the con-
cept of job sharing. Because inherently, if you have got job sharing,
there will be two people rather than one' person traveling. And
that is what disturbs me. The objection to the expense involved in
bringing two people rather than one person to a regional meeting,
there is no way around that with job sharing. So that really sounds
like, to that extent, that is a criticism of the whole job sharing con-
cept, isn't it? There is no way around that if you are going to have
job sharing.

Mrs. WRIGHT. No; I disagree with you.
Mr. FRANK. How can you have job sharing at that level and not

invite both of them to the meeting?
Mrs. WRIGHT. I think that if, indeed, both were quite knowledge-

able a%aout each other's program and project activities, that there
wouli'. be no need to bring but one, because one could represent the
other very well.

Mr. FRANK. So, did you decide that only one could come? Or did
they decide that both should come? How did that work? Did they
insist that both had to come?

Mrs. WRIGHT. Not insist, but let me assure you that if we wanted
to have a full report of activities of region IX, we needed both per-
sons in attendance.

Mr. FRANK. That wouldn't seem to me unreasonable; objecting
because the two people sharing the job both had to come to a meet-
ing for people at their level does seem to me to be an inherent crit-
icism of job sharing.

I ask that because, Dr. Alexander, you said you would be willing
to try that at another level. Does that mean you ruled it out at the
regional level, at the regional administrator level? You said that
you would be willing to try job sharing again at another level. Does
that mean not at the regional administrator?

Dr. LENORA ALEXANDER. We have learned something from that
experience, as I indicated to you earlier. When I say another level,
I mean another classification of job position--

Mr. FRANK. Not regional administrator ?
Dr, LENORA ALEXANDER [continuing]. And not the regional ad-

ministrator level.
Mr. FRANK. So you have ruled out job sharing for the regional

administrator level?
Dr. LENORA ALEXANDER. I feel that we have learned something

from that experience. These are very small offices. As I indicated
to you in my testimony, I have been able to build them up to a
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level of three persons in each office; very, very small offices. We
just do not have the staff in those offices to experiment.

Mr. FRANK. I take it you are then saying that you have decided
that job sharing is not appropriate for the regional administrator
level?

Dr. LENORA ALEXANDER. I would like to try it at another level,
something less than the regional administrator slot.

Mr. FRANK. I would like to get a specific answer. I don't like to
misunderstand people.

You are saying that you do not think there should be job sharing
at the regional administrator's level?

Dr. LENORA ALEXANDER. No; I' have experimented with that; we
have learned something from it. As I indicated to you before, I am
not opposed to it; but I have learned something from that experi-
ence.

Mr. FRANK. You are not opposed to it. Have you ruled outI am
lost. Have you ruled out job sharing at the regional administrator's
level? It sounded to me almost as if you did and it kind of sneaked

back in at the last minute, so I would like to be very careful.
Dr. LENORA ALEXANDER. No; no, no, no, I think- -
Mr. FRANK. Let me ask this very straightforward question.
Dr. LENORA ALEXANDER. You are probably reading a little bit

more into it than-- -
Mr. FRANK. Have you ruled out job sharing at the regional ad-

ministrator's level? That seems to me a very straightforward ques-
tion.

Dr. LENORA ALEXANDER. It is something that I am not open. to at
this time.

Mr. FRANK. So you have ruled it out at this time?
Dr. LENORA ALEXANDER. It is something that I am not open to at

this time, as I have indicated.
Mr. FRANK. All right. Again, I regret that, because I think that

when you say at another level, would that be at a lower level or a
higher level within your hierarchy?

Dr. LENORA ALEXANDER. Regional administrator is the highest
job in the regions.

Mr. FRANK. How about in the central office? Would you see it as
all in the regions? You said it is only a three-person office and that
is too small, would there--- -

Dr. LENORA ALEXANDER. There are usually three levels of jobs.
There is a regional administrator, program development specialist,
and the clerical.

Mr. FRANK. Would you see job sharing-
Dr. LENORA ALEXANDER. I would like to try it at either of those

other two levels.
Mr. FRANK. You would try that. How about in the central office?

Would it be at a higher level or would you think at a level in the
central office of a management type position, it would be possible
to have job sharing?

Dr. LENORA ALP1XANDER. If someone asked us, we would certainly
take a look at it, to, see if we could make it work out at that level. I
am open to experimentation ---

Mr. FRANK. I am glad you are, Dr. Alexander.
Dr. LENORA ALEXANDER [continuing]. In the national office.
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Mr. FRANK. I am simply trying to find Out what the policies are
On a public policy question.

Dr. LENORA ALEXANDER. I am not a hard person, Mr. Frank,
Mr. FRANK. It didn't seem to me to be an improper question , to

be honest with you, to ask youyou said not at this level, and I am
trying to find out at what level.

Let me ask with'regard to thisyou said the cost was a problem
in San Francisco. One of the things we asked for was the current
budgetary costs of the administrative arrangement that replaced
the two job sharers. I am informed by staff that we haven't re-
ceived that yet, and I would hope that we would.

I am told that the current administratorbut let me ask because
we haven't gotten the data yet, so we just have a question we have
to answer: Has the current regional administrator been receiving a
per diem compensation over and above salary in San Francisco?

Mrs. WRIGHT. There has been per diem paid, yes. I am sorry if
you didn't get the piece of paper. I had it in my pack as your
having received it.

Mr. FRANK. When? When were we supposed to have received it?
Mrs. WRIGHT. In the, first package of materials that we delivered

to you.
Mr. FRANK. We will check again.
The administrator who replaced the two job sharers has been

getting a per diem. What has that per diem been?
Mrs. WRIGHT. I don't know the per diem rate. Our budget office

did the figure for us and I thought that was the one that
Mr. FRANK. Seventy-five dollars a day was what was suggested.
Mrs. WRIGHT. Let me explain how--I have been on long-term as-

signments also as a Federal worker, and when you are on long-
term assignments, you get full per diem for your initial days. After
that, you do not.

Mr. FRANK. At what oint did the transitionI guess I would
like to know, and we will try and find out again exactly, because
the reason for replacing the two was because it was costing too
much money. Replacing them with one person who then gets a per
diem, I am not sure how much savings we have had in this particu-
lar instance, and I would be interested in that specifically.

Mrs. WRIGHT. OK.,
Mr. FRANK. It sounds as if you were not making specific criti-

cisms of the performance of Ms. Mixer or Ms. Cobb, but were,
rather, concluding that the effort was inappropriate at that level.
Is that a correct inference?

Mrs. WRIGHT. Our decision was that we felt that it could not
work at that level in the San Francisco office, by the way, we were
not talking about those individual women's performance.

Mr. FRANK. You made no criticism of their performance?
Mrs. WRIGHT. We did not. As they reported to you, their perform-

ance was rated as fully satisfactory against the criteria that we
use. And, again, that is not very scientific, but that is what we
have to use.

Mr. FRANK. I understand, it is not a scientific area.
Mrs. WRIGHT. So, our decision was based upon the fact that we

would have liked to have had aI am getting awfully close to the
testimony of the cases and I am trying--
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Mr. FRANK. May I say something to you?
Mrs. WRIGHT. Yes, please.
Mr. FRANK. I am a lawyer.
Mrs. WRIGHT. I know you are, sir.
Mr. FRANK. One of the great dodges that lawyers engage in is to

pretend that somehow or something is pending over here, they
can't say it over there. That is not true. There is no rule that is
being violated. If you are telling the truth over here, and you are
telling the truth over there, there is no problem. So don't let the
lawyers buffalo you, don't let the lawyers engage in that 'dodge that
they always engage in.

The fact is that lawyers like to pretend a lot of things. I went to
law school in self-defense. I wasn't a lawyer; I was going about my
business as a State legislator. I went to law school because lawyers
kept doing to me what they are trying to do to you. You say what-
ever you want to say. And let me tell you, the lawyers are not
going to have any legitimate cause for complaint in this particular
instance. There may be problems where something might be preju-
dicial, but I guarantee you the kind of questions we are talking
about now, and the stuff that you volunteered when Mr. McKernan
asked, you haven't said anything that would in any way prejudice
anybody's rights one way or the other.

Mrs. WRIGHT. OK. I certainly don't want'to do that, and I respect
your advice that you have just given me. Thank you very much.

Mr. FRANK. It's free.
Mr. MCKERNAN. If the gentleman will yield for a minute.
Mr. FRANK. Sure.
Mr. MCKERNAN. I just want to point out that free legal advice is

worth what you pay for it. [Laughter.]
Dr. LENORA ALEXANDER. And we are not paying for this, are we?
You know, Mr. Chairman, in this situation- -
Mr. FRANK. Well, I was waiting for an answer, but-
Dr. LENORA ALEXANDER [continuing]. We made a management

decision based on operational considerations. The decision was not
based on performance by the two former RA's.

Mr. FRANK. Not based on their performance?
Dr. LENORA ALEXANDER. No, it was not.
I stand by the decision that was made, a\nd I do not shy away

from my right as the Director of the Bureau to make a manage..
ment decision.

Mr. FRANK. No one has questioned that. Let me --
Dr. LENORA ALEXANDER. I must say, however, that I see this

issue as one which by law can be best decided through the appeal
process, which is now taking place. Maybe it is appropriate, but I
would like to remind youand I don't know, it may not be appro-
priate based on the legal advice you are giving methat my man-
agement decision has been upheld by the congressionally-estab-
lished Merit System Protection Board.

Now, in this. instance, if it is the wish and the desire of this body
that we try this case here in this forum, I am prepared to do as you
wish.

Mr. FRANK. Let me say first, Dr. Alexander, I did not raise the
question with you of this; a colleague did, quite appropriately:Your
colleague expanded at some length on that subject, so I was not the
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one to introduce any of the specifics. I wouldn't get into anything
that was untoward.

Let me also respond to a couple of things that you said. I would
like to go back to your very stirring reminder that you had taken
an oath of office to uphold the Constitution. I would hope that no
one has asked you to do anything that would be in contravention of
that oath, and I don't believe that any of the testimony here today
suggests anything to the contrary, nor is anyone questioning your
legal right to make management decisions.

I would say the fact that the Merit Systems Protection Board up-
holds a decision doesn't mean tha: it is a decision that ought not be
scrutinized or it is a decision that might not have policy mplica-
tions with which people disagree.

There are a lot of things that are perfectly within people's legal
rights to do, which are legitimate subjects of discussion. I am par-
ticularly interested in this discussion because it becomes clearer
and clearer to me as we discuss it that, as you both said, there was
no criticism intended of the performance of the two individuals. So
what we have here .is an apparent decision by yourselves that job
sharing was inappropriate at the regional administrator's level, are
partly for cost reasons, which I must tell you, based on what I have
seen so far, .1 find unpersuasive; partly for other reasons I am not
so sure of.

And I regret that. I think that job sharing has enormous advan-
tages, and the decision by the head of the Women's Bureau and her
deputy, that job sharing is inappropriate for regional administra-
tor's job., I think will set the cause back because it has been seen
legitimately as an issue where women have a great interest.

If' the Women's Bureau doesn't take that kind of risk, then
others won't also. But if yoU don't want to discuss it any further,
that is fine with me.

Dr. LENORA ALEXANDER. I think that job sharing is a very new
concept, it is something we are going to have to experiment with;
we are going to have to do some research on it and some study, and
more experimentation.

Mr. FRANK. Have you planned any job sharing experiments else-
where in your agency? Are there any currently under discussion?

Dr. LENORA ALEXANDER. At this time, we have not had any re-
quests for. such. But in the future we may direct it.

Mr. FRANK. Might it not be
Dr. LENORA ALEXANDER. In the future we may look at it.
Mr. FRANK. Might it not be up to you to kind of initiate them? I

wonder, particularly, I would tell you. that I would think given
what eventuated with regard to San Francisco, I am not wholly
surprised that you have not had too many new requests for job
sharing.

My sense is that given that, even though it may be a mispercep-
tion, and I am glad to hear what you saidmy suggestion would be
that you probably shouldn't wait for people to raise it, but you
might let them know that you would welcome such suggestions. Be-
cause it is easy to say, I think we would agree, that people might
see it there and not understand that that was a set of circum-
stances that didn't apply.
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Dr. LENORA ALEXANDER. Your advice is very well taken, Con-
gressman. As soon as we get into it again, we certainly will be
happy to sit down ane discuss it with you, and let you know what
we find.

Mr. FRANK. Let me just ask you a few more questions.
The policy which was alluded to of the regional administrators

being discouraged from meeting other than between 8:30 and 5,
that seemed to be a bit of a problem. Could you elaborate on that?
Is that an accurate perception?

I guess Ms. Mixer and Ms. Cobb said that even where there was
not going to be a request for any additional compensation, but
simply a shifting of time, that they were told: "No, encourage them
to meet during regular hours." And they said, and others in the
testimony have said, that that was a problem. I wonder if you
would respond in that regard?

Mrs. WRIGHT. We would be happy to, Mr. Chairman.
Let me assure you that we wanted very much to have work ac-

complished in a regular day. I think; and I am certainly a woman
also, that we are being discriminated against as women when we
are required to do something in the extraordinary, and normally
we do; and one of those extraordinary things happens to be that we
can't meet from 8 to 5, it has to be after 5, or at night, or on the
weekend. And I am told by our pay laws, that we cannot permit
'people who are on our payrolls to work witho) compensation.

Now, maybe I have been advised, incorrectly in that regard, but
we did not discontinue meetings after hours; and we did authorize
overtime and compensatory time for such work activity on eve-
nings and weekends.

Mr. FRANK. Did you discourage it? I didn't ask you if you discon-
tinued it. But the testimony was that it was discouraged.

Mrs. WRIGHT. I would not use that strong a word, sir.
Mr. FRANK. Have you got one you would use?
Mrs. WRIGHT. I think I would say we would prefer that our work

could be done in a normal workday.
Mr. FRANK. You conveyed to the people who work for you that

you prefer that they not do this, but not in a way that was discour-
aging?

Mrs. WRIGHT. No, let's see, you are the attorney, sir, and I am
not, so I can't banter with you.

Mr. FRANK. No, I accept any word, I am sitting in front of
you. People came here and said we were told that "We were dis-
couraged" was really what I gotnot that they couldn'tbut they
were discouraged from having these meetings.

Let me say that I agree with you that people ought to be able to
meet at other hours. Of course, you know, many of us are in profes-
signs, our staffs as well, when they meet with people other than
8.30 to 5.

I will tell you, I haven't found it to be simply women, although I
obviously agree with you about discrimination and women. I have
found it is a job classification thinga lot of working people, and a
lot of union people, also can't meet except other than from 8:30 to
5. I have found this, as I said, with people in labor unions, or work-
ing people in general.
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While it would be nice to force the employers to give the people
the time to meet during the day, I don't think you do much to put
pressure on the employers when you discourage employees of the
Women's Bureau from meeting these people after hours. I mean, if
the cal; is making noise and you go and you punch the dog, I don't
think you necessarily have much of an impact on the cat.

And I think when the employer refuses to allow women a chance
to meet during the day, and you retaliate by discouraging or not
preferring that your employees go to their meetings, which they
then hold after hours, I don't think you put much pressure on the
employers.

Mrs. WRIGHT. Again, I. would say that no, we did not discourage
our staff.

Mr. FRANK. If it were necessary to meet with people after hours
and they could not get from their employers the right to meet
during regular work times, it would be OK for your staff to meet
with-

Mrs. WRIGHT. Why, certainly, sir; we are doing it right now, and
we have been doing it for the years that we have- been in the
Bureau.

Mr. FRANK. Well, I am glad. Apparently some people didn't un-
derstand that.

Let me ask one last question, we are running late, and I ought to
curtail them.

I notice on your meetings, one claim we got and some of the
people from the labor union women have expressed some dissatis-
faction with the state of your relationsand in particular, and I
notice this on your chart--the liaison with the Washington Union
Women s Group, which is a group of women who work for labor
unions, their liaison is now based in Philadelphia rather than in
Washington. They are a Washington-')ased group. They used to
hav° a liaison, I guess, who was in Washington.

Why is it preferable to have the liaison with the Washington-
based union women in Philadelphia rather than in Washington? I
mean, is this, "on the whole, I would rather be in Philadelphia"
philosophy, or what explains that?

Mrs. WRIGHT. No, indeed not, Mr. Chairman, It was, again, a de-
cision that if we continued to operate in the way in which we were,
we would be treating region III regional administrator quite differ-
ently from the other regional administrators.

We do not, as a matter of fact, maintain the constituency groups
in Washington, DC, that we require of our regional administrators.
Washington, DC, is in our Philadelphia region, and it is the Phila-
delphia regional administrator's responsibility as stated in the per-
formance standardsto maintain liaisons a;id networks with
women's organizaticns and groups.

Mr. FRANK. But you are talking here abAit nationally based or-
ganizations, the labor unions, and the wo.nen who work profession-
ally for them, and they are all based in Washington. And prior to
your administration, it was done out of Washington. I don't under-
stand why it makes more sense not to make a reasonable exception
in this case. I can understand that with constituency groups, be-
cause most constituency groups tend to be spread all over the coun-
try,
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But we are talking here about national union representatives.
And given the mandate of the Women's Bureau, women who, it
would seem to me, have a particular relevance to your role, profes-
sional women and union women who are studying the role of
women in the workplace.

I guess I would think that that would be much better handled
and ought to be saving a lot of people a lot of money if a group
based in Washington, a national group,could meet with someone
in Washington.

Mrs. WRIGHT. Mr. Chairman, if we would say that in this in-
stence, then we are saying that our regional administrator in
Philadelphia should not maintain the Washington, DC, area.

Mr. FRANK. I wouldn't say that. Let me rephrase it, apparently I
was misunderstood.

Mrs. WRIGHT. All right.
Mr. FRANK. To the extent that there are constituency groups

that are scattered throughout a region, some in Washington, some
in Phiadelphia, and some in whatever region there is, then I would
expect the normal regional structure to prevail.

But where we are talking about a group of women who have a
national constituency, who represent national labor unions, and
they are not just a regional group, these are women who work for
unions including national unions, I would think that would be han-
dled by your national 'officeafid you have, I gather, 40 people in
Washington and two in Philadelphia. Given that important group,.
they don't seem to me just a regional constituency; they seem to
me to be a national constituency more appropriately dealt with in
Washington. And I don't think that would detract from the region-
al structure being maintained in the same way and every other
way.

Mrs. WRIGHT. I suppose we just might disagree on that particular
score. You know, the Washington office is trying to do any number/
of other things that Washington office with the few people that
we have.

There are also, I believe, national organizations in other loca-
tions other than Washington, DC.

Mr. FRANK. And they would appropriately be dealt with in other
locations than Washington, DC, I agree with you.

Mrs. WRIGHT. That is correct, because that is where they are.
Mr. FRANK. But being in Washington, it would seem to me better

to deal with them in Washington.
Mrs. WRIGHT, Again, what we are trying to do is not make differ-

ences among the requirements of our regional administrators.
Mr. FRANK. That has contributed, I gather from reading the tes-

timony, to a feeling on the part of some of the labor union women
that it has been a reorientation away from their interests toward
upper economic interests. T1- at might not have been the motiva-
tion, but I can see where they agree that it is the effect, And
having a Washington-based group of working union women who
are now told after many years that they have to go to Philadelphia
to do their liaison or that Philadelphia, has to come to them

Mrs. WRIGHT. That is not true. They don't have to go to Philadel-
phia.
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Mr. FRANK. Well, the person from Philadelphia comes to them
not as convenient, and it is not as easy, and sometimes they may
have to go there, you only have one regional administrator ; you
are wurried about travel costs.

Dr LENORA ALEXANDER. Let me point out something Mr Frank.
We are .taiking about two bodies: the Coalition Labor" Union

Women being a national bodyin fact, we just met with them
about 2 veeks ago, One of their representatives was in for a con-
stituency group meeting. When we talk about WUW, we are talk-
ing about a community-based organization, probably a subset of
CLUW, Washington- based. And in the performance requirements
of the Philadelphia regional administrator, she has responsibility
for ea: rying out activities in Washington. It would not be very fair
on our part to take her activities and bifurcate them or transfer
them to the national office and thereby let her not achieve her per-
formance standard,

Mr. FRANK. That is rather circular, Dr. Alexander.
Dr. LENORA ALEXANDER. No, we have made the management de-

Mr. FRANK. Please. that is rather circular. You could simply
change the performance standards. These performance standards
were set by you. So it doesn't make sense for you to say oh, I
couldn't do that to her because that would be unfair to perform-
al:ce standards; you could change the performance standards.

Di LENORA ALEXANDER. We don't wish to treat any one regional
tHminiArator any differently from the other. The regional admin-
istrators work with their local community-based organizations in
their areas: and this is what we have done in that instance.

Mr FRANK. I have to go back and say again., when you say to me
that you couldn't do that because it would violate her performance
standards, that seems to me kind of a bureaucratic dodge because
you contr.( the performance standards. And refusing to take into
accou t these kind of specifics, I think it counts for some of the un-
happinecs and a sense of distance that apparently has arisen be-
tween yourself and some GI' these union women.

Most of it, I think, is not the Bureau, it has to do with adminis-
tration policies, but I think it has been exacerbated.

Dr. LENORA ALEXANDER. We have a difference of management
opinion.

Mr. FRANK. We are running out of time. Mr. Owens, unfortu-
nately, had to leave.

Thank you, Dr. Alexander.
We will move on to our next panel.
1)r. LENORA ALEXANDER. Thank you.
Mr. FRANK. We will now hear from Ms. F": Wernick, Ms. Pat

Thomas, Ms. Constance Woodruff', Dr. Florence Flicks Alexander,
Ms. Dorothy Ileight, and Dr. Quincalee Brown.

M.,. I feight may 1iave had to leave and we will get her statement.
All right, we appreciate the fact that some of the ,panel members

ween't able to stay. We will begin with the order in which I have
t Hines here on the paper.

Dr. Brown has, unfortunately, had to leave. Again, the Chair
..poloeizes and appreciates the sticktoitiveness of people who have

"



17:5

been able to come. I)r. Brown will be represented by Kristin Stelck,
I believe. Have I got that riame right?

MS. STELCK. Yes.
Mr. FRANK. Yes, thank you.
We will begin with Ms. Ellen Wernick, who is the executivf di-

rector of the Coalition of Labor Union Women Center for Educa-
tion and Research. She will be representing Joyce Miller, who is
president of the Coalition of Labor Union Women

I obviously ask your indulgence, if' you can get to the heart of the
matterI want you to say what you have to say, but we don't need
repetitions. We will put everybody's statement into the record and
we will have some time for questions. Please proceed. .

moo

STATEMENT OF ELLEN WERNICK, DIRECTOR, CENTER FOR EDU-
CATION AND RESF:ARCI-1, COALITION OF LABOR UNION
WOMEN, ON BEHALF OF JOYCE MILLER, PRESIDENT
Ms. WERNICK. I did summarize my full testimony, as was request-

ed.
Mr. FRANK. Thank you.
Ms. WERNICK. My name is Ellen Wernick, and I am the director

of the Center for Education and Research of the Coalition of Labor
Union Women.

Joyce Miller, CLUW's national president, asked me to extend her
regrets that she'is unable to testify personally today.

CLUW is a national membership organization of union women
and men working to end discrimination which prevents women
from full participation in the workplace and in society.

Since the inception of the Women's Bureau, labor union women
have been a natural constituency group and strong supporters of
the Bureau. The formation of CLUW in 1974 strengthened this re-
lationship and expanded cooperation, particularly at the regional
level.

Our formal testimony provides examples of this long-term rela-
tionship of communication, consultation, and involvement.

In 1981, when President Reagan proposed what would be essen-
tially the elimination of the Women s Bureau through b idget cuts,.
union women around the country worked through CLUW and their
individual unions to defeat his attempt. But there are other ways
for the White House to subvert the legislative intent of the Bureau.

The policy and budget limitations placed on the Bureau and its
staff reflect this administration's philosophy that it is not the re-
sponsibility of the Federal Government to promote the welfare, im-
prove the working conditions, or advance the employment opportu-
nities of wage-earning women.

I would like to touch on four areas we believe reflect the Bu-
reau's reduced commitment to working women.

First, by eliminating labor organizations from their definition of
he private sector. The last substantive involvement of CLUW with

the 13ureau WiiS more than 2 years ago when Joyce Miller partici-,.
pateu in a Conference on Private Enterprise and Nontraditional
Employment for Women.

When a symposium, mentioned in I)r. Alexander's testimony,
was held in September of 1982, and I quote, to gain input from
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various sectors on how effectively employment issues are being ad-
dressed and to identify new and emerging concerns that are accom-
panying changes in our contemporary society," organized labor was
not one of the sectors invited to participate.

The meetings which are held for constituency groups are not
forums for discussion, but merely vehicles for presentations. At a
meeting last year, Secretary Donovan spoke but allowed nr, ques-
tions, and any participant wishing to address questions to Dr. Alex-
ander or other Bureau staff had to first put them in writing.

At a meeting held two weeks ago for constituency groups, we
first learned about the five economic research projects underway at
the Bureau. Except for the transition of military skills to the civil-
ian work force, unions represent women in each of the areas being
studied. But neither CLUW nor individual union headquarters
have been contacted about these projects to offer resources, experi-
ence or assistance.

At this same meeting, we learned of the model school curriculum
Women in. Nontraditional Careers. Yet, when I spoke later to
people at the American Federation of Teachers and the National
Education Association, no one had heard of it.

Such lack ( f involvement of national organizati)ns representing
working women affects not only the direction but also the eventual
implementation and replication of program models developed by
the Bureau.

As an additional Lea in the severing of our relationship, the
most recent example is the working family seminar series spon-
sored by the Swedish Information Service and the Coalition of
Labor Union Women. We requested that the Women's Bureau co-
sponsOr this seminar series with us and that the Bureau assign a
top - level representative to participate in the conferences and meet-
ings held in San Francisco, Washington, DC, and New York City.

The Bureau declined to be a cosponsor despite its alleged child
care program priority, and despite the presence of the Under Secre-
tary of the Swedish Ministry of Labor and the Secretary of the
Commission on Children and Youth of the Swedish Ministry of
Social Affairs, the Women's Bureau was represented by a staff
person. There was no other representative from the Department of
Labor.

In terms of child care and our exclusion from programs and in-
volvement with the Bureau, as evident in Dr. Alexander's testimo-
ny. unions were not included in the child care panels and discus-
sion groups in New England. In the new video tape on child care
that has just been completed, there is no mention of collective bar-
gaining or unions.

And I am still trying to calm down from learning that Equitable
Life Assurance is an exemplary corporate employer when in fact it
has been found guilty of violating the labor laws of this country as
its female clerical employees organized. I am still shaking on that
one.

Mr. FRANK. Let me ask you for clarification, you said it was
found an exemplary employer by whom?

Ms. WERNICK. I am quoting from Dr. Alexander's testimonyex-
emplary corporate employer as part of its corporate linkage,
project I understand.
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Mr. FRANK. Equitable--
Ms. WERNICK. Equitable Life Assurance Society.
Mr. FRANK. And what were you alluding to in terms of a viola-

tion?
Ms. WERNICK. They were found to be illegally refusing to recog-

nize and bargain with the union.
Mr. FRANK. By whom were they found guilty?
Ms. WERNICK. The National Labor Relations Board.
Mr. FRANK. When was that? Is that recently?
Ms. WERNICK. 1983.
Mr. FRANK. I stress that because to have been found guilty of vio-

lating the National Labor Relations laws under this National
Labor Relations Board is

Ms. WERNICK. Is something.
Mr. FRANK [continuing). Really to be a violator. So I am im-

pressed with the vigor of their violation.
Please continue, Ms. Wernick, I am sorry to interrupt you but I

thought that was worth mentioning.
Ms. WERNICK. The second area I would like to speak about has

been the severe restricting of communications and contact between
the Bureau and working women at the regional level.

In past yearq, CLUW conferences and drograms dealing with ap-
prenticeship, EEO enforcement, job `,/ .ning, and child care were
often planned with the involvemen, <.n assistance of Women's
Bureau regional administrators. L',rd they or other Bureau staff
()lien attended these conferences providing technical expertise to
participants.

As has been mentioned, regional staff' are now all but prohibited
from attending such conferences since they are held in the evening
or on weekends. An assumption that if' working women really care
about an issue they will attend programs during working hours
just underscores the gulf that exists between this administration
and the majority of working women.

For women in nontraditional jobs, the regional offices were
strong and effective allies. Bureau staff in several regions helped
women in the trades form support groups and, more importantly,
helped see that equal employment regulations were enforced by
Federal contractors.

CLUW chapters and other groups indicate that there is currently
no outreach, information, or assistance from regional of'f'ices re-
garding employment issues. Members of CLUW in the San Francis-
co region worked closely with Madeline Mixer and Gay Plair Cobb
and recognized their dedication and creativity. We were horrified
at their treatment.

Third, stopping or slowing publication of information about
women in the work force. Until 1981, the Bureau was the major
source of economic analysis and data on working women and the
laws which protect them.

The Bureau's publications were distributed to thousands of union
women and men at conferences, conventions, and schools, including
the conferences which led to the founding of CLUW.

The 1975 handbook on Women Workers served as our bible until
the statistics became too outdated. It is our understanding that the
revision of this book was ready to go to print in 1981 Should it ac-
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tually appear in August, as we hear it now is supposed to, the data
will be 2 years old.

It is discouraging to examine the most recent publications list
from the Bureau and find that only 11 of the 44 publications listed
are dated after 1980. Further, none of the programs undertaken by
the Bureau in the last 3 years have resulted in new models or in-
formation being published. There is no way that we can find out
unless we are told by word\of mouth what the Bureau is doing and
where they are doing it.

Finally, there is a noticeable shift in the Bureau's target efforts.
Today, primary attention is paid to women entrepreneurs and
managers. These are not new target groups receiving attention
from the Bureau.

In 1980, the publication Women in Management was issued. Also
in 1980, I directed\l-year project funded by the Bureau to identify
employment concern of women in professional and technical occu-
pations.

What is new is the apparent imbalance of attention and re-
sources aimed towards upper income women at the expense of
women in pink collar jobs and Homers in other previously targeted
groups such as women of color .nd women in nontraditional blue
collar jobs.

These four areas indicate just how severely the current Adminis-
tration has diminished the Bureau's role as the voice and advocate
of wage-earning women.

Women in labor organizations are well aware of the importance
of a strong voice for workinfg women within the Department of
Labor, no matter who occupies the White House.

We are concerned about thie disintegration of communication and
cooperation between the Director and ourselves, but more impor-
tantly, we are concerned about the distortion of the BUreau's mis-
sion and what we see as the virtual abandonment by the Federal
Government of wage-earning women under this administration.

We thank you for holding these hearings.
Mr. FRANK. Thank you very much, Ms. Wernick.
(The prepared statement of 11C Miller follows:]
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TESTIMONY BEFORE THE HOUSE GOVERNMENT OPERATIONS SUBCOMMITTEE ON

MANPOWER AND HOUSING

1 July 26, 1984
Rayburn House Office Building

My name is Joyce D. Miller, a vice president of the Amalgamated

Clothifgand Textile Workers Union and president of the Coalition of Labor

Union Women, an organization representing .even million women who are members

of organized labor. I
commend Congressman Barney Frank and his Committee for

holding these hearings.

Since the inception of the Women's Bureau, labor union women have

been a natural constituency group, and have been Involved in programs and

activities of the Bureau at both the national and regional levels,

In reviewing the past history of the Women's Bureau there are certain

facts which stand out. When Esther Peterson was director of the Bureau during

___-Lhe Kennedy Administration, she looked to union women as providing expertise

and insights regarding "wage-earning women," and hosted periodic meetings with

union women leaders in her office to discuss Issues of importance to working

women, ranglig from the Equal Pay Act to child care to the establishment of

commissions of women in the states. Two union women, Mildred Jeffrey and Myra

Wolfgang, were the leaders In establishing the first Commission on the Status

of Women.

The outreach to and support of women unionists continued through

Democratic and Republican administrations.

In 1972, when Elizabeth Koontz was director, the Women's Bureau

hosted a meeting, at the request of several women working on the

national staffs of unions, which resulted In the establishment of

Washington Union Women. This group of union staff women provided

a communication and Information flow between the Bureau and women

union leaders as well as serving as visible recognition and en-

couragement of women union staff members. The Bureau served as

Secretariat frr the group, providing mailing assistance and Initial

credibility.

1 4
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The 1975 Handbook on Women Workers, published while Carmen Maymi

was director, announced the formation of the Coalition of Labor

Union Womerr with a paragraph about its founding In 1974, Including

a 11-t of CLUW's four goals.

Following the publication of Federal regulations establAshing goals

and timetables for women and minorities In the construction industry

and in appreniceshlp programs, the Bureau worked with the AFL -C10

Human Resources Development Institute on a pilot national program

to recruit women Into building trades apprenticeship programs.

In 1980, when Alexis Herman was director, the Women's Bureau funded

an innovative project with the AFL -CIO Department for Professional

Employees to determine the status of women holding professional

union staff positions, to promote the training and advancement of

4omen union staffers, and to improve the working conditions of

women working in professional, technical and white-collar occupations.

CLUW representatives served as Speakers at regional and national

Women's Bureau conferences, Including the program celebrating the

60th anniversary of the Bureau In 1980.

Women union leaders, representing their individual unions or repre-

senting the Coalition of Labor Union Women were consulted by the Women's Bureau

rcgarding many different.issues of concern to working women, and, In addition,

found it fairly easy to relay concerns to the director at the time, and have

those concern naximum consideration.

Around ..ountry, staff of the Women's Bureau regional offices

developed important relationships with CLUW leaders and other union women

(and representatives of women's organizations) at the local or state levels.

CLUW conferences and programs dealing with apprenticeship, with EEO

enforcement, with job training, with child care, were planned with the involvement

and assistance of Women's Bureau regional directors, and they or other Bureau

staff often attended these conferences, providing technical expertise to

participants.
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For women in non-traditional Jobs, .e regional offices of the

Women's Bureau were strong and effective allies. Bureau staff In several

regions helped women in the trades form support groups and, more Importantly,

helped enforce equal employment regulations with federal contrxtors (OFCCP)

at the employment level.

In Its 1982 Brochure, "The Women's Bureau: Working for Equality

in Employment for Women," there are two references to union women:

1. "There is also close cooperation with women's organizations,

union women;..."

2. "Thc Bureau works with union women in their efforts to increase

womfn's participation in professional and administrative positions..."

NeitFek of these statements are true today.

Aside from the meeting called by the Bureau on July 12, 1984, the most

recent "close cooperation" with the Coalition of Labor Union Women occurred in

1982.

In February, 1982, CILIW, along with several women's organizations,

participated in a briefing on the Department of Labor's proposals

for employment and training legislation. The Women's Bureau was

instrumental in having th's briefing held after the Legislative.

Affairs department at DDL had brought etner groups in for ioeir

comments on the legislation but had riot consulted women's organizations.

After Dr. Cole-Alexander was named director, Addie Wyatt, exec Live

vice preside,a of CLUW and vice president of the United Food And

Commercial Workers Union, arranged a meeting with her in order that

she might get to know some women union leaders. At that meeting, the

historic relationship between tie Bureau and CLUW and union women in

gerh was discussed, as were several "women's issues." While the

meeting was general in nature, there was an understanding on the

part of the union Women that down the road there would be the

development Gf a positive relationship with the new director.

In tae sununer of 1982, I (Joyce Miller) was invited to and participated

in 1 confertace on private enterprise P.nd non-traditional emplGyment

',)r women. Since then, however, it would appear that the experience

and expertise of trade union women are no longer of interest to the

decision makers at the Bureau.

1 9
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Let me cite some exdmple%:

In September, 1982, the Bureau conducted a symposium to gain

input from Various sectors on how effectively employment issues are being

addressed and to identify new and emerging concerns that are accompanying

changes in our contemporary society." The "sectors" invited to participte

included women from academia, the corporate sector, small business, the media,

government, international relations, foundations and research institutions.

When we learned of the symposium in the October/November issue of

the Bureau's publication, Women and Work, a check with several unions and

AFL -CIO departments produced no record of any invitation to organized labor.

This despite the previous relationships of the Bureau with Washington Union

Women, the AFL-C10 Department for Profesisonal Employees and CLUW.

Dr. Cole-Alexander took more than two aths to respond to written

correspondence From the Department for Professlondi Employees and Washington

Union Women regarding the lack of unir- participation In this symposium. When

she did reply, she indicated that the symposium was designed primarily for

researchers. Since many of the women who are members of Washington Union Women

have research responsibilities within their unions, and since CLUW has been in

the forefront of identifying "new and emerging concerns" such as equal pay for

work of comparable value and child care, and since unions are intimately involved

in addressing employment issues, such reasoning indicates a deep lack of under-

stdnding of "the concerns of union women" by Dr. Cole-Alexander.

The long--term relationship between the Bureau's national office and

Washington Union Women has been severed, as Pat Thomas has described in her

testimony.

The Women's Bureau contract with the AFL-C10, Department for Professional

imployees was not renewed in 1981.

The most recent-example is The Working Family seminar series--in San

Francisco, Washington, DC, and New York City --- sponsored by the Swedish

Information Service and the Coalition of Labor Union Women. We requested that

the Women's Bureau co-sponsor the seminar series with us and that the Bureau

,,sign a top-level representative to participate in the conferences and meetings.

fhe Bureau declined to be a co-sponsor, despite its alleged child care program

priority. And despite the presence of the Under-Secretary of the Swedish

Ministry of Labor and the Secretary of the CorreAsIon of Children and Youth of

the Sv,odish Ministry of Social Affairs, the Women's Bureau was represented by

1 ,tafl person; there W&A no other representative from the Department of Labor.

i
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Two union women did participate In a constituency meeting in

July, 1983, at whith time the objectiVes of thq Bureau were presented.

Secretary Donovan spoke but allowed no questions and there was a fairly

low turnout. Other groups present included Wider Opportunities for Women,

the Girl Scouts of America, and Women in Radio.

There have been no efforts on the part of the Bureau to hold a

meeting primarily for women from organized labor to discuss the activities

and concerns of working women.

At the regional level, union women have lost access to the Bureau's

expertise since regional staff are all but prohibited from attending evening

and weekend conferences. There seems to be an assumption at the top level

of the Bureau that If working women really cared about an issue they would

attend programs during the week; and since men don't schedule conferences on

Saturday or Sunday, women shouldn't.

This type of thinking perhaps best ,j1fies the chasm that exists

between Administration policy-makers and wage-earning women.

The visibility, advocacy and creativity of the Bureau's regional

officers no longer exist and all working women in this country are the worse

off for it.

The other significant change has been in the Bureau's role as the offical

federal resource on the status of women in employment and related areas.

For years, the Bureau served as the central clearinghouse for economic

and legal information about wolien. The publications and statistical analyses

provided by the Bureau were the major sources of data on working women and

were used by thousands of people around the country. The 1975 Handbook on

Women Workers, for instance, was a unique resource. Unfortunately, the updated

version, to have been published in 1981, is still "In the works."

The puolitations "Twenty Facts on Women Workers" and "Brief High-

lights of Major Federal %.aws on Sex Discrimination In Employment," both

published in 198C, were distribvted t', thousands of union women and men at

conferences, conventions and schools, as were publications about pregnancy

discrimination and 4orenticeshIps.

The Women't. Bureau was always the first place women unionists turned

to for tati.tical data. The ClUW Center for Education lnd Research's fm-

pov.erment Froject depended on the economists on the Bureau staff for assistance

and information about women in the workforce.
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It is discouraging, to say the least, to examine the most recent

publications list from the Women's Bureau and find that the only publications

developed in 1983 were the History of the Women's Bureau, 1920-1983; and

A Working Woman's Guide to her Job Rights, and that only II of the 44 publi-

cations listed are dated after 1980.

Most significantly, the Bureau has neither revised nor developed

materials regarding women heads of households, women's earnings, or similar

economic and employment data, nor about careers and job options.

Even publications relating to current Bureau programs are not

available. The model high school curriculum for expanding career options,

Women in Non-Traditional Careers is still in the process of being "reprinted."

Each regional office received only 39 copies but .:ere instructed not to distribute

or use them unless they held a seminar on the program first--which they can't

do until they receive the new materials.

We recognize that budget cuts and printing restrictions have contributed

to this situation but during a period of continuted high female labor force

participation, growing poverty among women and their families, and shifting Job

opportunities, it Is ironic that the Bureau has abdicated Its resource and

statistical research role regarding women workers.

Activities of the Bureau in relation to the needs of working women generally.

There has been a noticeable shift in the Bureau's priorities towards

women entrepreneurs and professionals in the private sector. Broadening the

Bureau's constituencies to include these women would have been viewed as a

positive step If it had not coincided with an obvious reduction in attention

to and involvement of women who work in pink and blue-collar Jobs.

The activities of the Bureau on behalf of working women under past

administrations is severely diminished. The few programs sponsored by the

Bureau receive little publicity for replication, and as pilots or models,

thus have little impact on the movement of young women Into non-traditional

jot); or on the supply of employer-sponsored child care.

If research is being conducted by the Bureau on Issues which affect

large segments of working women, such as reproductive health hazards, new

technology. or electronic homework, we have not been able to find out about it.

We question the relative effectiveness of monies spent on "roundtables"

and symposiums- -the proceedings of which are not publicizedcompared to using

those funds for research and statistical Information so that the American public

1 ()



185

would have a better understanding of working women and their workplace

conceres In the last 3-1/2 years.

I have spoken auout.the impact of changes in the Women's Bureau

on thi.,,e of us outside the Bureat. I feel I must also comment on the treatment

by the Bureau management to is staff, especially those in responsible positions

around ta,.. country.

Regional Administrators in San Francisco who had been sharing the

job were firedtbecause "It cost too much" to have tiso people sharing

one job. This despite the Bureau's support, in the past, of flexible

Working policies. The interim administrator, appointed to take their

place, has already spent more in travel than either of the two

previous Regional Administrators' combined travel budget.

*This action is the first of its kind since the Bureau's Inception

in 1920.

The Regional Administrator in Denver resigned after she was forced'

to drop out of several conferences she had planned for minority and

blue-;:ollar working women. The reason she was forced to do this was

allegedly because it would be "discriminatory" to single these women

out, even though by planning such conferences, she was meeting the

needs of constituent working'wemen. In addition, when she planned

to use Bureau funds to mail announcements for the conferences, she

was told that such use of funds was outside the bounes of Bureau policy.

A Women's Bureau conference mailing to business and entrepreneurial

women, however, was paid for by the Small Business Administration.

Summary

For 61 years, the Women's Bureau played a significant role td "promote

the welfare of wage-earning women; improve their working conditions, increase

their effic'ency, and advance their opportunities for profitable employment."

Under the Reagan Administration, the Women's Bureau as the voice

and advocate of "wage-earning" women has been effectively silenced. The initial

attempt to kill the Bureau through tremendous budget slashes was defeated by

women's organizations and the labor movement.

But there are other ways for the White House to achieve its goal, and

the Reagan Administration's basic philosophies towards working women are evident

in the policy and budget limitations placed on the Bureau and its staff.

In short, in our estimation, there has been a complete disinte-

T oion of cooperation and communication between the Bureau and labor union

aumen, at the national and regional level and that is why we are here today.

Again I
to commend Congressman Barney Frank and his staff for

rkinq those hcaringi possible.



Mr. FRANK. We will next hear from Ms. Pat Thomas who is
president of the Washington Union Women.

STATEMENT OF PATRICIA THOMAS, EDUCATION DIRECTOR,
SERVICE EMPLOYEES INTERNATIONAL UNION, AND CHAIR-
PERSON, WASHINGTON UNION WOMEN

Ms. THOMAS. Thank you. I am Patricia Thomas, education direc-
tor for the Service Employees International Union, and chairper-
son of Washington Union Women, an organization of some. 125
women staff of Washington-based labor organizations,

Mr. Chairmen, thank. you for the opportunity for Washin\ on
Union Women to present our views regarding our relationshi to
the Women's Bureau.

Washington Union Women, or WUW, was established in 1 72.
The Women's Bureau and a group of union women leaders wa ted
to establish a joint activity to share information and to edu to
women who had special staff responsibilities in unions.

Mr. FRANK. Let me interrupt you at this point in time,_ s.
Thomas, because a question arose when I was discussing this with
Dr. Alexander, and I want to clarify your status.

Women who have special staff responsibilities in unionsa
these locals that operate in Washington?

Ms. THOMAS. No; they are national headquarters.
Mr. FRANK. So these are all women who work for nationq

unions, have the national orientation?
Ms. THOMAS. That is 7.orrect.
Mr. FRANK. It is phyk.ically Washington because that is where

thy' national headquarters of the unions are. So it is an organiza-
tion with a national focus rather than one with a Washington local I\
focus?

Ms. THOMAS. That is correct.
Mr. FRANK. Thank you.
Ms. THOMAS. The Union Women and the Women's Bureau set up

a simple format for this group. The meetings are held monthly, the
brown bag lunches. The program resources come from the partici-
pants themselves and from labor, government, labor education, the
legislative community.

The Women's Bureau serves as the secretariat. It maintains the
files; it had arranged for the meeting place; and sent out the mail-
ings. And a staff'woman from the Bureau served as liaison to
WUW.

We have no dues, no membership cards; we pay no expenses or
honoraria to our speakers; we do not make policy, and we do not
make political stands.

But with this simple format, and with the commitment of the
women from both the unions and the Women's Bureau, we moved
forward to establish ' 'mmunication lines that had not been open
before.

The flow of communicatii was beneficial to both parties, espe-
cially in the early 1970's when the women's movement was gaining
strength. Both of us had similar constituencies whom we wanted to
and needed to serve better. We shared information, we shared ma-
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terials, we shared contacts in the field, and we shared our ideas on
the issues.

This already good relationship between WUW and the Women's
Bureau improved under the Carter administration. The Bureau,
under the directorship of Alexis Herman, placed a high priority on
employment and training issues for women in nontraditional jobs,
minority women, and women reentering the labor market.

The Bureau actively sought the expertise of organized labor in
developing policies and programs.

Both the Women's Bureau and the labor union women realized
the importance of networking long before it became trendy. The
success of WUW as an education and information program, and as
a network for women working in a predominantly male field,
prompted the Bureau to publish a report in 1978 entitled, "The
Washington Union Women's Group: A Model for Replication."

Alexis Herman noted in the publication that WUW was a: "natu-
ral development of the long-time relationship between the labor
movement and the Bureau." And from the Bureau's inception, the
two had been allies.

Certainly we union women shared these sentiments. Together,
we believed that WUW was a valuable asset in helping the
Women's Bureau follow its constitutional mandate.

We were further proud that this alliance had remained strong
throughout both Democratic and Republican administrations.

However, it has undergone serious strains since the Reagan ad--;
ministration. And, unfortunately, the Women's Bureau has effec=
tively ceased its sponsorship of WUW and cut off its communica-
tion lines to women in the labor movement.

In 1981, we welcomed the appointment of Dr. Lenora Cole-Alex-
ander as Director of the Burr au and she expressed her support for
WUW and her belief that the Bureau must work together with

,women in the labor movement.
Shortly afterwards, however, we learned that the Women's

Bureau .had sponsored a 1-day symposium on the future of working
women, and they ad invited women from ail different fields to dis-
cuss what was neected in research policy and action programs. Dr.
Alexander spoke of this this morning. But no one/from a labor or-
ganization had been invited to this important meeting.

We wrote Dr. Cole-Alexander and expressed our disappointment
and were told that this symposium was one of many which would
be held with different constituency groups, And in no way did the
Bureau mean to slight us.

But to my knowledge, no other symposiums of issues were held.
Although in the wake of publicity over the gender gap, one was dis-
cussed in late summer of 1983, however, there was no followup.

Last summer, our liaisons from the Women's Bureau informed
us that changes were taking place which they believed would affect
WUW. Policies for mailing were changed, and in September, the
Bureau would no longer send out .Jut meeting notices.

We, from WUW, arranged to have our unions do the mailings
and continued to meet.

Likewise in September, our Women's Bureau liaisons of many
years, very competent women, were reassigned. The Bureau as-
signed us a staff woman from their Philadelphia office. Now, this
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was absurd, as I think, Mr. Chairman, you tried to point out, since
this woman has to travel to Washington for our monthly meetings,
at Government expense. when there was competent staff right here
in Washington; doubly absurd, considering the Reagan administra-
tion loudly campaigned to cut Government spending and waste. Do
all meetings in Vashington, DC, get covered by region III?

At no time during these changes did we receive any direct or
formal communication from Dr. Cole-Alexander notifying us of
these changes or the reasons for them.

We do continue to meet monthly because we believe it is valua-
ble to our work. However, the Women's Bureau does not sponsor,
does not participate, and has thus stopped the meaningful dialog
that had existed for more than 10 years.

Since they do not participate, how can they get a true picture of
the labor side of working women's issues?

They didn't have a true picture when they included Equitable as
an exemplary employer when it has failed to bargain with district
925 of my union for the past 3 years. And we doubt that there is
another source of information that can approach what WUW has
been doii,g for the Women's Bureau and Federal Government in re
laying working women's concerns to administration.

In conclusion, WUW is extremely disappointed with the actions
of the Women's Bureau concerning our organization. We are ap-
palled that the' Bureau lacked the common courtesy to even com-
municate with us in ending their sponsorship.

But it is clear that Dr. Cole-Alexander carried out her orders,
and the activity of the Women's Bureau simply mirrors the rest of
the Reagan administration's insensitivity to the concerns of work-
ing women.

Mr. Chairman, the Women's Bureau is simply not fulfilling its
mandato. I know that you and your committee will do everything
you can to persuade the Bureau to undertake its proper role.

Thank you.
[The prepared statement of Ms. Thomas follows:]

1 3
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STATEMENT OF PATRICIA THOMAS

CHAIRPERSON, WASHINGTON UNION WOMEN

I am Patricia Itxxnas, Education Director for the Service Employees

International Union, AFL-CIO and chairperson of Washington Union Wapen

MAO, an organization of same 125 women staff of labor organizations.

Mr. Chairman, thank you for the opportunity for Washington Union Women

to present our views regarding b.:: ,bnen's Bureau of the Department of

Labor.

Washington Union Wanen (WUW) was established in 1972. The Women's

Bureau and n group of union women leaders wanted to establish a joint

activity to share information and to educate women who had special staff

responsibilities in unions.

The program began with several exploratory luncheon meetings sponsored

by the Wanen's Bureau which included AFL-CIO and independent union's women

staff representatives. The interest grew and the program became established

as a regularly scheduled union wanen/Wonen's Bureau activity.

The union woven and the Wamen's Bureau set up a simple format for the

group. The meetings, brown-bag lunches, are held monthly and rotated

between meeting space in the Labor Department and various union

headquarters. Program resources for the meetings are drawn free among

participants themselves as well as from goverment, labor, labor education,

and free legislative, community and women's organizations.

The Wanen's Bureau agreed to serve as secretariat: maintaining the

files, arranging for the meeting place, and notifying the participants of

the meetings. A staffeanan from the Bureau was assigned as liaison to WUW.

1 9 4
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WUW has no dues, no membership cards, and pays no expenses or honoraria

for its speakers. WUW is not a policy-making body nor does it take official

political stands on issues or candidates. An Agenda Cannittee representing

unions and a ;Omen's Bureau liasion are responsible for planning the

meetings.

With this simple format, and with the ccamitment of am women involved

from both the unions and the Women's Bureau, WUW flourished. WUW opened up

valuable lines of caanunication on lemen's issues between women's Bureau and

Labor Department staff and union staff. Indeed, MM was the only link

between the Labor Department and the union movement on women's issues.

This flow of cawnunication was beneficial to both parties, especially at

this time in the early 19708 when the wmen'steavement was gaining strength

and warren were rightfully demanding equal rights. Both of us had similar

constituencies utlan we wanted to and needed to serve. Ye shared

information, we shared materials, we shared contact persons in the field,

and we shared oLn'ideas and solutions on the issues.

The WUW programs of the 1970s highlight the issues that the Gabor

Department and union movanent worked on together: women in occupational

safety and health, employment and training for working women, child care,

pregnancy disability, and pregnancy benefits legislation.

The already good relationship between WUW and the Warren's Bureau

improved under the Carter Administration.

The Bureau under the directorship of Alexis Herman placed a high

priority on employment and training issues for warren in nom- traditional

jobs, minority warren, and warren re-entering the labor mar:Rt. The Bureau,

and the entire Labor Department headed by the competent friend of labor, Ray

Marshall, actively sought the expertise of organized labor in developing

195
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policies and programs on employment issues.

Both the Warren's Bureau and labor union women realized the importance oC

"networking" long before it became trendy. It was through the network of

WUW that the Seamen's Bureau awarded a grant co help establish the Warren's

Project of the Department of Professional Dmployees, AFL-CIO. Specifically,

the grant funded a series of staff training for union warren headquarters and

field staff. This training, unique at the time, has been replicated by many

unions including my own and has been a superb contribution to the labor

movement.

The success of WUW as an education and information program and as a

network for women working in a predominantly male field prompted the Bureau

to publish a report in 1978, WUW--The Washington Union Women's Group: A

Model for Replication. The report chronicles the structure, benefits and

programs of WUW and offers suggestions to those Who want to establish a

program similar to WUW.

Alexis Herman, Director of the women's Bureau noted in the foreword of

that publication this Washington Union Women was a "natural development of

the long-time relationship between the labor movenent and the Bureau. Fran

the Bureau's inception, the two had been allies. They were together, for

example, in the struggle for minimum wage and Social Security legislation.

More recently, they worked to secure and implement anti-discrimination

legislation in behalf of women, such as equal pay and equal opportunity in

the workplace."

Certainly the union women shared those sentiments. Together, we

believed that WUW was right and proper and a valuable asset in helping the

Women's Bureau follow its constitutional mandate to "formulate standards and

policies which shall promote the welfare of wage-earning women, Lnprove

1 (1
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working conditions, increase their efficiency, and advance their

opportunities for profitable employment."

We were further proed that the alliance between WM and the Women's

Bureau had remained strong throughout both Democratic and Republican

a&ninistrations.

However, that alliance has undergone serious strains since the Reagan

Administration took office. And unfortunately, the Wanen's Bureau has

effectively ceased its sponsorship e' WV and cut off its communication

lines to women in the labor movener .

WUW welcomed the appointment of Dr. Lenora Cole-Alexander as director of

the Women's Bureau in the'fall of 1981. Dr. Cole-Alexander came to the, job

with impressive credentials from the academic community. We invited her to

address us at one of our meetings and she expressed her support for WUW and

her belief that the Bureau must work together with women in the labor

movement.

Shortly afterward, through the Bureau's publication Women and Work of

October/November 1982, WUW learned that the Women's Bureau had sponsored a

one day symposium on the future of working warren. The symposium had brought

together women from academia, the corporate sector, small business, the

',diet, government, international relations, and foundations and research

institutions. The purpose, in Dr. Cole-Alexander's words, was to "gain

input from various sectors on how effectively employment issues are being

addressed to identify new and emerging concerns that are accompanying

changes in our contemporary society." The symposium was an opportunity to

discuss what was needed in the areas of research policy and action programs,

thus providing some direction for the Bureau.

Since no one from a labor organization had been invited to this
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important meeting, WUW wrote Dr. Cole-Alexander expressing our

disappointment and requesting that we be included in such future dialogues.

In reply, Dr. Cole-Alexander dispatched her special assistant, Dr. Annie

Nealf to a WUW meeting to explain that this symposium was one of the many

which would be held with different constituency groups. In no way did the

Bureau mean to slight us.

WOW members pointed out that every constituency group had been invited

to the symposium and that the issue was a critical one on which labor could

provide expertise. Dr. Neal e7plained that this conference was meant for

professional wawa,.

Her statement certainly irked WIN members and demonstrated her lack of

understanding. As chair, I pointed out that union staffwanen are

professional women.

To my knowledge, no other symposiums on issues were held, although Dr.

Cole - Alexander, Gloria Johnson of the International Union of Electrical

Workers and Chairperson of the Women's Committee of the Department of

Professional Employees, AFL-CIO, and I discuised one in August, 1983.

At that time, the Bureau expressed interest in holding a one-day seminar

in the fall and inviting labor union staffwanen to discuss issues of mutual__

concern. Ms. Johnson and I were introduced to a consultant to the Women's

Bureau who would be planning this symposium. However, there was no followyp

and no symposium was ever held.

During last summer, our liaisons with the Women's Bureau informed us

that changes were taking place at the Bureau which they believed would

affect %VW. Policies for mailing were being reviewed and it appeared that

the Bureau would no longer send out the WUW mailing notices. This in fact

happened, beginning in September. The members of the Agenda Committee
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decided to approach their unions to do the mailings and the ' take

turns doing them.

Likewise in September, our Warren's Bureau liaisons were . The

Wanen's Bureau assigned a staffwanan from their Philadelphia office tc be

our liaison.

This was absurd, since this woman would have to travel to Washington for

our monthly meetirils at government expense when there was competent staff

right here in Washington. This policy was cloth]; absurd considering the

Reagan Administration's loudly proclaimed campaign to" cut government

spending and waste."

At no time during these changes did WV.4 receive any formal communication

from Dr. Cole-Alexander notifying us of these changes or the reason for

them. Our new liaison could give us very little information about these

developments.

WUW has expressed its disappointmeit with these developroots, and when

we reconvene in September, we will be Assuing a more formal complaint.

WAS{ continues to meet monthly to fulfill the purposes it set out to do

because we believe they are valuable. However, the Wanen's Bureau does not

sponsor, does not participate, and thus has stopped the meaningful dialogue

that had flourished for almost ten years.

Since they do not particpate, how can the Women's Bureau get a true

picture of the labor side of working women's issues? Hew can they fulfill

their congressional mandate to fully serve working women? We doubt that

there is another source of information that can approach what the

participants of W. have been doing for the Women's Bureau and federal

govtrnmlo in relaying working wcmen's concerns to the Administration.

In conclusion, Washington Union Wcmen is extremely disappointed with the

actions of t - Women's Bureau concerning the organization. We are appalled

that the Wriem's Bureau lacked the cannon courtesy to even communicate with

us in ending their sponsorship.

But it is clear that Or. Colo-Alexander carried out her orders, and the

activity of the Women's Bureau simply mirrors the rest of the Reagan

Nlministration's insensitivity to the concerns of working women.

Mr. Chairnan, I am sure that my testimony and the testimony of other

witness,-s points out that the Wanews Bureau is not fulfilling its

congressional mandate to help the working women in this country. I know

that you and this committee will do everything you ran to persuade the

Bureau to urdertake its poper role. WUW thanks you for your diligence on

this bnportant matter. 19 9
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Mr. FRANK. Thank you, Ms. Thomas.
I am going to break in just at this point because this became an

issue, and I want to make it very clear.
The Washington Union of Women, the issues you have dealt with

have been issues of national scope and not regionally?
Ms. THOMAS. That is correct.
Mr. FRANK. You would meet with the Bureau previously under

previous administrations and talk about matters of national policy,
not matters confined to region III?

Ms. THOMAS. Safety and health, employment issues- -
Mr. FRANK. But all or a national basis?
Ms. THOMAS. All on a national scale.
Mr. FRANK. The regional person who is supposed to meet with

you, this is the regional administrator. Now, she has not come to
your monthly meetings. Has she been invited?

Ms. THOMAS. She attended the first two meetings, but I don't be-
lieve she has attended a meeting since early fall.

Mr. FRANK. Has she been invited?
Ms. THOMAS. She has been 'invited.
Mr. FRANK. But she hasn't come?
Ms. THOMAS. Has not attended.
Mr. FRANK. And, of course, they have been in Washington and

that might be part of the problem.
Ms. THOMAS. They are all in Washington.
Mr. PRANK. Thank you.
Mr. MCKERNAN. Will the gentleman yield?
Mr. FRANK. Yes, I yield.
Mr. MCKERNAN. To follow up on that, who did you meet with

before this was transferred to Philadelphia, was there a person in
the national office?

Ms. THOMAS. Yes, there was.
Mr. MCKERNAN. And is that person still there?
Ms. THOMAS. As far as I knowa very competent woman.
Mr. MCKERNAN. Do you know whether there are any other na-

tional organizations headquartered in Washington that meet with
the Women's Bureau here in Washington?

Ms. THOMAS. Other constituency groups? I understand that they
are, but I don't know them specifically.

Mr. FRANK. The gentlemando you want me to take back the
time?

The chart we got on constituency meetings of the Women's
Bureau and national office, only this one was changed. And they
listed some, and the others appear all to still be in Washington.
And that sort of struck me that--

Ms. THOMAS. That is the first time I saw that chart.
Mr. FRANK. This chart says Constituency Meetings, Task Force

of American Indian Women, Network on Female Offenders, Metro-
politan Coalition of Commissions for Women, National Association
of Commissions for Women. They all apparentlyand this is the
Bureau's chartall of the others, there's one, two, three, four, .five,
sixthey all continue to meet in Washington, except for the Indian
one that the gentleman asked about, which would meet in Wash-
ington if it met, I am sure.
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The others all meet in Washington. The only one of these nation-

al organizations that has been removed from Washington, accord-

ing to the chart which they gave us, is the Washington, Union

Women.
MS. THOMAS. That is the source of our complaint, Mr. Chairman.
Mr. MCKERNAN. Mr. Chairman, I would like- -
Mr. FRANK. I yield to the gentleman.
Mr. MCKERNAN. I would just like to be able to furnish for the

record a question to be answered by the Bureau whether or not
that is the case, and whether there are other national groups that

they meet within Washington.
Mr. FRANK. Certainly.
[The information follows:]

201
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Office of the Secretary
Women's Bureau
Washington. D.O 20210

Reply to the Attention of OD

Honorable Lohn R. McKernan, Jr.
Ranking Minority Member
Manpower and Housing Subcommittee
Committee on Government Operations
U.S. House of Representatives
2157 Rayburn House Office Building
Washington, D.C. 20515

Dear Congressman McKernan:

This is in response to your August 1, 1984 letter which raised
questions originally liscussed at the Manpower and Housing
Subcommittee hearing on July 26, 1984.

The first issue you raised concerned meetings between staff of
the Women's Bureau and members or representatives of the
Interagency Task Force on American Indian Women.

Before responding to this inquiry, let me provide some back-
ground on this group's origins. Some years ago, the Women's
Bureau brought together representatives of Federal agencies
that had major program responsibilities for Indians to review
each agency's efforts to serve Indian women. As a result of a
recommendation by the participants of that meeting, the Bureau
convened a symposium comprised of Indian women who were leaders
in their communities. This sympopium marked the beginning of a
continuing dialogue between India women and resource people in
the various Federal agencies. It was the volunteers of partici-
pati.nq agencies who planned and c ordinated this symposium that
became the Interagency Task Force on American Indian Women. The
task force was not a formally est blished advisory body, but a
group of interested persons who w nted to serve as advocates for
Indian women's issues and concerns in the public and private
sectors. The Bureau, as the spon or of the group, held confer-
ences with Federal agency represe tatives and Indian women to
learn how Federal agencies might ssist these women in advancing
their careers.

2 C 2
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As evidenced by the enclosed data chart, the number of confer-
ences gradually diminished over the years. This is largely
attributable to the fact that the task force accomplished its
mission. Today, Indian women are much more attuned to what is
happening in the public and private sectors. Informal groups
and networks of Indian women have developed as a result of these

conferences. Additionally, Federal agencies 1,'.e become more
sensitive to the special needs of Indian women end are taking

steps to meet those needs.

Another reason there have been no recent meetings of the task

force is that the composition of the group has changed. Many
former members who left their jobs have not been replaced. As

I mentioned before; however, the task force, for the most part,

has accomplished its mission.

During this Administration, the Women's Bureau has endeavored to
design program initiatives that address the concerns and needs of

a broader range of labor force women rather than to target a few

selected groups. However, in order to ensure that the issues of
Indian women are addressed, I have on my staff an American Indian

woman, Ms. Mary W.E. Natani. She is recognized for her expertise
in this area and she hes a continuing dialogue with women across
the country to keep apprised of the situation so that she can
represent the views of this group.

In your letter, you expressed concern that the views of the Indian
women in the State of Maine be adequately addressed. In order to

ensure that this occurs, I will have "7 Regional Administrator in
the Boston office, Ms. Vivian Buckles, provide special outreach to

this group.

The second part of your letter requests information about the

meetings we have held with constituetcy groups. In response to
your question about which of the org nizations on the enclosed
chart represent national constituencies, they all do with the
exception of Washington Union Women and the Metropolitan
Coalition of Commissions for Women. You also inquired as to
whether or not this was an exhaustive list of meetings at the

National Office over the past three years. It is. In addition,

we are holding several more meetings this fiscal year.
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The final issue raised in your letter concerned our current
liaison situation with the Washington Union Women (WUW).
While it is true that WUW is comprised of women from organiza-
tions that have national constituencies, the issues that are
discussed and the group's impact are usually of local concern.
For this reason, we hav4 decided to have WUW handled through our
regional office in Philadelphia, the office that is responsible
for Washington, D.C. This is consistent with the way aLl other
regional organizations'are treated. Our regional structure
affords us the moot effective and efficient means of maintaining
contact with as many organizations as possible.

Thank you for permitting me to respond more fully to the issues
of concern to you. I am also very pleased to have had the oppor-
tunity to appear before the Bubcommittee to describe the accom-
plishments of the Women's Bureau for the women in the labor force
of this country.

Sincerely,

6/1:4-1.411.4".4bLN,

LENORA COLE ALEXANDER, Ph.D.
Director

Enclosure



Coristituency Meetings of the
Women's Bureau (National Office)

Activity FY 82 FY.83

7-
FY 84

Number of Number of Number of
Meetings Attendance Meetings Att. moe Meetings Attendance

Constituency Meetings
(Multi-Group Representation)

Interagency Task Force on 9
America Indian Women
(Monthly, Except Summer)

120

180

1 40

60

1

Washingon Union Women 9 315 10 350
(Monthly, Except Summer)

Network on Female 4 160 4 160 4 160

Offenders (Quarterly)

Metropolitan Coalition of 10 100 10 100 4 25

Commiisions for Women
(Monthly, Except Summer)

7

National Association of
Commissions for Women
(Meeting with the Board)

1 15 15 1 15

'Maintained by Region III, Philadelphia.
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Mr. FRANK. We will proceed now with Dr. Florence Hicks Alex-
ander. Dr Alexander.

STATEMENT OF DR. FLORENCE HICKS ALEXANDER, A WORKING
BLACK WOMAN

Dr. FLORENCE ALEXANDER. r`" k you.
The Honorable Barney Frank, congressmen, and Congresswomen

of the Manpower and Housing Subcommittee of the Committee on
Government Operations:

I am pleased to have this opportunity to speak before you today
concerning the Womenrs Bureau, U.S. Department of Labor.

In bringing you my comments, I have spoken personally with
several women throughout the country. These women, looking at
their affiliations, are members of Alpha Kappa Alpha Sorority,
Delta Sigma Theta Sorority, the LINKS, the National Council of
Negro Women, the National Ear Association, and yo,..ng women on
college campuses.

So when I bring you my comments, I bring you the comments
from persons I have talked with who are in the local communities
in various cities in the country that I have recently traveled to in
the past month, month and a half, and just talked with them about
how they felt the Women's Bureau has impacted upon their lives.

First, the Women's Bureau is the only agency within the Federal
Government devoted exclusively to the concerns of working women
in America.

As a woman who has worked all of my life, I wanted to come and
testify with you today. As such, it serves as a very, very conspicu-
ous vehicle for all women, young and old, black, brown, yellow, and
white; impoverished, and disadvantaged, and advantaged. T3 ad-
dress their employment needs in this everchanging dynamic society
is truly a challenge for the Women's Bureau. Consequently, the
Bureau must have the strong support of the administration and
must be elevated within the Department of Labor in order to carry
out its mandate to 51 percent of our citizenry.

Therefore, I cannot stress too strongly the importance of reorga-
nizing the Women's Bureau to allow it to have an independent
function at the highest level within the U.S. Department of Labor.

I feel that this reorganization should be accomplished with a sub-
stantially increased budget in order to allow the necessary re-
sources to strengthen the various innovative programs that are
now available through the dynamic leadership of Dr. Lenora Cole
Alexander.

May I point out to you that the outreach programs that have
been sponsored by the Women's Bureau within the past 2 years
have indeed been most beneficial. It is my opinion that the con-
stituency group meetings, which are called briefings, that have
been held around the country through their Outreach Program has
substantially increased the knowledge among all women and men
of what is available through the Women's Bureau.

Moreover, the hopes and aspirations of many downtrodden
women have been uplifted as a result of the Women's Bureau
touching their lives. It is amazing that so much has been accom-
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plished with such meager resources. I strongly urge to al?' Itantial-
ly increase the budget in this most important area.

The role that the Women's Bureau plays regarding concerns of
working women in the international arena is truly to be admired.
As a result of attendance of Women's Bureau starf at international
conferences within the past 2 years, women in developing and un-
derdeveloped nations have been presented with a viabie model
upon which to build successfu) programs directed at improving the
status of women in their respective countries through the world of
work. As Americans, we all should be proud of the leadership role
that the Women's Bureau within our country is exhibited
throughout the world.

I was particularly impressed because I had recently traveled
abroad and had heard comments concerning our Women's Bureau.
One of the main emphasis during the past 2 years has been the in-
terest of women in the corporate structure. I have heard this morn-
ing that this corporate structure has been utilized to help under-
privileged women, blue collar women, who are secretaries, and who
many of them work in the corporate world, but this structure is
being used to help lower income women.

The Bureau has tackled the concerns of corporate women and
has approached their constituency with vigor and a dedication to
improve the numbers and conditions of such women, whether they
be advantaged or disadvantaged.

Again, this innovative programming is a direct result of the crea-
tivity that has flowed from the Women's Bureau in recent months.

One of the very important issues that has been articulated
among women and men with whom I have spoken has been child
care. Myself being a mother, I am particularly pleased that the
Women's Bureau has championed the efforts for improved child
care.

More importantly, guidelines have been produced that will
enable businesses themselves to become partnerships with child
care arrangements. Again, I applaud the Women's Bureau for the
relationship of helping employers to provide child care for working
mothers and working fathers.

I stand before you as a black woman in America who has been
enlightened by recent speeches of such great leaders as Shirley
Chisholm, Paula Hawkins, Barbara Jordan, Cardiss Collins, Eliza-
beth Dole, and Geraldine Ferraro.

I am filled with the sense of responsibility for black women to
become active political': in determining their own destiny. As a po-
litical force we can band together and express the needs of special
interest groups within our ranks. No longer can we afford to be
taken for granted or be overlooked when Federal programs are
being planned that will have an impact on the quality of our lives
and the lives of our families.

There is a rededication that is sweeping this country among
women to become involved and speak out for their rights and
rights of their sisters. Accordingly, I strongly recommend the ex-
pansion of the programs within the Women's Bureau through the
speediest vehicle possible.
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In closing, I wish to commend the tireless, dedicated commitment
of Dr. Lenora Cole Alexander for her pioneering efforts in setting
the standard for excellence of service within the Women's Bureau.

I complement your subcommittee for the efforts that I am confi-
dent you will put forth in assuring the continuance and expansion
of this unique Bureau.

I thank you.
Mr. FRANK. Thank you, Dr. Alexander.
[The prepared statement of Dr. Florence Alexander follows:]

J
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TESTIMONY

Florence Hicks Alexander, Ph.D.
A Working Black Limn

Ninety-Eighth Congress

CONGRESS OF THE UNITED STATES
Douse of Representatives

Ommittee on Government Operation
Manpower and Housing Subcommittee
2247 Rayburn House Office Building

Washington, D.C. 20515

July 26, 1984

The Honorable Barney Frank, Congressmen and Congresswomen of the Manpower

and Housing Subcommittee of the Committee on Government Operate -as, I am pleased

to have this opportunity to testify before the Manpower and Housing Subcommittee

with respect to the hbmen's Bureau within the U.S. Department of Labor.

In bringing you my ccui nts, I have spoken with hundreds of women throughout

the country includinn members of* Alpha Kappa Alpha Sorority, Delta Sigma 'Meta

Sorority, the LINKS, the National Council of Negro libmen,,and the National Bar

Ascociation. Therefore, my comments reflect the views of not only Myself, but

many prominent persons who are affiliated with the aforementioned national

organizations. I felt it important. to seek the opinions of others because of

the importance of the matters berme your Subcommittee today.
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Firstly, the WOmen's Bureau is the only agency within the Federal government

devoted exclusively to the concerns of working women in America. As such, it

serves as a very conspicuous vehicle for all women -- young and old; black,

brown, yellow and white; impoverished and advantaged -- to address their

employment needs in this ever-changing, dynamic society. Consequently, the

WOmen's Bureau must have the strong support of the Administration and must be

elevated within the Departmc of Labor in order to early out its mandate to 51%

of our citizenry. Therefore, I cannot stress too strongly the importance of

reorganizing the Ubmen's Bureau to allow it to have an independent function at

the highest administrative level within the U.S. Deparbnent of Labor. This

roorganizati i should be accompanied with a substanially increased budget in

order to allow the necessary resources to strengthen the various innovative

programs that are now available through the dynamic leadership of Dr. Lenore

Cole Alexander.

May I point out to you that the Outreach Programs that have been sponsored

by the WOmen's Bureau within the past two years have been the most beneficial

during the past decade. It is my opinion, as well as that of others, that'the

constituency group briefings held around the country through the Outreach

Program have substantially increased the knowledge among all women and men of

hat is available through the Women's Bureau. Moreover, the hopes and

aspirations of many downtrodden women have been uplifted as a result, of the

Women's Bureau touching their lives. It is amazing that so much has been

accomplished with such meager resources. I strongly urge you to substantially

incr.ase the budget in this most important area.

The role that the WOmen's Bureau
plays regarding concerns of working women

in the international arena is truly to he admired. As a result of the atten-

dance of Women's Bureau staff at
international conferences within the past two

years, women in developed and under-developed notions have been presented with a

viable model %on which to build successful programs directed at improving the

status of women in their respective countries through the world-of-work. As

Americm, we all should be proud of the leadership tole that the Wimivn's Bureau

within our country has exhibited throughout the world.
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One of the main emphases during the past two years has been the interest in

women in the corporate structure. The Women's Bureau has tackled the concerns

of the corporate woman and has approached this contemporary matter with vigor

and a dedication to improve the numbers and conditions of such women. Again,

this innovative programming is a direct result of the creativity that has flowed

from the Wbmen's Bureau in recent months.

One very important issue that has been articulated among the women and men

with wham I have spoken has been child care. Specifically, the Women's Bureau

has championed the efforts for improved child care standards. Most importantly,

guidelines have been produced that can be utilized by both litensed day care

prcgrams and parents seeking placement for their children in order to free the

working mothers and fathers `to earn a living without the stresses that accompany

concerns about third-party child care. In addition, the Women's Bureau has

developed programs to increase the number of qualified child care services

throughout the country.

I stand before you as a Black woman in America who has been enlightened by

recent speeches of such great leaders as Shirley Chisolm, Paula Hawkins, Barbara

Jordan, Cardiss Collins, Elizabeth Dole, and Geraldine Ferrara. I am filled

with the sense of responsibility for Black women to become active politically in

determining their own destiny. As a political force we can band together and

express the needs of special interest groups within our ranks. No longer can we

afford to be taken for granted or be overlooked when Federal programs are being

planned that will have an impact on the quality of our lives and the lives of

our families. There is a rededication that is sweeping this country among women

to become involVed and speak out for their rights and rights of their sisters.

Accordingly, I strongly recoomnd the expansion of the programs within the

Wornen's Bureau through the .speediest vehicle possible.

In closing, I with to Commend the tireless, dedicated commitment of Dr.

Lenora Cole Alexander for her pioneering efforts in setting the standard for

excellence or. service within the Wbmen's Bureau. I compliment your Subcommittee

for the efforts that I am confident you will put forth in assuring the continu-

ance and expansion of this unique Bureau.
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Mr. FRANK. We will next hear from Ms. Constance Woodruff,
who is president of the National Association of Commissions for
Women, and chair of the New Jersey Advisory Commission on the
Status of Women.

STATEMENT OF CONSTANCE WOODRUFF, PRESIDENT, NATIONAL.
ASSOCIATION OF COMMISSIONS FOR WOMr:N

Ms. WOODRUFF. Thank you very much, Mr. Frank.
After listening to my sister h,.re, I am not sure that I have too

much to gay. In the last 64 years, many women's groups have had
many kinds of experiences with the Women's Bureau. I have been
listening to a lot of the horror stories and I have been listening to a
lot of the response from the people who now run the Women's
Bureau.

I can only say that as a woman, I certainly would not take some
of the things that I have heL.rd. I applaud Ms. Cobb for taking her
case where it can be heard to the best of her advantage, and that is
going the legal route.

I do represent the National Association of Commissions for
Women; and heard Mr. Wirtz say that he was disappointed that
there is no longer a grass roots woman's movement. I beg to differ
with him. The National Association of Commissions for Women is
exactly that. It is what I consider a grassroots group. There are 217
commissions, committees, and councils on the status of women,
that are members of the umbrella group which is NACW, and they
are located in 38 States.

They are women who stand up to be heard and stand up to be
counted, and who are extremely political. And that is exactly what
we are talking about when we discuss the Women's Bureau. We
are talking about pure, naked politics. That is what it is all about,
because all of the directors who are appointed are appointed by the
President. So, therefore, you are appointed by an elected official.
What can it be but politics, no matter how good you may be in the
job?

We talked today about Dr. Koontz. Dr. Koontz was a fabulous
leader of the Women's Bureau. You talked about Alexis Lerman,
and certainly she was one of the youngest women to come into the
directorship of the Bureau, and she left a particular mark. And
now you are talking about Lenora Cole Alexander, and the case
really isn't in on her administration altogether at this point.

Each one of those womenand Esther Peterson, and some of the
other women who were really pioneers in the movementbrought
to the job her own particular style. I think that that is what we
have to understand.

I am concerned that the funding is not there. I am concerned
that in the last year or so there have been some cutbacks in pro-
grams that I use for the benefit of my organization and for my stu-
dents, because I also am a professor of labor studies. So I am con-
cerned about those things.

I hope, however, that they will be forthcoming. And I understand
that the new administration has to have new practices-'--she
doesn't want to repeat, or they don't want to repeat, the same old
thing.
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I have not received one of those new brochures. I certainly hope
that I do. To me, the brochures have been more useful to women in
this country than almost anything else the Women's Bureau has
done. The research was there, the rural women could use it; the
Native Americans, if you ill, could use it; certainly the minority
women; and of all sizes and shapes, and colors, have been using it.
And they have been a tremendous help to us.

We are grateful to the Women's Bureau because the forerunner
of the NACW was the Interstate Association of Commissions for
Women. That was the originAl group to bring into focus, and under
one umbrella, all of the commissions, councils and committees on
the status of women throughout the country.

It 'was not only the leadership of Esther Peterson at that time,
but also Elsie Dennison, who is a veteran with the Women's
Bureau, and still there. And the leadership of the commissions
throughout the country: of Kay Clarenbach of Wisconsin. And I
don't forget the bridges that carry us acrossDr. Emily Taylor of
Maryland, and your own Joy Simonson of Washington, DC. With
the Women's Bureau, they were the women who put together the
structure that you now know as NACW. And as its national presi-
dent, I am still glad it is still there.

I intend to do a lot with the organization, and I intend to use all
of the resources, those that are visible and invisible, of the
Women's Bureau. The Women's Bureau, for 64 years, has led, en-
couraged, awakened, guided, understood, recruited, and stressed
service to workers in general, and working women in particular.

And not to insist that those services continue at the same level is
simply foolish. It is like cutting off your nose to spite your face,
and nothing could be more ridiculous.

Thank you very much.
[The prepared statement of Ms. Woodruff follows:]
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TESTIMONY OF

CONSTANCE WOODRUFF, President

NATIONAL ASSN. OF COMMISSIONS FOR WOMEN

BEFORE THE

Manpower and Housing Subcommittee

of the

COMMITTEE ON GOVERNMENT OPERATIONS

Good morning. My name is Constance Woodruff. My residence is 336 Northfield

Avenue, West Orange, N.J. I appear before this committee as the President of the

National Association of Commissions fcr Women comprised of 217 commissions, committees

and councils for women in 38 states.

I have served as chairpersor, of the N.J. Advisory Commission on the Status

of Women since 1974, affiliating myself and the N.J. Commission with NACW's pre-

decessor, the Interstate Association of Commissions on the Status of Warren and

the Womens Bureau of the Department of Labor in 1975.

I consider Myself fortunate to have known something about the Womens Bureau

before that, as an international representative for the International Ladies'

Garment Workers' Union, AFL-CIO . I am also a professor of Labor Studies at Essex

County College in Newark, N.J., so it has been impossible for me not to know the

Origin and 'structure of the Department of Labor and include the Womens Bureau in

any discussions of the impact of government on women workers in particular.

While the role of the Bureau may have been rather insignificant in the

decade between the 1920s and 1930s, when Francis Perkins became the first woman

to nerve-es Secretery-of-Lerbor-and-the-14.rst,femele member.. of a _Prosadent !a.Cabinet,

a new potential for the Bureau immediately emerged from the shadows, eventually

blossoming into a vital force for change for working women.

Wit? the establishment of President Kennedy's Commission on the Status of
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Women who played major and minor roles in the growth and development of employment

opportunities for females and in training and retraining to enhance the employability

of women, minorities, skilled and unskilled workers.

It is significant that the Bureau was organized within the Department of

Labor fifty years before the contemporary warrens movement. The decade between

1920 and 1930 was relatively quiet, but blossomed into an active, program within

the Department in 1933 whet President Roosevelt astounded the country by naming

Francis Perkins the first women to serve as Secretary of Labor and the first female

member of a Presidential cabinet. That "radical" act was as exciting to the male

and female social activists of the'1930s as the Vice President Walter Mondale's

recent selection of Congresswoman Geraldine Pellet. as his choice 'or candidate

for Vice President. Like Perkins, the vice presidential candidate has a strong

labor background and a history of social conciousness.

Secretary Perkins encouraged, prodded and motivated the Warrens Bureau to

emerge from the shadows and come into the light as A force for change in behalf

of women workers. The warrens Bureau accepted the inevitability of leadership in

worker protection, job opportunitieS, on -going research and dissemination of in-

formation by and for m employed and unemployed women and on the eve of the Bureau's

65th anniversary that enthusiastic service has never diminished.

When President Kennedy's executive order established the Commission on the Status

of Women in the mid-1960s and urged Governors throughout the country to follow

his lead in emphasizing the need for watchdog agencies to oversee the status and

non-status of women in the swill fiber of a nation whose female population was

in transition on many fronts of the need and desire to become recognized on the

basis of ability , productivity and human potential, once again the Womens Bureau

was ready and willing to be a part of.the!Movement to improve the Status of'S

American Women. Secretary Perkins' philosophy of caring and sharing still held

forth in the Department of Labor as did her lifelong dedication to the welfare

,f working people, particularly women, without regard to gender, age, ethnicity

pol:tical persuasion. As - former president noted when the Department of Labor
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building was named in her honor a few years ago, "Ms. Perkins was a-witness to

momentous change and a prime agent of that change. Few people who have served

this nation have touched our lives more directly."

The Department of Labor and the Womenn Bureau has made herculean efforts

to live up to the noble purposes for which it was established. Depending on the

political winds which often blow with uncertainty in the White House and the Congress,

there have been many highs and a few lows in the history of the Bureau. Much of

it also had to do with the style of the Bureau Director ar' Pith her ability to

be innovative and creative in developing a climate of sery 4d stability thatf

protected the integrity of the agency.

The women of this nation are pleased to be able to share this legacy. In

particular the 8,000 plus members of 217 Commissions, Committee and

Councils on the Status of Women scattered throughout 38 of the United States,

We remember with gratitude and appreciation Directors like Dr. Elizabeth Duncan

Koontz of North Carolina and Alexis Herman of Atlanta, Georgia whose concern,

interest and encouragement helped NACW nationally and hundreds of local commissions

for warren through our organization's infancy. In our maturity we look to the present

Directo,. Dr. Lenox co: xander for the cooperation which will take us through

another peiied of change. Dr. Alexander became Bureau director in the waning

days of CETA but has demonstrated her desire to be effective and sympathetic to

womens needs as we switched from CETA as a contracting, training and job develop-

ment program to the Reagan administration's JTPA,

I cite these three Directors because each represents a distinctly different

point of view in running the Bureau. As I said before, management style:; make

a difference and precludes any precise barometer by which to judge the success rate

of the Womens Bureau. br. Koontz' emphasis was on education and training. Her

reports on women in entry level employment led to guidelines for upward mobility,

particularly for women who entered the job market with a lack of adequate skills

for advancement. Ms. Herman's focus was on training and development, the acquisition

f new skills, particularly in non-traditional jobs for wornon, She encouraged
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working women to break out of traditional dead-end jobs and to wade into the main-

stream of corporate America as managers, innovators and members of Corporate Boards.

Dr. Alexander, an academician, is focusing on working women across the board, but

has added several new dimensions, including motivation of women entrepreneurs.

The bottom line in how effective the Bureau hat been, can be or should be

for women, is the willingness to adequately fund the new ideas which impact on

worsens groups from professionals, factory workers to housewives. For instance,

NACw commissions have adopted the Department of Labor's regional concept in spon-

soring annual Regional meetings for members and local community activists. It

has been the financial and technical assistance from the worsens Bureau which has

assured the success of these regional meetings which have primarily stressed leader-

ship development. For many years the Bureau's contribution to these meetings

hovered around the $2,500 figure. However, for the past several ware this sum

has been drastically cut back to $500.00. This has meant that scholarships offered

to the poor and dist'-intaged who gould benefit tremendously from the experience

and exposure have ?en denied the opportunity for interaction and discussion.

This state ' affairs can only be blamed on the growing suspicion that having

reached t'' perlme er of success at mainstreaming, women are in danger of losing

precious ground. Is this ,,hat we want to happen to American women, millions of whom

are single heads of households or a necessary supplement to the family income?

I think not. One of many reasons why the United States is a world leader is because

of the productivity of a majority of our citizens and we know what gender comprises

the majority population.

For 65 years the worsens Bureau has led, encouraged, awakened, guided, understoot

encouraged, recruited and stressed service to women. Secretary Perkins would be

proud of the Bureau's accomplishments and achievements. But be warned. Good in-

tentions are not enough. In the labor movement we talk about bread AND roses. In

this case the roses are represented by continued financial commitment to the Bureau

and the working women of America for a tradition which has become an institution

in a society whose Constitution pi6miees life, liberty and the purfo. ,f happinf

to all citizens regardless of gender, age, ethnicity and socio-ccom,
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Mr. FRANK. Thank you, Ms. Woodruff. I appreciate your response
to Joy Simonson, who if., a member of the majority staff of this sub-
committee, and who had primary responsibility for putting this
hearing together. So, thank you.

Let me just say at this point, without objection, we will put into
the record the statement of Ms. Dorothy Height, president of the
National Council of Negro Women. And my apologies again for
having been delayed, but I think it was in the interest of everybody
that this hearing be as full as it has been.

The prepared statement of Ms. Height follows:!
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IFSTINDNY BY

DOROPHY I. HEIGHT
PRESIDENT, NATIONAL COUNCIL OF NEGRO WOMEN

NINETY - EIGHTH =NESS

CONGRESS OF THE UNITED SPATES
HOUSE OF REPRESENTATIVES

COMMITTEE ON GOVEMMENT OPERATIONS
MANPadER ND HOUSING suBcommaum.
2247 Rayburn House Office Building

WASHIMPa4, D. C. 20515

JULY 26, 1984

Mr. Chair, tne Honorable Barney Frank, anA distinguished members of the

Manpower and Housing Subcommittee of the Committee on Government Operations, I am

Dorothy I. Height, National President of the National Council of Negro Women, a

coalition of 29 national organizations with 210 cammunitY-based sections and an

outreach to four million women. I want to thank you for the opportunity to speak

about the Wemen's Bureau.

Since its founding in 1935 by Dr. Mary MeLeod Bethune, the National Council

of Negro Women has found the Wiamen's Bureau a vital resource as it fulfills its

mission in dealing with the concerns of Bla,:k amen and their families. The National

Council of Negro Women (NCNW) has a uniqun interest in the activities of the Women's

Bureau, the only Federal agency exclusively mandated to address the concerns of

wcmln in the work-place. Because of its compretensive charge, the NCNW has been

intimately involved in working with the Women's Bureau for almost 5 decades. May I

share with you sane indications of the kinds of programs and involvement of the

NCNW that have been supported by the Wbmen's Bureau within the U.S. Department of

Labor.

NCNW has worked in concert with the Wtomen's Bureau on many special conferences

And its national conventions, one of which was co-sponsored by the Bureau. The

activities range from such collaborative ,3rojects as the upgrading of household

employment to the sharing of leadership in the United Nations Mid Decade Conference
.
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on Women held in Copenhagen. We are aware too, of the Bureau's role in working

well with the National Association of Colored Women's Clubs in developing programs

for many years.

Black ..unen are the victims of both race and sex discrimination. Black

women carry a very heavy burden in family and community life, with 478 of Black

families headed by warren, it is clear that there is no way to improve life for

Black families without improving the conditions affecting women. One of the values

in the Warren's Bureau has been its recognition of the special needs of women based

4xxt their life experience. It has made a great contribution through its gathering

of data and the publication of materials around specific target groups as a means

of closing the gaps in inane and services. Given its understanding of the spec-

if ic situation of minority wormen, the Wren's Bureau has been an effective inter-

preter of the concepts such as the displaced hameMaker as related to minority warren

and essential differencesin approaches and services.

In 1984, with increased participation of warren in the labor force, has cane

increased diversity. Black and other women of minority backgrounds cannot take

advancement of women for granted. They need the Bureau to give leadership.

Black women have advanced and have exceeded in every field as opportunities have

opened for women. Yet, as a group, Black women remain at the bottan of the socio-

economic ladder. The only ones beneath them are the nort-White teenaged girls. 'Today,

the unemployment of Black and other minority youth remains in crisis proportions.

Same of the most. innovative job training programs NCNW has developed have been

supported by the Wbmen's Bureau. For example:

1) An Adolescent Bothers Initiative Program helps young mothers gain

basic education and /or marketable skills. Mao, Placer

meaningful employment enables them to care for thensel

and their children. The model developed in New Orleans has became

an established agency and is being drawn upon in'many programs

dealing with teenage pregnancy across the country. We understand

that the Women's Bureau is presently taking the results and learnings

to be utilized in one of a series of How-To manuals for dissemination

to groups interested in replicating the prngram.
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2) The Warren's Opportunity Program which drew upon WW's many years of

work with the rural poor was also supported by the WOmen's Bureau.

This program opened doors for young .nd older rural women. Hundreds

were provided their first exposure to the world-of-work away.from

tenant farming. In this and other projects, low income women were

beneficiaries of specialized educational programs, counselling,

supportive services aid skills training for job areas where the

need is greatest.

3) nourteen years ago the National Council of Negro Warm established

its Women's Center for Education and Career Advancement in New York Ci-

ty. The Center is designed to respond to the particular needs of Meek

and Hispanic women. Hundreds of women are served and participate at

the Center's activities each month as they seek jobs or upgrading

on the job. For the last two years, the Center has targeted single

mothers and is yelping them improve their employability skills and

make a better life for their children. In special upgrading activities,

volunteers recruited from the corporate community.have found in the

Center a meeting ground with women who aspire to corporate jobs.

Training programs have helped warren improve their economic status.

Through the Women's Center, MNW with support of the Women's Bureau,

designed a placement program to help more Black and Hispanic women

move into private sector jobs. Presently, in Region 1, NCNW Women's

Center volunteers and staff have been deeply involved in the

forum sessions targeted to special interest groups and in a public way

have helped disseminate information and strategies dealing with blue

collar, high tech and non-traditional jobs for women.

The Bureau has pioneered in intexpret. ; and in establishing standards and

guidelines for such areas as child care. The pioneering role of the Bureau must be

strengthened .

In this United Nations Decade for Women, countries around the world have

been urged to make specific provisions for services that impact on women. cur U.S.

Wbmen's Bureau has served as an international model.
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As an officer of the WNW, I have worked directly with every Director of the

Niemen's Bureau since Mrs. Alice Leopold. The present Director of the Wamen's Bureau,

Dr. Lenora Cole Alexander is no stranger to the National Council of Negro Women. For

same 15 years she has served in many capacities, particularly at the national and

regional levels. Immediately prior to her becoming Director to the Wmen's Bureau she

served as Beach Chair of the WNW avulsion on Women in Higher Education.

As Director of the Bureau, Dr. Alexander participated in the White House

briefing designed for the EXe 'five Board and key leaders in the NCNN movement. As

keynote speaker at the 41st National Convention of the National Council of Negro

Niemen held in New York, November 1983, she presented to women all over the country

information on the current work of the Wamen's Bureau and how women's organizations

can work in partnership with the Bureau in its expanded Outreach Program.

As the poor get poorer, the WNW has substantially increased its efforts around

the theme: "Leave No One Behind." Therefore, we strongly support the Warren's

Bureau. Its work is needed more today than ever. We know first hand the impact of

the Lack of funding for critically needed services. Low income women and the

voluntary organizations serving them need financial support in order to help

women to help themselves. The: Wtmen's Bureau must have increased funding and the

capacity:

1) to develop and support essential demonstration prograas,

2) to provide publications designed to inform %%men themselves and to
help voluntary organizations cope with diverse needs,

3) to clarify issues and

4) to stay in the forefront of emerging. concerns regarding women and
work.
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Mr. FRANK. Finally, we will hear from Ms. Kristin Stelck who is
replacing Dr. Quincalee Brown who had to be called away, execu-
tive director of the American Association of University Women.

STATEMENT OF KRISTIN STELCK, ASSOCIATE, PUBLIC POLICY
DEPARTMENT, AMERICAN ASSOCIATION OF UNIVERSITY
WOMEN, ON BEHALF OF DR. QUINCALEE BROWN, EXECUTIVE
DIRECTOR

Ms. STELCK. Thank you, Mr. Chairman. My name is Kristin
Stelck.

Mr. FRANK. Will you spell your name, please?
Ms. STELCK. It is Kristia, K-r-i-s-t-i-n. And the last name is

Stelck, S-t-e-l-c-k.
I am an associate with the public policy department of the Amer-

ican Association of University Women.
As you may know, the American Association of University

Women is one of the oldest and largest of the women's organiza-
tions in America. It represents 193,000 college-educated women
across the country, and we appreciate the opportunity to testify
before you today.

Dr. Brown, as you mentioned, is the executive director of the as-
sociation. She was asked to testify and share her personal experi-
ence with the Women's Bureau as executive direct .,. of the Mont-
gomery County, MD, Commission on the Status of Women, and
now as the executive director of AAUW.

She was also asked to share comments of AAUW members about
the Women's reau. She, unfortunately, had to catch an after-
noon plane, and with your permission, I will just very briefly sum-
marize her testimony, beginning on page 3.

Mr. FRANK. You are the last witness so you can go as long as you
like.

Ms. STELCK. I think to summarize, I think many
Mr. FRANK. I don't know; I think there is some important stuff

beginning with the second paragraph on page 1.
Ms. STELCK. I will go ahead and do that, and I will read in the

first person.
My relationship with the Women's Bureau began in 1975 when I

became executive director of the Montgomery County, MD. Com-
mission for the Status of Women. Throughout their relatively short
history, the status of women commissions throughout the United
States have had a particularly close relationship with the Women's
Bureau. This was particularly true in the DC Metropolitan area
where there were approximately 10 city, county, State, and the Dis-
trict of Columbia commissions, all within close proximity.

During my 5 years with the Commission for Women, the
Women's Bureau held regular monthly meetings of the Metropoli-
tan Coalition, where representatives from the 10 commissions
would share information, enage in mutual assistance, and plan
joint programs and projects.

This common and central meeting ground was essential for
smooth operation and ongoing healthy interaction of area commis-
sions.
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Recently, those meetings have been discontinued and the
Women's Bureau is no longer available as a meeting ground. We
only had three hours, one morning each month. The Bureau pro-
vided us with a room free and one of their staff regularly attended
these meetings. Occasionally, other Women's Bureau staff would
drop by to brief us on programs. We paid for our own parking and
brought our own coffee. I hardly feel that the meetings were an ex-
cessive resource drain on the Bureau, yet they are now, gone.

I will skip down to: When I moved to AAUW in 1980, my direct
contact and assistance from the Bureau ended, with one exception.
I always looked forward to the valuable publications, materials,
and resources that were provided through the Bureau and had
wide distribution among the women's community. It was invalu-
able, timely data for speeches, for workshops, for conference mate-
rial and, yes, even for testimony.

Slowly the number of publications dwindled and for a long time I
have seen virtually none at all.

I will skip to the third page.
While the central office of a large national organization like

AAUW does not tend to have direct contact with the Women's
Bureau or its staff on any regular basis, many of our members,
working on projects throughout the country, have relied extensive-
ly on the Bureau, its publications, regional technical assistance,
and occasional funding.

For years the regional offices of the Bureau have been a link of
information, support, and assistance to our branches in rural com-
munities and in small cities across the United States.

Recently, I discussed with some AAUW members their impres-
sions of changes in the Women's Bureau. I received comments like
these, and I will summarize these comments as well:

"The regions have been so defunded, that they are unable to be
effective."

"When the Bureau does cooperate with us on a conference or a
Project, the Washington office attempts to make it a showcase for
Reagan and the administration."

As an executive director of a midwest Commission for Women
stated, that she was at a conference where Women's Bureau direc-
tor Lenora Cole Alexander announced a new national priority of
the Bureau was to network with upper management women. Need-
less to say, there was incredible anger and resentment at using
Government efforts to network with women who least needed as-
sistP nce.

I will skip down to the bottom.
As I conclude these comments, let me make one point very clear.

I am here to advocate a strong, funded, and effective Women's
Bureau; they need the pilot and demonstration projects the Bureau
can provide; we all need the publications and data that only they
can easily produce. We need a stro g Bureau, with a strong and
committed Director.

Unfortunately, the tactics of the right have been to defund a pro-
gram until it is ineffective, or to put unknowledgeable persons in
critical positions, and then when the program is truly ineffective,
abolish it. It is a smooth tactic and we have seen it work elsewhere.
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I hope this committee will not let this happen to the Women's
Bureau. The Bureau has a long record of distinguished leadership
and these few years of administration sabotage should not be taken
into account. We need and want a strong and effective Bureau.

Thank you for the opportunity to appear here today.
[The prepared statement of Dr. Brown follows:]
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PREPARED STATEMENT OF DR. (11.1iNCALEE BROWN, EXECUTIVE DIRECTOR, AMERICAN
ASSOCIATION OF UNIVERSITY WOMEN

Congressman Frank, Members of the Committee. I am Quincalere

Brown, Executive Director of the 193 ,000 - member American Associa-

tion of University Women. I am pleased to be herd today to share

with you my observations on changes in the Woman's Bureau of the

U.S. department of Labor over the past several years.

My relationship with the .Women's Bureau began in 1975 when

became the Executive Director of the Montgomery County (Maryland)

Commission for Women. ThrOughout their relatively short history,

the Status of Women Commissions throughout the United States have

had a particularly close relationship to the women's Bureau: This

was particularly true in the D.C. Metropolitan Area where there

were approximately ten- -city, county, state, and the District of

Columbia--commissions all within close proximity.

During my five years with the Commission for Women, the

Women's Bureau held regular monthly meetings of the Metropolitan

Coalition, where representatives of the ten commissions would

meet to share information, engage in mutual assistance, and plan

joint programs on projects. This common and central meeting

ground was essential for the smooth operation and ongoing healthy

interaction of area commissions.

Recently, those meetings have been discontinued and the Women's

Bureau is no longer available as a meeting ground. We met

226
38-564 0 - 84 - 15



222

only three hours, one morning each month. The Bureau provided

us a room free and one of their staff regularly attended the meet-

ings. Occasionally, other Women's Bureau staff would drop by to

brief us on a program or project of interest. We paid for our

own parking and bought our own coffee, I hardly feel the meet-

ings were an excessive resource drain on the Bureau, yet they are

now gone.

Frankly, it is a loss; however, we are resigned. It is just

another example of the administration doing what it can to make

it as difficult as possible for women to advance their programs,

or to even communicate easily with one another,

After I left the Commission for Wdmen in 1980, the Bureau did

provide some technical assistance to the commissions in this

mid-Atlantic regiun for a regional conference. It is my under -

standing. that this assistance is also no longer available,

When I moved to AAUW Ln 1980, my direct contact and assist-

ance from the Bureau ended, with one exception. I always looked

forward to the valuable publications, materials, and resources

that were provided through the Bureau and had wide distribution

among the women's community. It was invaluable, timely data for

speeches, for workshop or conference materials, and, yes, even

for testimony. Slowly the numbers of publications dwindled and

for a long time I have seen virtually none at all. Although I

have not received a copy, I understand that there is an extended

printing of their Fact Book about Women Workers which has recently
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been published. While I am glad an updated resource is now

available, the timing of it--just prior to the campaign- -does not

escape our notice.

While the central office of a large national organization

like AAUW does not tend to have direct contact with the Women's

Bureau or its Staff on any regular basis, many of our members,

working on projects throughout the country, have relied exten-

sively on the Bureau, its publications, regional technical assist-

once, and occasionally funding. For years the regional offices

of the Bureau have been a link of information, support, and

assistance to our branches in rural communities and small cities

all across the United States.

Recently, I discussed with some AAUW members their impressions

of changes in the Women's Bureau. I received comments like these:

"The regiOns have been so defunded, they are unable to be

effective."

"When the Bureau does cooperate with us on a conference or

project, the Washington office attempts to make it a showcase for

Reagan and the Administration."

"There was great resentment in our Region over attempts by the

Bureau to defend- the DisplacedRomsmaers Network. Only.by our.

hassling our Congressmembers, was it put back in the budget."

An Ex' itive Director of a midwest Commission for Women stated

that she was at a conference where Women's Bureau Director Lenore

Cole-Alexander announced that a new national priority of the
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Bureau was to network with upper-management women. Needless to

say, there was incredible anger and resentment at using govern-

ment efforts to network with women who least needed assistance.

Much regional anger is also focused on the Bureau's'Director

Lenore Cole Alexander who, Is people report, "...sails into con-

ferences, takes credit, delivers the Reagan party line and sails

out again, never seeking input or dialogue." She is considered

an unfortunate political appointment who has no knowledge of or

concern about women's issues - -'a real lightweight."

An incident often reported concerns the riffing of the San

Frannie= Regional. Directors who were two effective women who

were job-sharing the position. The sense is that they were effec-

tive, progressive, and initiating good programs. Ostensively,

they were riffed because they were job-sharing, while the Bureau

has been on record for years as supporting such flexible work

arrangements.

As I conclude these comments, let me make one point very clear.

I am here to advocate strong, funded, and effective Womeh's

Bureau; they need the lot and demonstration projects the Bureau

can provide, we all need the publications and data only they can

easily produce. We need a strong Bureau, with a strong and com-

mitted Director.

Unfortunately, the tactics of the Right have been to Lefund a

program until it is ineffective, or to put unknowledgeable per

sons in critical positions and then, when the program is truly

ineffective, abolish it. It is a smooth tactic and we have all

seen it work elsewhere. I hope this committee will not let that

happen to the Women's Bureau. The Bureau has a long record of

distinguished leadership and these few years of administration

sabotage should not be taken into account. We need and want a

strong and effective Bureau.

Thank you for the opportunity to appear here today.
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Mr. FRANK. Thank you.
I just have a few questions. First, I want to put into the record a

mailgram addressed to Joy Simonson from Wilma Falls, who is a
placement specialist at the Tenn-Tom Project Area Council, express-
ing her appreciation to the Women's Bureau for the work that has
been done in helping women get employment in the Tenn-Tom
project.

[The mailgram follows:]
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TENNwTON PROJECT AREA COUNCIL
PO BOX 1441
COLUMBUS ml 39703 NW

4.03429311207 07/25/64 ICS TIMINGS CAP WH$B
40132118037 HGMB MN COLUMBUS H$ 2411 07.2S 0230P EST

HISS JOY $IHONOSON
SUB COMMITTEE ON LAND POWER AND HOUSING
Rm B344A
RAYBURN HOUSE OFFICE BLDG
WASHINGTON DC 2011I11

THIS MAILGRAM IS BEING SENT IN THE KNOWLEDGE THAT AN OVERSIGHT
NEARING IS SEING CONDUCTED WITH REFERENCE TO THE DOLWOmENIS BUREAU.
OUR OFFICE IS 100 PERCENT SUPPORTIVE OF THE ROLE THE WOMEN'S BUREAU
PLAYED IN COMING TO OUR AID ANO ASSISTANCE AND THE TRAINING AND
EMPLOYMENT OF wOmEN AND TOTAL CONSTRUCTION PHASE OF THE TENNESSEE TOM
BISBEE WATERWAY.

OUR OFIICE, THE TENNESSEE TOM BISBEE PROJECT AREA COUNCIL, WITH THE
ASSISTANCE PROM THE OHMS BUREAU WAS FORTUNATE TO PLACE A FEMALE,
WOMEN'S OUTREACH COORDINATOR ON TENN.TOm WATERWAY PROJECT, ON SIGHT
TO DEAL WITH THE PROBLEMS, ISSUES AND ARTIFICIAL BARRIERS WOMEN WERE
ENCOUNTERING SEEKING BOTH TRAINING AND EMPLOYMENT ON THE PROJECT,

.

WOMEN BUREAU INVOLVMENT ALLOWED THE U.S. CORPS OF ENGINEERS AND THE
PRIME CONTRACTORS TO MEET THE CIS FEMALE UTILIZATION GOAL SET IN SI
COUNTIES CORRIDOR, THIS WE FEEL, IS AN INVESTMENT THAT WILL PAY or
OVER AND OVER AGAIN IN YEARS TO COME. 60 PERCENT OF OUR WOMEN TN THE
CORRIDOR ARE THE HEADS OF HOUSEHOLD AND BECAUSE OP THE WOMEN BUREAU
ASSISTANCE WE HAVE REDUCED SIGNIFICANTLY THE NUMBER OF WOMEN WHO WERE
DEPENDENT UPON AID FOR DEPENDENT CHILDREN AND OTHER WELFARE PAYMENTS,

I KNOW I SPEAK FOR HUNDREDS IF NOT THOUSANDS OF WOMEN IN THE SI
COUNTIES AND THE 4 STATES THAT HAKE uP THE TENN.TOM CORRIDOR amERE
OUR OFFICE, THE TENNTOm PROJECT AREA COUNCIL, STAND IN STRONG
SUPPORT OF THE U.S. DEPARTMENT OF LABOR.wOMENIS BUREAU AND THE ROLE
THEY HAVE PLAY IN SUPPORT OF EQUAL OPPORTUNITIES FOR WOMEN AND THE
CONSTRUCTION OF THE TENNwTOm WATERWAY AND HAS PAVED THE WAY POP THEIR
TOTAL INVOLVMENT TO TAKE PLACE ALONG THE WATERWAY,
WILMA FALLS . .. .

PLACEMENT SPECIALIST
TENN.TON PROJECT AREA COUNCIL

14130 EST

MONCONP

,IIAM 1.1t S!,10,1 Mk REVERSE SIDE FOR WESTERN UNION S FREE PHONE NUMBERS
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Mr. FRANK. Ms. Woodruff, I understand that in previous years,
regional adminiStrators and national office staff would participate
in the annual meetings at the Association of Commissions on the
Status of Women had, and I am told that that has changed recent-
ly.

Is that accurate?
Ms. WOODRUFF. No, it hasn't. Dr. Alexander appeared at our na-

tional convention, which was here in Washington.
Mr. FRANK. Go ahead.
Ms. WOODRUFF. Under my predecessor, I understand that Dr. Al-

exander had been invited to attend one of our board meetings here
in Washington, or somewhere else where they had a board meet-
ing, and she failed to attend.

Now, I don't expect her to do that under my administration. I
really don't expect it.

Mr. FRANK. What about the regional administrators, have they
been in regular attendance?

Ms. WOODRUFF. No, the regional administrators , no.
'Mr. FRANK. I am told they had been, previously.
Ms. WOODRUFF. Oh, previously; oh, yes, years ago.
Mr. FRANK. There has been a change, the regional administra-

tors are not coming as much as they used to?
Ms. WOODRUFF. That is right.
Mr. FRANK. Let me ask, Ms. Thomas, I think you alluded to this.

On the question of publications, we had a lot of information about
nublications. I think Ms. Thomas, or somebody else mentioned the

nte of the publications. Maybe, Ms. Wernick, it was you. Would
respond to that?

Ms. WERNICK. The publications list in the packet we received
from the Women's Bureau 2 weeks ago, that it lists 44 publications,
and 11 of them are dated after 1980. I think we are in complete
agreement that the publications of the Women's Bureau have been
absolutely invaluable resources for all of us.

Mr. FRANK. And there has been a diminution in the output of
new publications, and the updating?

Ms. WERNICK. Yes; and the updating. The publications that have
come out tend to be those on the legislative issues. There has been
nothingthe charts on the economic issues, on the status of
womeneconomic analyses are no

Mr. FRANK. If you could expand on that in writing for the sub-
committee, I would appreciate that. I would like it if you had an
analysisanyone is welcome to submit oneabout the publica-
tions, because it does seem to be a consensus from a lot of people,
Ms. Woodcliff and others, that the publications have been very,
very important. And whether it is budgetary reasons, or somebody
in the administration doesn't think that the statistics will be help-
ful to them, or whateverI suspect we arc talking about problems
here that don't originate within the Women's Bureau, but are im-
posed on the Women's Bureau from OMB or elsewhereit does
sound like for those reasons we have not gotten the flow of infor-
mation we should, and I would be interested in anything further on
that.

[The information follows:]
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Coalition of
Labor UnionWomen

The Honorable Barney Frank
U.S. House of Representatives
Washington, DC 20515

Dear Congressman Frank:

July 30, 1984

As you requested during My testimony last week on the Women's
Bureau, I have prepared additional comments about the publications
of the Bureau. I want to reiterate that the role played by the
Bureau as the central clearinghouse for economic and legal infor-
mation has been of particular importance to union women. It pro-
vided us with the documentation we needed to use within our unions
to have more attention paid to women workers. We distributed,
copied and quoted the statistics widely. We used the legislative
summaries to educate union members--women and men--about our legal
rights and about changes necessary in our union contracts. For

almost all of us, the Bureau is the only source of this type of
information.

To prepare the comments which follow, I used the handout,
"Publications of the Women's Bureau" which was included in a packet
we received at a Bureau constituency symposium held July 12, 1984.
That list is dated October 1983. I compered it to the Bureau's list
dated February 1982, which the CLUW Center included in its pub-
lication, Empowerment: A Handbook for Union Women (1982). I

also went through the collection of Bureau publications / have
,c.omulated over the years.

I have enclosed a breakdown of the publications based on the
comparison. As I stated in my testimony, 11 of the 44 publications
-n the 1983 list are dated after 1980.

The most obvious point is the almost complete lack of up-to-
date statistical information avhilable from the Bureau today. Since

January 1981, only two materials have been published (revised) which
contain statistics about working women: "20 Facts on Women Workers"

and "Economic Responsibilities of Women." These account for a total
of nine pages of economic and employment information. Adding the

append..es in Equal Daplo went Opportunities for Women: U.S. ,

Politic ," raises the total to 27 pages. In comparison, between
1977 and 1981, 110 pages of data and analyses were published, and
in 1975, the 435-page Handbook, on Women Workers was published.

Center for Education & Research _____,

7000P Street.M1775-1-S- Wohir;gro-r-1..i5C-200736 (202) 296.3408



With regard to the Handbook, we understand that the new edition
is to be ready in August. In the 1980:publication, "brief Highlights
of Major Federal Laws on Sex Discrimination in Employment", the 1980
Handbook on Women Workers is listed se being "iv rem." (See attached.)
We will be anxious to see how recent the statio . are in the book.

Union women have pretty much stopped distributing "Brief High-
lights" since it contains i section on CETA. because the publication
hsemot been revised, it contains no reference to court decisions after
1980 regarding the right to bring charges under Title VII of the Civil
Rights Act, of discrimination in wages between "men's" end "women's"
jobs which are not the same. This 7page piece was very popular for
conferences and education program. The booklet. A Working_ Woman's
Guide to Her Job Rithte is much more thorough abast the 'awl, but at
a unit price of $4.50, it is not a resource most CLUW chupters or
local unions can distribute widely.

The JTPA and ERTA, and the child care changes rer tins from ERTA,
have been the only pieces of legislation described or ..nr.lyeed by the

bureau. The most glaring omission is anything about the Economic Equity
Act (although brief description was included in the N. .uh 1983 issue
of "Women i Work", a monthly publication of the bureau

Except for the booklet on careers in broadcasting, which was done
by the American Women in Rae, and Television, Inc., nothing has been
published about careers and job options.

All the conference and prograr odels tinted were held or developed
prior to 1981. Nothing has been published about the eymposiumr and

projects undertaken since then.

'he only recent publication which provi4es concrete suggestions
and assistance on an issue of concern to working women is, !Mama
and Child Care: Establishinglervices Through the Workplace. Tt.

ima edition of this guide was published in 1981 while Alexis Herman
was Director. The bureau revised it in 1982.

The final point to be noted is t t the prices charged for various
publications have been increased. For crimple, the colt of the Handbook

on Women 4orkers roue from $4.50 to 08.001. A Working Woman's Guide to
Her Job bights from $1.60 to $4.50; and JobBiiroWs for womenrihe 80's
TI&WF175 to $3.50.

We 4r, well aware of the budgetary limitations Jr' printing re-
strictions under which the bureau has operated. Deapite these, we

believe there hag been a conscious movement 4way from the Bureau's
important Oformation and analysis role. The decision to expend so
much of the bureau's funds on travel, conferences and meetings, rather
than on publications, is one on which we would disagree with Dr. Alexander.

I appreciate the opportunity to present these additional commente.
It you have any questions about what I have written, I would be glad
to answer them.

Enclosures

Sincerely,

Ellen D. Wernick
Executive Director
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rupiicatious of tne Women's bureau

NEW PUBLICATIONS

History of the Women's Bureau, 1920-1983. 1983

Employers and Child Care: Establishing Services Through the Workplace. 1982
(Revision and expansion of 1981 guidebook.)

Equal Employment Opportunity for Women: U.S. Policies. 1982
(Dr. Alexander's presentation at 1982 OECD conference)

Economic Recovery Tax Act. 1982
CASA: New Directions--A Program Model for Battered Women. 1981

(Description of CETA-funded model)
*Summary and Analysis of Job Training Partnership Act of 1982. 1982

(Not on list)

REVISED PUBLICATIONS

The Women's Bureau: Working for Equality in Employment for Women. 1982
20 Facts on Women Workers. 1982 (org. 1980)
Economic Responsibilities of Women. 1982 (org. 1979) 40r
Child Care Centers Sponsored by Employers and Unions. 1982 (org. 1980)
Federal Legislation on Day Care. 1982
(Replaced "Federal Child Care Legislation, 1976-1978.)

A Working Women's Guide to Her Job Rights. 1983 (org. 1979)
(This has been revised again and is just off the press.)

*Women on the Job: Careers in Broadcasting. 1984 (org. 1918)

(This edition is not on the list.).

DATED MATERIALS LISTED, BUT NOT REVISED

Charts: Most Wives Work to Supplement Family Income. 1980
Women Are Underrepresented as Managers and Skilled
Craft Workers. 1980

Most Women Work Because of Economic Need. 1980
Fully Employed Women Continue to Earn Less Than Fully
Employed Men. 1980

Facts About Women Heads of Households and Heads of Families. 1979
Women Private Household Workers: A Statistical and Legislative

Profile. 1978 (This was added to the list between 2/82 and 10/81)
Handbook on Women Workers. 1975
Women in Management. 1980
Brief Highlights of Major Federal Laws on Sex Discrimination in

Employment. 1980
State Laws in Transition: From Protection to Equal Status for Women.

1976 with 1978 addendum.

TITLES DELETED FROM 2/82 LIST

The Earnings Gap Between Women and Men. 1979
%Jesen's Bureau Outreach Projects. 1980

BUREAU PUBLICATIONS NOT ON EITHER LIST

Sources of Assistance for Recruiting Women for Apprenticeship Programs
and Skilled Nontraditional Blue-Collar Work. 1978

Women Workers Today. 1976 (Statistical data and analysis)
Working Mothers and Their Children. 1977 "

Mature Women Workers: A Profile. 1976
Minority Women Workers: A Statistical Overview. 1977 (Revised)
Employment and Economic Issues of Low Income Women: Repor'. of
A Project, 1978
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Title IX of the 1972 Education Amendments states that no person In the
United States shall, on the basis of sex, be excluded from participation ln, be
denied the benefits of, or be subjected to discrimination under any education
program or activity receiving Federal financial assistance. It has been
particularly effective in raising the proportion of women in law and medical
schools.

The Women's Educational E ult Act of 1974 authorized activities at all
levels of ucation to overcome sex-stereotyping and achieve equity for
women. The program was reauthorized in 1978 and expanded to provIde'that
appropriated funds over a specified level will be available for projeCts of
local significance to help school districts' and other institutions meet the
requirements of title IX.

How Women Can Assert Their Job Rights

Problems in getting a job or in coping with the job situation often can be resolved
through discussion with personrei officers or supervisors. In many work
establishments, grievance' procedures` are available under collective bargaining
agreements and formal equal employment opportunity programs. However, persons
who believe that they are victims of illegal discrimination are entitled to file a
complaint with the appropriate administrative agency,.

Most States have laws that prohibit sex discrimination in private and/or public
employment, and in some instances a Federal civil rights agency must defer to its
State counterpart in the initial attempt to resolve complaints. Both State and
Federal have limits on the time for filing charges of discrimination and on
recovery of wages owed. Therefore, it is Important that charges be filed
promptly.

* * *

Single copies of the following related publications are available without charge
upon request from the Women's Bureau, U.S. Department of Labor, Washington,
D.C. 20210:

A Working Woman's Guide to Her Job Rights. Leaflet 55. December 1978.
1980 Handbook on Women Workers. (In press).
State Labor Laws in Transition: From Protection to Equal Status

for Women. Pamphlet 15. 1976.
Publications of the Women's Bureau. Leaflet 10. 1980.

K3TE

This summary is intended for general information only, It does not carry the force
of legal opinion.

August 1980
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Mee of the Secretary

Womon's evreau

WesMington. C.C. 20210

Publications d the Women% Bureau

ABOUT THE WOMEN'S BUREAU

History of the Women's Bureau. 1920-1983. 2 p. 1983.

The Women's Bureau: Working for Equality in Employment for Women. Leaflet 1.
Folder. 1982. (Spanish translation available.)

FACTS ABOUT WOMEN WORKERS

Economic Responsibilities of Working Women. 6 p. 1982.

Equal Employment Opportunity for Women: U.S. Policies. 38 p.. 1982: $4.50.
029-002-00067-3*

20 Facts on Women Workers. 3 p. 1982. (Spanish translation available.)

Employment Goals of the World Plan of Action: Developments and Issues in the
United States. Report for the World Conference of the United Nations Decade
for Women, 1976-1985. 76 p. July 1980. $5.00. 029-002-00057-6

Women in Manaoement. 20 p. 1980.

Charts: (8-1/2 x 11 inches)

Most Wives Work To Supplement Family Income. 1980.

Women Are Underrepresented as Managers and Skilled Craft Workers. 1980.

Most liomen Work Because of Economic Need. 1980.

Fully Employed Women Continue To Earn Less Than Fully Employed Men. 1980.

Facts About Women Heads of Household and Heads of Families. 9 p. 1979.

Women Private Household Workers: A Statistical and Legislative Profile. 12 p.
1978.

Handbook on Women Workers. Bulletin 297, 435 p. 1975. $8,00. 029-016-00037-
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. CAKERS/J08 OPTIONS

Job Options for Women in the 80's. Pamphlet 18. 22 p. 1980. 53.50.

029-0n2-00059-2*

Women in Apprenticeship . . . There's a Future in It! Leaflet 58. Folder.

1980.

A Woman's Guide to Apprenticeship. Pamphlet 17. 30 p. 1980. 53.00.

029-002-90058-4*

Searching for a Job in the Construction Industry: Some Tips for Women. 5 p.

1979.

How To Get Credit for What You Know: Alternative Routes to Educational Credit.
4 p. 1979..

Women on the Job: Careers in Broadcasting. 26 p. 1978.

CHILD CARE

Employers and Child Care: Establishing Services Through the Workplace.

Pamphlet 23. 83 p. 1982. $5.50. 029-002-00068-1*

Child Care Centers Sponsored by Employers and Labor Unions in the United States.
10 p. 1982.

Community Solutions for Child Care 'eport of a Conference) 105 p. 1979.

**Training for Child Care Work: Project. rresh Start--A CETA Program Model,

Worcester, Mass. 48 p. 1979. $3.25. 029-002-00055-0*

STANDARDS ANO LEGISLATION AFFECTING WOMEN

A Workino Woman's Guide to Her Job Rights. Leaflet 55. 54 p. 1983. $4.50.

029-002-00066-5

Economic Recovery Tax Act: Selected Provisions of Merest to Women. 4 p. 1922.

Federal Lenislation on Day Care. 7 p. 1982.

Brief Highlights of Major Federal Laws on Sex Discrimination in Empluyment. 7 p.

1980.

Maternity Leave. Consumer Information Leaflet. 1 p. 1980.

Protection Against Sex Discrimination in Employment. Consumer Information Leaflet.

2 p. 1980.

Ban Against Pregnancy Discrimination. 2 D. 1979.
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Regulations To Help Open Nontraditional Jobs. to Women. Consumer Information
Leaflet. 2 P. 1978. (An explanation of the Department of Labor's regula-
tions on equal employment opportunity for minorities and women in the
construction industry and in apprenticeship.)

State Labor Laws in Transition: From Protection to Equal Status for Women.
Pamphlet S. 20 p. 1976. (Addendum through 1978 available from the
Women's Bureau.)

CONFERENCE MOOELS

Adelante, Mujer Hispana: A Conference Model for Hispanic Women. 39 p. 1980.

A Guide to Conducting a Conference with American Indian Women in Reservation
Areas. 1.7 p. 1978.

Women in Nontraditional Jobs: A Conference Guide--Increasing Job Options for
Women. 32 p. 1978. S4.50. 029-002-00057-7*

PROGRAM MODELS

**CASA New Directions--A Proaram Model for Battered Women. Pamphlet 22.
32 p. 19C1. 54.50. 029-002-00063-1*

Women Offender Apprenticeship Program: From Inmate to Skilled Graft Worker.

Pamphlet Zit. 66 p. I9E0. ss.on. 029-002-00062-2*

**Training for Child Care Work: Project Fresh Start--A CETA Program Model,
Worcester, Mass. 48 p. 1979. 53.25. 029-002-90055-0*

Native American Women and Equal Opportunity: How To Get Ahead in the Federal
Government. 81 p. 1979. '6.50. 029-092-00053-3*

**Oisplaced Homemakers: A CETA Program Model for Women in Nontraditional Jobs.

60 p. 1978.

**Denver: Better Jobs for Women: A Program Model for Women in Nontraditional
Jobs. 60 p. 1978.

**Boston: Nontraditional Occuoations Program for Women: A Program Model for
Women in Nontraditional Jobs. 79 p. 1978.

WUW--The Washington Union Women's Group. 25 p. 1978.

* Use th,. ,..e..ber when ordering publication from the Government Printing

Office (GPO).

** Although the source for fundino this program was CETA, which expired
September 30. 1982, the prooram format outlined in this model is still useful.
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Mr. FRANK. I am going to curtail my questioning now and turn it
over to Mr. McKernan, but we do have a vote and I don't think
that there is going to be much point in coming back.

Mr. MCKERNAN. I don't have but, a few brief questions, one of
which is to Ms. Stelck.

At the end of the statement that you read of AAUW, it sort of
bothered me a little bit when you are talking about the tactics of
the right. I take it that you are not really referring to the Women's
Bureau there, but you are just talking about tactics in general and
you are not calling into question Dr. Alexander's qualifications or
anything like that.

Ms. STELCK. I, again, am just reading the testimony for Dr.
Brown. The Right is capitalized, meaning the "New Right," it is
not referring to the Women's Bureau. What that statement is
trying to say is that when an administration or a group can defund
a program and make it look ineffective, and make it look like it is
not doing what it is supposed to do, then that gives very good
reason for saying, well, this program isn't doing what it is supposed
to do, we don't need to fund it anymore.

The concern here is that we really do need a strong Women's
Bureau; that to defund the Women's Bureau and to say it is inef-
fective would be a great mistake, and that our association and who
we represent greatly needs the resources of a strong Women's
Bureau.

Mr. MCKERNAN. I just wanted to make sure there wasn't any in-
ference there when you referred to a Bureau, really, being ineffec-
tive, that you were talking about the Women's Bureau and, rather,
you were talking about making sure, because of lack of funding,
that we didn't let that happen in this particular case. And I think
that we all probably agree with you, that we can't allow that to
happen. I think that Dr. Alexander would also agree with that.

Ms. Thomas, just one more question. I was concerned that the
union women were left out of that symposium in 1982. Have you
ever had any discussions with the Bureau on why that happened,
and whether or not that is going to be rectified in the future?

Ms. THOMAS. We sent a letter to Dr. Alexander, and in reply she
sent Dr. Annie Neal, her special assistant, to one of our meetings,
at which time she explained there were to be these other sympo-
siums; and at which time we were told we would be included in the
future, it had not been a slight.

But as I pointed out, there were no other symposiums.
Mr. MCKERNAN. I have no further questions. Than you.
[The prepared statement of Ms. Riordan follows:]
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VATEMENT BY KATHIJDMI RIORDAN TO THE IKNORABLE BARNEY FRANK, CHk/11, AAA i HOUSIING

stmeparrrEE, OWEDITEE O1 GOVERYkiT OPERATICtIS, ovEmair imams, JULY 26, 1984.

N

In youtletter requesting a statement for this oversight hearing, you asked for informs-

about the e and major activities of a Women's Bureau Regional Administrator. FromT1

November, 1974, until September, 1980, (and fran October, 1981, until February, 1982),

I worked as Regional Ackninistrator in Region III, Mid-Atlantic Region, located in Phila-

delphia, Pennsylvania.

Wm you to have an accurate picture of the taxmen's Bureau, a little history is IX43313:1;

because the Bureau was a federal agency that differed substantially from other govern-

Rental agencies. This was, in pert, because of the size of our "Congressional mandate"

(amorous) and, in part, because of the size of the agency fminiecule). With a combined

national and regional staff whose numbers hovered between BO and 100 people, ms took on

the tasks of our Canressional mandate; i.e., to be the "official federal resource on the

needs of working women." Given the dramatic surge in wanan's workforce participation in

the 1970s & 1980s, Congress's 1920 mandate was never acmtmqauihal by adequate resources.

Even in governmental "good times" there was little "fat" to trim from the teen's Bureau

budget -ewe were always on a starvation diet! Yet, virtually all staff were committed to

the goal of advocacy for working women, so we always learned to make the most of ex-

tremely limited resources.

As swayers, the Regional Administrators' stketantial responsibilities were accavanied by

an equal degres of independence and autancpy. Creativity and irgenuity were encouraged

and supported; parlaying limited resources to broaden their impact was our "modue oper-

andi." All of these qualities were respected and valued as intrinsic to a "team effort."

Our opinions and ideas, whether they ooincidemiwith or differed from those of the agency

Director and senior staff were heard and often given consideration. There was en atmor

sphere of healthy debate which generated sore ideas and many innovations. The Dize, ors

I worked for from 1974-1980 recognized that in a small agency with such a large mandate,

people function most productively and creatively when staff is free to draw on all of its
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talents and abilities.

New and flexible work arrangements were not only advocatodfor women in the larger

workforce but also practiced within the Bureau itself. Flekble hours, part-time employ-

ment, and jab - sharing, such as that done in the San Francisno\regional office, were

ways that enabled us as staff to reach many ocrmunity-based wuneir and their organizations.

Our work hours, for government bureaucrats, were, indeed, highly i ar, involving

much evening and weekend time. This was one of the tough parts of o jobs, especially

in the regions, but it was something we understood: the schedules of rican working

women struggling for equity do not necessarily conform to the standard aucrat's

B:15 am to 4:45 pm workday, and this flexibility enabled us to serve diverse\populations

in a variety of ways and places.

In Region III, this meat working with a range of women and men h.ving different p iori-

ties--Jobe, training, Lace and age discrimination, child care, safety and health, of

tive action, pay equity. Th ,e served included women seeking economic resources for

West Virginia mining and farming communities and fledgling building trademiaten in Bal-

timore, Philadelphia teenagers breaking barriers in the previously "male only" world of

vocational education programs and black women in Virginia struggling to gain access to

and equity in CETA programs. There were women working in minimal wage f_ctory and ser-

vice jobs seeking a way out of the cycle of dead-end jobs; %m en teaching all day, then

exploring, at evening or week-end meetings, ways to end sex stereotyping in the class-

rpm; trade union women examining issues they faced at their workplaces and within their

unions; displaced homemakers pulling their lives back together after suffering economic

and family disruptions. This list, which could continue indefinitely, is intended to

demonstrate the point that in meeting our legislated commitment of "advocrcy for . orking

woman," it was our responsibility to meet constituents' needs not the bureaucracy's

convenience.
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Though staff was concerned about the needs of all working women, our severely limited

resources meant that priorities were set in order to concentrate on those women who would

be otherwise unrepresented. While we in Region III did work with business owners, women

in corporations., and many other 'professional" women concerning their needs and goals,

our involvement with than was limited because they had more resources from which to draw

their support.

Both Caurnen Maymi, Women's Bureau Ilrector appointed by Gerald Ford, and Alexis Herman,

appointed by Jenny Carter, helped channel agency resources so that staff could more ade-

quately assist poor women, minority waxen, and working class women, whether black, white,

Hispanic, rural or urban, develop paths to ecor, 1 independence. Long before the "femi-

nization of poverty," was an acknowledged concept, we in the Bureau were aware that Met

of the American poor are women and their children. In 1975, we began acting program- -

matically an this knowledge. Between 1975 and 1980, we devoted an increasing proporticn

of our limited nat nal and regional resources to address the problem.

Now this is not to say that life in the Wbmen's Bureau was "sweetness and light."

Staff and management didn't always agree no different from anywhere else people work.

As field staff, we often had complaints with the National Office- -about policy, about

resources, about paperwork, about staffing, about personalities. As I mentioned in the

beginning, there was a willingness to air, and often settle, differences; for the most

part, we were a pretty outspoken bunch! Since the diange of Administration in 1981,

that has changed.

My on-the-job tenure with the Bureau and the current Administration has been limited:

after taking a one-year educational leave in 1980-1981, I returned to the Bureau for the

period of October, 1981, to February, 1982, under circumstances which, although related,

are too complicated to describe here- Since then, I have maintained relallanships with

staff colleagues, and, more recently, have communicated with Gay Cobb and Madeline Mixer

2 13
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regarding their dismissals from the Bureau's San Francisco Sogional Office in the fall

of 1983.

It would be easy, in recounting the changes that have occurred in the Bureau since 1981,

only to describe the daily indignities experienced by the Bureau's staff and itsconstituents,

and, in so doing, to sound carping and petty, however, the changes that have occurred

reflect not only dramatic policy shiftA but also a management style that is contemptuous

of staff and their abilities and of constituents and their needs. This coMbination has

resulted not .valy in damaged lives but in a politicization process by Warren's Bureau

administration that is totally inappropriate in the Federal Service.

These changes are also serious because of their lnpaot on the agency's effectiveness and

on the average taxpayer's ability to use the services of the Bureau. These phenomena

cannot be separated from the clear direction taken by this Administration toward governmental

agencies (three with social policy goals), their programs and their employees--rendering

the programs ineffective or nuemistent, then slashing resources, and, in the process,

sc.! looting federal workers. It is clear to me that the Warren's Bureau has not escaped

that trend--in its edirinistration, in its shift in program priorities, and in its man-

agement style.

111romeh its current Director, the Women's Bureau hen abdicated its long-established leader-

ship role among working women Ind their organizations. She has failed to demonstrate a

grasp of the issues working women confront in the 1980s. For example:

Although the Bureau pioneered work on "comparable worth" and has advocated it as
a part of the solution in closing the "earnings gap," the Director, in an inter-

view with the Bureau of National Affairs earlier this year professed that "...it's
too early to tell what all this 'comparable worth' is all about." Such an out-

rageous response reflects either a serious deficiency in her information or a con-
scious expression of the Administration's antipathy torend working women's priorities.
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Plueiam priorities have also undergone drastic shifts, to a much greater degree than was true

in previous administrations. Some exy6lest

As I described above, the Bureau', earmitment to the average American Nftimur . .clog

women, minority wanes, poor women, working mothershad been established. Owing my
brief 1981-1982 stay, there were informal directives given to staff to decrease our
program muniments to low-inoome and .overage working women. In the 21/4 years since I

left, this pressure has intensified, and it is my understanding that several regions

have had such activities seriously curtailed. The emphasis has instead focused

heavily on the interests and needs of women working in corporate manageuent and women

owning their an businesses.

In this trove to serve the "upscale," traditional ties with labor union women and
their organizations have been seriously weakened if not severed. These ties had

given Bureau staff aocess to union women at the national and local levels. More

specifically, ending the relationship with Washington Umion Women has angered union
wallet and has diminished the goodwill and cooreraticn that had existed for years
between the Bureau and trade union women's groups.

Every President since 1970 has endorsed ratification of the federal Equal Rights
Amendrent as a step in improving the status of American waren. During this Admini-

stration, the Women's Bureau ordered the Regional Office to dispose of Leaflet #1,
a brochure which mentioned the ERA as an issue of importance to waren. The order
was rescinded after most regions had follcwed through on the directive. Regional

Administrators were arkrcnished not to discuss the ERA--and other "sensitive" subjects
like affirmative action or abortion--in our speeches, presentations, or workshops.

This acturrulaticn of policy and program shifts and the manner in which they were instituted

have, in ture, most seriously affected these staff members who questioned the changes

sane were intimidated, sore were isolated, some were eventually dismissed, some left.

No longer Isrstaff input sought and respected in a serious way. No longer does an atno-

spheee of healthy discussion, much less debate, exist. Gone is the sense of enthusiasm;

gone is any sense of humor; gone are the spirited talks of ideas and innovations. In

fact, gone is the spirit. Low morale is pervasive.

One striking memory I have from the 1981-1982 period is that of the ritual of "staff

conference calls." The method Headquarters used to inform staff of policy changes during

those calls was a "roll call." A particular directive would be given, than it was fol-

lowed by "Is that undeestcod? Region I7 Region II? Region III7...etc.." With such

2
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an approach, no one dared ask questions or debate issues--and risk being shot down?!

So much for participatory management and team approaches.

It was as if this new group of managers,
unsure of their own competence but aware of

their authority, felt it neoesaary to exert
nearly total control over the rest of the

staff (us), when they saw not as colleagues but as enemies. Regional Administrators were

denied the little authority we had--from planning work schedules according to consti-

tuent needs to overseeing some of the Region's daily operations. Mork hours were limited

as much as possible to 8:15 am to 4:45 pm so that, in my opinion, RAs could be more easily

,monitored and thereby controlled by the senior staff in Washington. In its rigidity,

this management system was inefficient and
counterproductive; in its arrogance, it expected

constituents to oonfonm their schedules to those of
the bureaucracy. At the same time

our arcetences and Abilities were
accorded no respect, we were expected to be "team

players." It was clear there was no equality on their teamit was more like being in

the army than any team I've ever played on.

Fran the beginning, there was an antagonism
toward the job-sharing arrangement in San

Francisco. in October, 1981, we in Philadelphia proposed a similar arrangement in order

to avoid a layoff. We based our proposal on the way job-sharing was being done in San

Francisco and were curtly advised that Region IX was not a good model. Our request for

a more analytical response was, not surprisingly, rejected.

When the Region IX job-sharing had originally been
announced, there was an air of enthusi-

asm and interest by staff (and management at the time) because not only was it, an emi-

nently sensible approach to the set of circumstances,
but also it gave the Bureau a chance

to take the lead in instituting
alternative work patterns (under the Federal Employee

Part -Tine Employment Act of 1978) .

The new administration's response was not rational. Ultimately, aay Plair Cobb and Made-

2 4 6
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line Mixer were fired, although each of them has a reputation for integrit. and compe-

tence and each had significant commitments to the goals and the work of t in Bureau. Dis-

missing two of the most competent players is hardly the way to build a good management

Lem. It may be out of place for me to offer this next opinion, but I will risk it.

Based on my observations of the developments of the past three years in the Women's

Bureau and in the Labor Department, it is my belief that the current Women's Bureau

fired ctiobin particular, 'for political reasour i.e., her close working relationship-,.

with the previous Director was the reason although "management rights" was used as a

pretext. Her "loyalty" to the ne. Director was questioned; she was accused of not being

a 'team player." Such charges seem rooted in the accuser's own insecurity and style rather

than in fact.

Gay cobb had been a Regional AdministratOr in the Atlanta WB office since 1974 and had

carved in Val luxviguarters prior to the job - sharing arrangement. She had demonstrated her

ability to work effectively, as a career civil servant, in both Republican and Democratic

atkiinistraticns. However, the current Bureau Director does not seen to comprehend that.

as career employees, Regional Administrators are covered by civil service regulations and

are noc her political appointees.

Those of us committed to the Women's Bureaa and its long-established goals do b- a ii-

lemma in raising the problems that we are discussing with your subcommittee. . it

is unportant that you Publicize the findings to the public and to your colleagues in the

Congress (the Director's appointment is one that's confirmed by the Senate), I must also urge

you not to mu:emend any curther weakening of an agency that is seen to be acting Inap-

propriately. American woven still struggling for ea:1:mi:: independence UM a strong

adiarAtt, in the federal system, and since 1920 the Bureau has done that well. With Stale

Chdfg, it could continue the fine work that scat of the staff remains dedicated todoing.

2P-t4C-- 4d5d40-,
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Mr. FRANK. Thank you. I think both of us would like to ask fur-
tilt:I' questions but in deference to your patience and the fact that
we do have to go and vote on school prayer, of all things, we are
going to adjourn this hearing.

My very deep appreciation to all who participated, and my apolo-
gies for the delays we imposed on you, but I do think it was worth-
while and I am grateful.

[Whereupon, at 2:15 p.m., the subcommittee adjourned, to recon-
vene subject to the call of the Chair.]

213



APPENDIX

MATERIAL SIAMIITED FOR THE HEARING RECORD

U.s.DE:)ARTMENT OF LABOR

SZCNCTARY Of LAWN
WASHINGTON. AC.

December 10, 1981

SECRETARY'S ORDER 7-81

Subject: Coordination and Direction of Department
of Labor Programs Affecting Women

f ...

1. Purpose. To reaffirm the role of the Director of
the Women's Bureau (WB) for ensuring effective coor-
dination among Department of Labor (DOL) agencies on
matters that relate to or may affect the interests of
working women, and to delineate the responsibilities
of DOL National and Regional officials in this area. .

2. DArez.tives Affected. Secretary's Order 12-80 is
canceled.

3. Background. The Women's Bureau is the single unit
at the Federal Government level exclusively concerned
with serving and promoting the interest of working women.
Through the years the scope of the Women's Bureau's con-.
cerns has expanded significantly until today the Bureau ,
is addressing itself to the multiple roles of women in
the work force and-in our society at largo. The Bureau,
through direct relationship with designated agency liai-
sons at a policymaking level, deals with the many policy
issues affecting women which out across DOL agency lines.

4. Pole Ar
. It is the policy of the Department of Labor

that all of its activities and programs that relate to
or may affect the participation of women in the Nation's
work force or in the economic or social development of
the Nation be coordinated with the Women's Bureau at
the National and Regional office levels. Thiscodrdina
tion is not limited to ensuring adherence to nondiscri-
mination but involves reviewing DOL policy, programs.
research, evaluation, and materials to assure that needs
of women, particularlyworking women, are being properly

eddreused.4

D/nRIDUT/ON: SO-1

(245)
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5. Assignment of Responsibility

a. The Director of the Women's Bureau is the
principal advisor to the Secretary with respect to
the interests and concerns of women. The Director is
responsible for ensuring coordination among DOL agencies
on matters or programs relating to or affecting women,
and, subject to appropriate coordination with members
of the Executive Staff, responsible for representing
the Secretary on matters'relating to women with Federal
and State agencies and other appropriate governmental
and private organizations.

b. Heads of DOL Agencies are responsible for coor-
dinating with the WB on policies and programs which
impact upon women. This coordination shall be inclusive
of, but not limited to, the followings

(1) Consulting with the WB in the develop-
mental stages of the preparation of policy materials,
e.g., regulations, standards, and other material for
publication in the Federal Register, proposed legisla-
tion, and congressional testimony.

(2) Providing the WB up-to-date information
concerning developments relating to policies, plans,
projects, studies, evaluations, proposals, and programs.

(3) Utilizing the expertise of the WB in
staff consultations, task forces, meeting and conference
invitations, seminars, training sessions,, and similar
activities.

(4) Informing the Secretary of Labor and the
Director of the Women's Bureau of the staff member(s)
at the policymaking level designated to maintain liaison
with the Women's Bureau for this coordination.

c.. DOL Regional Administrators and other Regional
Agency Heads, subject to the directions and gUidance of
DOL Agency Heads, are responsible for coordinating their
regional policies, programs and activities which impact

unon women with the wp Regional Administrator. This
coordination maybe accomplished in various ways, namely

through the structure 'of the Regional Committee on Acti-
vities Affecting Women (RCAAW) if retained by the WB
Regional Administrators or the Regional Execut:Je Com-
mittee (RUC): or the designation of a key staff member

2 5
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as liaison to meet periodically with the WE Regional
Administrator on all matters affecting the coordination
of programs and activities affecting women. Coordina-
tion shall be inclusive o2, but not limited to the
following:

(1) Providing the WB Regional Administrator
up-to-date information concerning developments relating
to policies, plans, projects, studies, evaluations, pro-
posals, and programs.

(2) Utilizing the expertise of the Women's
Bureau Regional Administrator in staff consultations,
task forces, meeting and conference invitations,
seminars, training sessions, and similar activities.'

(3) Consulting with the Women's Bureau
Regional Administrator in the developThent of regional
issuances, regional policy guidance, and similar items.

d. Regional Administrators, Women's Bureau, are
responsible for:

(1) Advising the DOL Regional Agency Heads
with respect to the concerns of women.

(2) Serving as a.member of the Regional
Executive Committee.

e. Regional Representatives are responsible for
consulting with the WB Regional on issues
affecting women in conjunction with responsibilities
as the Secretary's Regional Representative.

f. The Solicitor of LabOr is responsible for
providing legal services in-Vissistance to the Director

of the Women's Burdiu and to all other DOL officials
relating to the implementation of this Order.

6. Exemption. This Order does not affect the DOL
Federal Women's Program whichis administered by the

Director, Equal Opportunity and Affirmative Action Programs,
Office of Absistant Secretary for Administration and Management,
.to enhance employment and advance opportunities for

women within the Dppittmant.

7. Effective Date. This Order is effective immediately.
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ONION HOURS OEMS WINK

*.C. 20515

RNIENONIE1071t2S-40311

August 2, 1984

Honorable Barney Frank
Chairman
Subcommittee on Manpower and Housing
Committee on Government Operations
Room B349A Rayburn House Office Building
Washington, DC

Dear Chairman Franks

111C411111
Atzn,

11

I regret that I was unable to attend your recent hearing on the
Women's Bureau in the Department of Labor. I am concerned
about the Bureau's decision to terminate a successful job
sharing arrangement in the San Francisco regional office. I

therefore ask that my comments on this issue be included in
the official record of the July 16, 1984, hearing.

With kind regards,

Si

PtrRICIA SCHROEDER
Chairwoman
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STATEMENT OF REP. PATRICIA SCHROEDER

I would like to thank Chairman Barney Frank for holding this

hearing on the Women's Bureau in the Department of Labor. I

appreciate the opportunity to comment on the job sharing

arrangement recently terminated at the Women's Bureau in the

Department's San Francisco regional office.

Until they were RIFed in November 1983, Madeline Mixer and

Gay Cobb had been co-regional managers of the San Francisco

regional office of the Women's Bureau. Between them, these two

women brought over 30 years of federal government experience to

the job. Madeline Mixer has served as regional administrator

since the San Francisco otfic, opened in 1962, and had been

successfully sharing the crs-regional manager job with Gay Cobb

since January of 1981.

The removal of Madeline Mixer and Gay Cobb as co-regional

managers is both an ironic and disappointing turn of events. It

is ironic because the job sharing arrangement was most

cost-effective for the government -- it was getting two workers

with different skills and backgrounds, one black and one white,

who were able to meet the needs of the Women's Bureau

constituency. For this experience and service, the government had

to pay only one full-time salary. The termination becomes even

more ironic because on May 4 of this year the Office of Personnel

Management (OPM) issued a new Federal Personnel Manual chapter

promoting job sharing and advising federal employers and employees

on how job sharing can be used in the federal government.

It, is disappointing that the new leadership of the Women's
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Bureau was not able to utilize and see tie value of the job

sharing arrangement in the regional manager position.

The OPM's strong policy on job sharing promoted in the new

Federal Personnel Manual chapter recognizes the value of job

sharing for both employer and employee. FPM 340-2 advised federal

employees that "job sharing can provide an agency with

considerable work schciuling flexibility." In a similiar vein,

OPM Fact Sheet No. 6 c i "Part-time Employment and Job Sharing in

the Federal Service" points out that job sharing "provides

management with extra flexibility since more than one employee is

able to perform the duties of a position."

Although the information released by the Office of Personnel

Management indicates that job sharing is one of the best things to

come down the pike in years, the message apparently did not reach

the Women's Bureau. Part-time work and job sharing are important

issues to men, as well as to women; to parents with family

responsibilities; to older workers approaching retirement, and to

younger workers who want to combine work with further study.

Moreover, the top recommendation of the White House Conference on

Families was a "call for family-oriented personnel policies --

flextime, leave policies, shared and part-time jobs, transfer

policies.".

As chairwoman of the Subcommittee on Civil Service, I chaired

extensive hearings on alternative work schedules. I am well aware

of the fact that job sharir. lends itself to sharing high-level

jobs. It is used in the p. , sector for very responsible

positions. I have attached a letter I send to Lenore

Cole-Alexander about the decision to terminate the job sharing

position in the San Francisco regional office.

That decision is a set back for those who recognize the value

of part-time employment and job sharing in the workplace. For

those of us who thought the Federal Employees Part-Time Career

Employment Act was finally taking effect, it is particularly

disappointing. It is indeed a travesty that the Women's Bureau,

of all federal agencies, has turned its back on the potential for

job sharing as a beneficial innovation.
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ilksblastes, ILL 20515
November 18, 1983

Dr. Lenore Cole-Alexander
Director, Women's Bureau
Department of Labor
200 Constitution Avenue, N.W;
Washington, D.C. 20210

Dear Cole-Alexander:
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MWOPPONNOMIL
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mucecourrrnatia
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I am writing to urge you to reconsider your decision to remove

Madeline Mixer and Gay Cobb as co-regional managers of the San Fran-
cisco regional office of the Women's Bureau on the basis that job
sharing is not feasible in a top management job.

Job sharing is uniquely fitted to high level jobs with managerial
and supervisory responsibilities. There is evidence that job sharing
can bring a more productive performance than would a single full-tiMe

employee. This is especially applicable to the San Francisco regional
office which is a small office with one secretary, in addition to the

regional director position. First, .he supervisory duties can easily
be managed by the two regional co- directors. Second 1-b sharing in

the office brings to the region the expertise and tt a of two capable
individuals, one with 20 years of government service ..ad the other with

10 years of.government service.

Employees are sharing responsible jobs in both the public and
privatesectors. Listed below are a few of these which require high
level managerial skills and in some cages supervision of large staffs.

President, New College, San Francisco
Deputy Director of Legislation, California Employment Development Departs.

Supervisor for Job Search Workshops, Employment Development Department

Director of Personnel, Sistel Corporation, Cupektino, California

Supervisory teams, Levi Strauss
Director of the Children's Center, Corning Glass
City Attorneys
Administrative Assistant to State Legislator, State of Wisconsin
Assistant Attorney General of Tennessee (formerly held by job sharers)

Office Manager, Stanford University Graduate School of Business

In 1978 I was the sponsor of the Federal Employees Part-Time Career

Employment Act which was enacted to encourage federal agencies to recog-

nize part-time employment as a legitimate form of employment for federal

workers in career positions. During extensive hearings we heard testimon
about the effectiveness of part-time employees and benefit:, to their

employers.

ifl
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Enclosed for your interest is a section on professionals and
supervisors as part-timers and job sharers from a book by Stanley
D. Nollen, Ph.D., Georgetown University School of Business Adminis-
tration entitled New Work Schedules in Practice: ManagingTime in
a Changing Society. I hope that it will be useful as you consider
the role of job sharers in high positions in the Women's Bureau.

Part-time work and job sharing are. important issues to men, as
well as women, to older workers approaching retirement, and younger
workers who want to combine work with further study. Moreover, the
top recommendation of the White House Conference on Families was a
"call for family-oriented personnel policies -- flextime, leave
policies, shared and part-time jobs, transfer policies."

A decision by the Women's Bureau to remove one of the most
successful examples of job sharing in the federal government would
be a set back for those of us who recognize the value of part-time
employment and job sharing in the workplace and worked hard to make
it a reality in the federal government. It would indeed be ironic
if the Women's Bureau, of all federal agenoies, would turn its back
on this very essential women's issue.

Sincerely._

/7C-414/e-C/4.1
PATRICIA SCHROEDER
Member of Congress.

Encl.

4
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OFESSIONALS AND SUPERVISORS AS PART-TIMERS AND JOB SHARERS

by Greif Meier

Many business people believe that part-time employment is not feasible
for high-level employees such as pnifessionals and managers. These jobs

a require great skill and long years of training inside as well as outside

the company. Managers have to be available all the time and know
what is happening in the workplace, it is argued. Continuity is impor-
tant, and so is G career dedication to the job.

Stereotypes of part-time employment do not fit this mold. But how
much of the exclusion of part-timers from high-level jobs is due to ill-
conceived stereotypes that are not true in fact? (There are plenty of
business people who equate part-time with temporary employment.) To
what extent is part-time employment really technologically unsuited to
high-level jobs? Is job sharing a good way to use part-time employees
in professional and supervisory jobs?

Let us look at a variety of examples of part-time and job-sharing
employees in high-level jobs to see just what kind of jobs they arc, what
kind of organizations they are in, and how these jobs are handled.

Part-Time Professionals

Part-timers, either as single individuals or as job sharers, are now prov-
g to be effective professional and supervisory employees. The most
amatic growth in part-timers employed by the federal government,

for example, has been in the higher-grade levels. Some eleven states
ye initiated programs to create professional-level part-time positions.
In the private secton numbers are smaller, although a few companies,
eh as Control Data, employ part-timers at professional levels

untants, programmers, and personnel administrators. In both the
vate and public sectors, part-timers arc administrators, analysts,
iners, social service workers, lawyers, engineers, librarians, teachers,

icians, and other health-care professionals. Some are it positions
king a great deal of public contact, positions rarely considered suit-
for less than full-time coverage. "Now that I've tried it for almost
r," the manager of a part-time supervisor comments, "I have to

it's possible."'
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One example serves to illustrate several of the necessary conditi
for success, Carol Greenwald served on a part-time schedule for seve
years as vice-president of the Federal Reserve Bank in Boston. S
explained:

In large part, it . . . worked because, while I am the official head
the section, I actually share my supervisory work with the other e
omist in it. Like team teaching, we have team management, with o
member of the team being slightly more equal. I also have brigh
well-motivated workers in my section who arc happy to take res
sibility for their work. 1 do exactly the same job I used to, but for
pay. I also work harder while at the bank. . . . And of course I
a lot of work home, which I also did when I worked full time.'

Working extra, being experienced and organized, having excellent_
staff back-up, and sharing responsibility, are some of the necessary con-.
ditions for effective performance by part-time professionals and
supervisors.

Based on Massachusetts state agencies' experience, part-time profes-,:
sional work is most easily performed well when (1) work is planned and
scheduled in advance, (2) few emergencies arise, (3) work can be
vied out independently (even within a team), and (4) work is on-site at.
in easily accessible geographic areas.'

Conversely, this report said that although no single characteristic
a job makes it impossible to do on a part-time basis, a combination 0
job characteristics taken together can make a job harder to perform
a part-time basis. Examples are frequent tight deadlines, supervis.
work which cannot be delegated, coordinating inside and outside the
agency, frequent site visits in short time periods, and lack of indepen.kt
dence on the job.

The difference between difficult and impossible often lies in the con':','
mitment and capabilities of the part-time employees. Part-timers in, /'
higher-level positions must be able to (1) set priorities to make the best
use of time, (2) consult freely to exchange information, (3) take initia--t:
tive for information and queries, and (4) act independently to avoid,
overloading supervisors. They must be well organized and possess good
communication skills. In general, they are experienced, often former
full-time employees.



256

For most part-time professionals, extra hours are an expectation just
for full-timers. "My guess is," comments a section chief at the fed-

Environmental Protection Agency, speaking of the part-time
essional she hired, "that she does as much work when she is not
at the office. She leaves on Thursday evening and comes back with

wealth of new ideas on Monday.' But part-timers need to set limits.
y can be assigned increasingly heavier loads and must learn how to
nguish between the normal periodic crises of administrative work
what may be inappropriate overtime.

art -Time Supervisors

time supervisors are best used when they supervise other proles-
als or highly trained staff, whether they are full- or part-timers. In

at is called a "consultative" model, supervisors act as advisers rather
n as overseers. "I don't plan or schedule their work," explains the
-time manager of a four-person research team which meets weekly

assess tasks. "We agree among ourselves on what to do and how to
it."' Part-time supervision is successful when subordinates are able
take responsibility. Both part-time supervisors and workers need to
n carefully n ensure a steady work flow over a long period of time.

organizati, needs to establish methods of communication between
ft-timers and other staff, either through meetings, memos, or posted

ules.
Supervision by part-timers is more difficult when work involves (re-
nt crises. Because work usually involves mandated deadlines and is
ject to constant emergencies, traditional first-line supervision is

usly far more difficult for part-timers. In these cases, authority
be delegated and the supervisor must be experienced and able to

ttfy the essentials bf the job. When first-line supervision also
ins coordination within the organization, it can be done on a part-
basis only when work is performed in accessible locations and can
ily divided.

ring in Managerial Positions

haring may solve and alleviate several of the difficulties apparent
n-time work in higher-level positions. Even more important, job
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sharing in professional and supervisory positions may often bring
more productive performance than would a single full-time employ

Job sharing is most effective in higher-level positions which requ
(1) liaison within and outside of the organization and other agenci
(2) field work in different geographic locations, or (3) time pressu
over long or short periods.

Three Mini-Cases. Among the job-sharing teams who supervise of
employees (usually full time) are those who hold positionsas office
agers at the Stanford University Graduate School of Business, the dep.
uty directors of legislation in the California Department of Employment
Development, and the directors if the office of personnel development-,
in a large eastern university. Team salaries range from $23,000 till
slightly over $50,000. Two of these teams are responsible for budgets of
approximately half a million dollars.

Take a look at these people's responsibilities and working styles to see",
the conditions that facilitate the successful sharing of these positions.

The office managers are responsible for the maintenance and space
utilization of a building which houses 1,000 employees, recruitment of
all nonexempt personnel, and supervision of 30 (mostly full-time) sec-':
retaries, word processors, and their own office staff. The two women
who have been sharing this position for over two years consider them*
selves interchangeable in dealing with all matters and have no apparent 1.
task division. They work consecutive daysone partner for three daysit
the other for two-and-a-half. They maintain a midweek four-hour overi-; -
lap and close communication lines with detailed notes. Because of theie;-:
equipment and building responsibilities and the ne,:d to keep in contact,
with all staff, both spend more time elsewhere in tf,le building than in:
their office.

The deputy directors fur legislation represent the department before
the state legislature, present positions on legislation, follow department14
bills through the process to enactment, and respond to requests for
information from legislators and constituents. These two women direct .
a staff of eight, including four analysts and support staff. They use an
alternating two/three-days-per-week schedule and specif...li-te in differ-

., ent task areas. One is more concerned with fiscal tz..tters and the other
with unemployment insurance. Each has special responsibilities for each
house of the legislature.
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0
The personnel directors are responsible for design, implementation,

evaluation of career and organizational development programs for

the university's 8,000 employees, including all levels of managers. They
rticipate in all personnel policymaking bodies at the institution. Their

office consists of seven professionals and three support-staff mem-
bers. These job sharers work the same hours daily. Their responsibilities
have grown from an original 60 percent time to the current 70 percent
time each. They consider their skills complementary and work in a
totally collaborative manner. Both are out of the office a great deal, at
meetings or at off-site training programs. They split many of these

ponsibilities, feeling that this allows the job function to be in more
than one place at a t ,e. They have considerable overlap time which
they find important to keep each other informed and to give feedback

work performance. Both are actually involved in all aspects of the
despite splitting many tasks.

Each of these positions is performed especially well because two
pah;e employees share responsibilities. All of these partners are

highly qualified and experienced. One of the office managers had been
working full time for 18 years in this position, the other for a shorter

riod in the same organization. The personnel directors, a married cou-
, both have strong backgrounds in orgarizational development and
d worked together elsewhere for several years. Of the two legislative
es, one had worked earlier with an Assembly caucus and had a
ng journalistic background. The other partner had held a post

'thin the department and brought more of a fiscal background.
The "consultative" model is very apparent in these job-sharing posi-

. Notice that all three positions involve responsibilities conducted
tside of the immediate office. The office managers are able to super-

in what they describe as a "hands-off' style, They find, as super-
, little need to directly oversee their 30 staff members, who arc

ted throughout the building. The personnel directors and the legis-
e aides (all of writ= operate in similar physical settings) make a
ger case, describing their style as "involving people in manage-

nt." The aides operate in as close to an egalitarian model as possible.
hold regular weekly staff meetings with a rotating chairperson at

h each staff person sets his or her own weekly priorities. Both shar-
do not attend the same sessisms, but are in constant communication

rn all the nuances.

2 9
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These job sharers as supervisors credit high-caliber staff with makingi,
this styl possible and rewarding. In the legislative aides' office, share
explain that the lead person below them is a staff manager who
responsible for the day - today work flow (a job formerly held by one o
the sharers). A mutual sense of trust, they maintain, encourages staff
development. Greater initiative and productivity result, one says, whe
supervisors are able to "look at the product rather than the system." t

Consensus between sharers who are supervisors is crucial. All emphaiti
size the need for communication and for the sharing of differen
(sometimes by dividing tasks), but also the importance of reaching
mon positions. To avoid any possibility that the staff will consider them'
as divided authority, they stress the absolute necessity of adhering to
joint decisions. As the vice-president in charge of the directors of per-
sonnel explained: "I know what one tells me will rt., -1,-nt a common,
position."' One partner points out, "I think it's sort of a myth that if
you have two supervisors, people would play them off against each ...
other. . . If the two supervisors agree anyway, it doesn't make any
difference."'

lob Sharing in Professional Positions

Job sharing in high-level, nonsupervisory positions also requires expe-
rienced and committed employees, management support, and, varying
with position requipements, cooperative partner relationships. .

Here are three mini-cases of positions which are better suited to two
job-sharing employees than to one part-time employee. These cases also ;.
demonstrate that some jobs are equally or better suited to two persona
sharing a job than to one person working full time.

Internal Consultants. The organizational development consultant in the
City of Palo Alto, California, is responsible for maintaining liaison
between the city manager and city department heads. The partner who
first shared the position with another consultant of complementary
background later helped to hire his replacement. The second pair.has,'
sine; been sharing for over two years. "Such a position," she explained.,
"woild be ditticu:t for one person full time because of the many bases
to be covered." Two employees arc able to split departments and "v irk
together conceptually" on common issues. Because style and orientation
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areespecially important, job functions are well covered by two employ-
ees of complementary backgrounds who frequently overlap to confer.

The fact that the city management is accustomed to job sharing is
important. "It's a sort of psychological contract," says one partner of
their acceptance by the 14 top executives to whom they report. The
sharers' different approaches do not invite invidious comparisons.

Physicians and Social Case Workers. Job sharing allows improved cov-
erage in other professional positions. It has proved especially advanta-
geous in those which are demanding and stressful, such as health elt.
and social service. In instances where responsibilities are easily d'
(such as by case load), job functions are more easily performer' do

job sharers. Unlike ordinary part-time employment, and someti-,es bet-
ter than full-time staffing, job sharing allows for extended coverage.
Extensive travel, when assignments are based on territory to be covered
in a single day, is difficult for part-timers. When job sharers are sched-
uled in week-on or week-off modes, there is sufficient office time for
follow-up work. Emergency coverage is also easier. "We can occasion-
ally cover for each other in crisis situations," says a social worker, "and
have come to know each other well enough so that we . . . implement a
continuous service to clie.itf even though we are not usually involved
pith all of them."

Although job sharers (like part-timers) io these and other profes-
sional positions are often called upon for extended hours, some find the
presence of a partner lessens the sense of pressure and gives "the feeling

having another resource and of wisdom when you feel yourself at
r wit's end.""

Two physicians who are anesthesiologists in a large city hospital show
t job sharing can be used even ;, typically high-pressure total corn-
tment jobs. "Although individual patient care is not really shared,"

ys one Gartner, "even when I'm not physically here, I feel that I have
tone wi.1 is committed to my patients." Their supervisor values

sense of teamwork. There is practically absolute communication
ten them. "And you can assume that on a given day one knows
thini the other one did the previous day or what anybody else

"" Most notably, this is not a singular example; a number of shared
ules of internships and residencidl arc being instituted throughout

United States.

0 t's
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Teachers. Teaching at the elementary-school level has particularlyi
attracted job sharers and school administrators. The earliest employe
of job sharers, schools arc now faced with fiscal stringency and teach
layoffs, and view job sharing as a way to accommodate staff who wish.
to reduce assignments and save jobs. Job sharing can yield cost savin
when teachers at different ends of the salary schedule are paired, and
when teachers cover for each other, thus eliminating the cost g
substitutes.

These hundreds of positions are now proving especially well suited to
job sharing because of qualitative benefits derived from (I) diversified
experience levels and the pairing of complementary skills, resulting in
versatility andand curricular strength; (2) retention of older teachers; and
(3) the energy level of teachers who are, as officials point out, "able to
spend much more time with the kids" and "go beyond their 50 per-
cent." One administrator points out: .

I a . . . our experience indicates that those who share jobs are
able to excite and enthuse each other. Our experience with part-time
teaching indicates that there is very little communication . . . even
though we do employ (part-timers), the results have not been as sat- .

isfactory as when two individuals will actually share the job
together.'

In teacher job sharing, the same criteria for success hold true: prin-:;
cipals supportive of sharing, partners with complementary skills who
are compatible and share the same teaching goals, and good commu- .

nication. Because these conditions have been present in a growing num-
ber of cases throughout the United States, sharing in the schools has.
proved especially successful. Administrators have found it possible to
deal equitably with the difficult matters of tenure which are specific to
the teaching profession.

College Teachers. Job sharing in college teaching has primarily beat by
married couples. Although part-time work is possible in many institu-;
tions, until recently it has rarely carried the possibility of commensurate
salary and benefits or the possibility of a regular, tenured appointment.
But these are sometimes; associated with job sharing. Organizational
conditions which initially appear complicated have been solved in var-
ious ways. Institutions have developed different types of contracts; sep-
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irate, linking, or jointsome temporarj, others move regularized.
Decisions on voting rights, sabbaticals, and even the sharing of office
space have been made the satisfaction of partners and the organii,a-
tion. Schedules include alternating semesters, joint courses, and divi-
sions in teaching, with collaboration on research. Administrative duties
have been performed both separately and jointly by sharing couples.

Equal professional competence and the ability to function as coop-
erative partners--necessary conditions for all professional-level job
sharingare especially important. The usual skepticism about the
value of part-time work is even more strongly articulated in the aca
demic profession than elsewhere. For this reason, too, high-level admin-
istrative support is a sine qua non. Because tenure is complicated, and
because these work settings are also often soc.al settings, successful job
sharing cannot be otherwise managed.

One of the longest-tum examples is that of the couple who have been
sharing an appointment in American history at a California college
since 1972. Originally their contracts were linked: in the case of one job
sharer leaving, the other had first refusal to take the position on a full-
time basis. This arrangement changed over the years, and both have
since been granted tenure at different times because of their different
qualifications. Both partners have offices, receive travel expenses, take
sabbaticals, and vote in faculty meetings.

As for being professionals, one partner says, "When we teach
together or have to make decisions together, we treat each other as col-
leagues. We work our courses, negotiate, compromise, do all the normal
kinds of things . . ." The institution is likely to find, as a director of
personnel commented regarding three couples sharing three full-time
positions, "There is no question we arc getting more than a full-time
person for each position. And we're getting two sets of talents."'

Replicable Conditions

ese examples of part-timers and job sharers in professional and/or
pervisory positions illustrate the two key special but replicable con-
tions required for effective job performance:

I. Positive attitudes on the part of managers and the willingness to
consider and support qualified, experienced employees, either as
part-timers or as cooperative job sharers, depending on
requirements,

2. Careful planning and consistent follow-through by both part.
ers and job sharers to (a) make the best use of work time,
ensure communication for daily and long-range performance,
(c) in the case of job sharers, ca make be. use of complement
skills.
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advocates for women
a women's economic development center

July 15, 19114

Rep. Barney Flank
Manpower and Housing Subcommittee
Committee on Government Operations
Rayburn House Office Building
Room B .140 A

Washington, D.C. 20515

Do. C:mgrpsgman

WED

.10Rf

I am the Executive Director of Advocates for Women, a nonprofit organization
that provides skills training, career counseling and placement services for
women and affirmative action recruitment services to employers in he San

Vranciaco Say area. As such, I have utilized thy resources of the U.S. Depart-
ment of Labor Women's Bureau Regional Office in developing programs that meet
the needs of women, particularly in the areas of nontraditional and technical
,mployment and service delivery to disadvantaged women and female heads of

households. I would like to submit the enclosed testimony for your Subcommittee's
oversight Bearings on the Women's Bureau scheduled for July 24,

I csn't tell you how dismayed I am by this Administration's ap sintment of
Lenora Cole-Alexander as Director of the Women's Bureau. At a time when the
press and the public Cr,' more and more supportive of the rights of working
wow'', Pr. Alexander has led the Bureau in a direction that is out of toukh

with the needs of working women and women such as displaced homema',ers, female
heads of households and other groups requiring, specialized assistance.

I .s sorry that I cannot be in Washington for the hearings and hope that the
euslosed tostimony will add to the evidence th at the Women's Bureau under the

kuT-rent Administrdtimi is failing to fulfill ,ts legislative mandate.

Ili4uk v"u tom tit,. oppolIimity to provide tct,timony on this it:pm-taw ..11.jvcl.

(t.

lNok II IVY hi r, ^,,,r

414 mason street san tnancisco, ca 94102 415/391-4870
40



TESTIMONY SUBMITTED TO THE MANPOWER AND HOUSING SUBCOMMITTEE,
COMMITTEE ON GOVERNMENT OPERATIONS, OVERSIGHT HEARING ON THE WOMEN'S BUREAU,

TO BE HELD JULY 26, 1984.

SUBMITTED BY: BARBARA WOODWARD, EXECUTIVE DIRECTOR, ADVOCATES FOR WOMEN,

SAN FRANCISCO, CA

Advocated for Women is n nonprofit women's employment organization that

provides skills training, counseling and job placement assistance to woen

in the San Francisco Bay Area, Our mission is to promote employment oppor-

tunity for women in nontraditional and upwardly mobile fields, We serve a

high proportion of low income women and female heads of households. The

training we do is primarily in the construction trades and technical occu-

pations such as electronics technician and office machine maintenance tech

which provide high wages at entry and opportunities [or advancement.

oor organization has worked closely with Region IX of the Women's Bureau on

many occasions. In 1982-83, we were awarded a contract from the Women's

Bureau to conduct a Bay Area wide Job Fair and Talent Bank for low income

women. The Job Fair was held in April, 1983 and the Talent Bank is still

in operation at our Hayward, CA office. We worked with Cay Cobb, the recent-

ly RiFed Regional Administrator of Region IX, to plan and implement the pro-

ject. We found her to be helpful and conscientious. The experience of work-

ing under contract with the Bureau was not altogether a positive one, however,

because of what we felt to be extreme control of details of the work performed

being exercised by the Washington staff of the Women's Bureau. Approval of

not only our brochure copy, but of the graphic design and layout had to com.

from Washington. This was not made clear initially. It became clear when

we were told we had to redo the brochure layout to conform with Washington's

wishes. Phis put on behind schedule on printing and producing the promotional

molerials And canned un to incur additional expense to make the required changes.

rh, final exasperating; blow came wirli the news that Dr. Lenora-Cole Alexander,

W110 was Advertised on the promotional materials as the keynote speaker, would

Rot he able to attend. As I
recall, we learned of this the day before the

event. Ur. Annie Neal of the WOmen's Bureau filled in for her and was well

received by the audience.

I
have gene into some detail indeseribing thin experience because it WAS tho

of oar awarenexs that xomething was terribly amiss At the Wom.n's

Bureau. Gay Cobb and Madeline. Mixer, who have been trusted advisors t. our

or,,anization for many years, were experiencing severe problems with their

.e -Art that their perfoe appraisals, iprivisors in Washing " " A F rmancton,A

Leered them "fully successful". The problems they were having wore based in

th, profound philosophical and political differences they felt with the Reagan

Administration's appointee, Dr. Lenora cole-Alexander, and her Administration

.11 the Women's Bureau. Under Dr. Cole-Alexander's Admiral-trillion, the Women's

11,.Y,AU has moved owav from its historical role of advocacy for the Tights and

n,odd III working women, women in nontraditional occupations, displaced home-

s:Tkrs and disauvautaged W1M111.

ldii lo going through the motions of advciiin y for women, the spirit of Ur. (oh. -

'Women's Bureau is one of hoosterism for the Ildagan Administration's

poll, i es which have been (in the opinion of our organization And most employment

otrs) . lone t, disastrous. A case in point is the Bur, ions coireo. AITA

!five which consists of offerin eonferences Around the country to ,ntoim

w ,,non Aboo the .1011 :1111111g I'a1Inership At t which replaced

,,t .ut 1011, 1 h1 11{..S ab0111' [hie 11111 1.1( I vv.

()
4.

n
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First of all, the Women's Bureau was not involved in advocating for women's
needs in the development of the legislation as one would have expected given

their legislative mandate. Instead, it was left to private groups such as
Wider Opportunities for Women and the Dinplaced Homemakers Network to testify
during the development of JTPA and push for language in the final legislation
that explicitly identifies female heads of households and displaced homemakers
us populations requiring specialized services and directing local PLC's to em-
phasize nontraditional employment for women, the kind of jobs that offer a

decent wage at entry to women who must support themselves and their dependee'.
children. Where was the Women's Bureau when this legislative process was occur

in g?

Second, the Bureau's JTPA Initiative was ill timed to serve the needs of women's
employment advocates who wished to utilize these federal funds to serve the needs

of women. The conference held in Sacramento on July 10 was too late to enable
women to participate in the funding process for Program Yeat 84-85 which began

July 1. Virtually all of the local funds had already been allocated by the PLC's

in February and March on a timeline mandated by the legislation. While the infor-

mation at the conference was useful, it would have been far more I.seful had it

been presented six months earlier to enable women's groups to participate more
fully in the JTPA funding process at the local level.

Finally, the conference embodied the "boosterism" for the Reagan Administration

that 1 feel is incompatible with advocacy for the interests of American working

women. The keynote address, given by Mrs. Quentin Wright of the Women's Bureau,
with its lavish praise of JTPA and its opportunities for women, completely.glossed
over the problems women have experienced in gaining access to JTPA funding. Her

glowing oratory before a group thnt had plenty of experience with JTPA funding
that did not match her claims left the audience feeling bitter and angry. The

guest panelists from the various California SDA's and from the Employment Develop-

ment Department were fdr more critical and frank in their assessments of the short-

comings and imperfections of JTPA and were consequently more helpful to me and

other women's employment advocates. Why wasn't the Women's Bureau responding to

the generally perceived need for legislative advocacy to amend and improve the

!TVA an it affecti. women's employment?

Illy most painlul symptom of the co-optation of the Women's Bureau has been the

RIFing of Gay Cobb and Madeline Mixer from their job-shared position as Regional
Administrators in Region IX. The whole process showed a cAlous disregard for

the long careers and dedication of these two fine civil servants. I first be-

came aware of the situltion when I received a Job Announcement from the U,S.

Department at Labor d 1 September 1, 1983 advertising a vacnncy for the pos-

ition of Regional Adm, ontrator in Region IX, Gay and Madeline's shared jub.

When I called them, they said they had not yet received formal notification of

the RIF but were expecting it. Their notification was received on September 14.

Local employment advocates have been appalled by the treatment of Gay Cobb and

Madeline Mixer, but are even more upset by the attack on the concept of jub-

sharing. The Women's Bureau position IS that the job sharing arrangement was
a management nightmare that hindered effective delivery of services in Region IX.

As a constituent, let. me say that ue feel we received far better service from
the combined talents of Madeline and Gay than we would have from a single incum-

b.nf Icause of their complementary background and experience. I alwayn found

to b. well informed about the activities and projects which the oilier was

arheading.

dtf
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Our concern is that by eliminating job sharing as an option in federal
employment, the Women's Bureau is sending a clear message to employers
that the government no longer supports such innovations that have made
possible the eatry of working mothers and others preferring flexible
schedules into the paid labor force. Thin is a serious erosinn of the
progress'made in the last ten years

Not only were Gay and Madeline unfairly treated but the constituents have been
left with an acting administrator for the last six months while the Bureau has
supposedly been conducting its search process for a new Regional Administrator.
Neither Gay nor Madeline were offered the full time position, which would have
been the obvious solution if job-sharing was the real issue. Instead, consti-
tuents in the Western Region have been confused and concerned by the delays
in selecting a permanent Regional Admninistrator. It is also our understanding
that the costs of staffing the Region with an Acting Admnistrator are far in
excess of the normal salary and benefits costs.

I am heartened to have the opportunity tonubmit this testimony and hope that
the oversight hearings will put the Women's Bureau on notice that it must
pursue its legislative mandate to advocate for the rights of working women
and that it should at all times serve as a model to private employers in its
positive and supportive treatment of its female employees.
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TESTIMONY

by the

COMPARABLE WORTH PROJECT

for the

MANPOWER AND HOUSING SUBCOMMITTEE

if the

COMMITTEE ON GOVERNMENT OPERATIONS

HEARING

on the

WOMEN'S BUREAU

The Comparable Worth Project is an Oakland, California

based resource center on the issue of wage discrimination

in women's occupations. Since 1980, we have been providing

information on this multi-faceted issue to women workers,

employers, unions, lawyers, universities, grass roots

organizations and many others. Our quarterly newsletter

reaches over 600 subscribers. Thousand of other individuals

and organizations have obtained publications we have

authored, including "First Steps to Identifying Sex and

Race-based Pay Inequities in a Workplace."

Since our inception, we have found the Women's Bureau

through its national anC regional offices, to be in invaluable

source of general information on women workers, as well as

parti;ular information on occupational segregation, the

male-female earnings gap, wage discrimination, and subgroups

of women worker's, including w Alen of color, older women

and female heads of household.

.61111a,
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We have prepalad these remarks as an organization

which has benefited greatly from the information and

support we have received from the Women's Bureau to

raise two issues of particular concern to us at this

time.

First, we are concerned about theoapparent recent

shift in the Bureau's activities away from its historic

and impor'.ant role in the collection and reporting of

data, not available elsewhere, on workforce segregation,

earnings differentials, and wage discrimination and

how these issues impact specially on women workers.

This kind of data enhances the dialogue and, ultimately,

encourages resolution of critical economic equity issues

for women workers wl..4ch must not be ignor%.1.

We cannot afford to have the Women's Bureau reverse

its traditional role as provider of this kind of information

at the same time that the poverty of women, including

paid women workers, is increasing dramatically. Indeed,

it would be more appropriate for this agency to expand

its efforts to shed light on these problems and hasten

their resolution.

Our second concern involves the "reduction-in-force"

action taken by the Bureau in September 1983 which remoeved

Madeline Mixer and c,y Cobb from their shared position as

Co-Ragional Administrators of the Western Region of the

Bureau, the region which serves our geographic area and

is headquartered in San Francisco.

2740
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The only explanation we have heard for this action

has been that the national office is "dissatisfied"

with the job-sharing arrangement. However, we are

inclined to believe that this particular action is itself

a reflection of the Bureau's retrenchment.

if the national office had checked with any of

the Bdreau's local constituency, we think it would have

found that constituency to be more than satisfied with

the work of the Western Regional office and its staff.

In fact, Gay and Madeline have demonstrated that

a job-sharing arranc!ement can enhance the work of the

Bureau by allowing it to roach, reflect and serve a

broader constituency and by bringing together a diverfrity

of energy, creativity and talent which is only avai able

when two (or mere) people work together.

In short, the effectiveness of the program tere

has been dramatically curtailed by this unfort4nate

and unexplainable personnel action. As you c nsider

the issues facing the Women's Bureau today, We urge

you to reverse this action and return Madeline and Gay

to the position that they shared. We also hope you

will act as quickly as possible to assure that the Bureau

will continue and accelerate its role of providing informa-

tion which can help eliminate wage discrimination and

poverty which face most women workers today. Thank you.

Vireinia Dean, Coordinator, Comparable Worth Project

July 17, 1984

27')
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TRADESWOMEN, INC. 'NOM
P 0. Box 40664, San Francisco, CA 94140

July 19, 1984

Mr. Barney Frank, Chairman
House Government Operations Subcommittee

On Manpower and Housing
Rayburn House Office Building, Room B-349-A
Washington, DC 20515

Dear. Mr. Frank:

In November 1983, Madeline Mixer and Gay Cobb, Co-Regional Administrators
of the Women's Bureau/USDOL, San Francisco, were RIFed. The reason
'given for their firing is that they were "job sharing." This lame excuse
(which is in opposition to both the Bureau's own support for work-time
options as well as the Federal Employee Part-Time Career Act of 1978)
is merely an attempt by the current administration to obscure harassment
of two effective women's advocates and diminish the effectiveness of the
Bureau.

As the onl. lency legislatively mandated to promote the welfare of women
workers, Ira San Francisco Bureau office under the direction of Mixer
and Cobb has consistantly been an advocate and suporter for working
women. Tradeswomen Inc., a 500 member non-profit organization, and other
groups assisting blue-collar women have received information, support,
and assistance from them. We have worked in conjuration with them towards
our mutual goals of helping women get training and find employment. To
remove Mixer and Cobb from their positions is an insult not only to them
d5 individuals; it is also a slap in the face for the /thousands of women
who have henefitted from their efforts to improve the/lives of women workers.

I am compelled to join the call for a thorough revii,w of the terminations
of Madeline Mixer and Gay Cobb. A full investigation of the facts will

reveal the retaliatory nature of their firings. Their prolonged and
continuing absence from the Women's Bureau is an affront to them and
detrimental to the women of this region. I urge you to reinstate both
of them to their positions as Co-Regional Administrators,

Sincere, )

I. Klerstead
Executive Director

27
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NITH SCIffla flfTWOPIS
Math/Science Resource Center
c/a Mills College
Oakland, California 94613
(4,Si 430 2930

July 19, 1984

Barney Frank, Chairman
Congriss of the United States
House of Representatives
Manpower and Housing Subcommitte of the
Committee on Government Operations
Rayburn House Office Building, Rm B-349-A
Washington, DC 20515

Dear Congressman Frank:

The Math/Science Network joins with other national and regional organizations
in wishing to give your committee information for consideration in your July 24
oversight hearing to review the operations and programs of the Women's Bur-
eau of the U. S. Department of Labor. As we expressed in our letter of Novem-
ber 18, 1983, to Lenore Cole-Alexander, Director of the Women's Bureau, we
were deeply concerned with the action that removed Madeline Mixer and Gay
Cobb from their positions in the Western Regional Office of the Women's Bureau.

Since the mid-seventies, Madeline Mixer has been a source of strength and
support to the 'netters of the Math/Science Network, a grassroots organization
which encou:nges women to study and work in the challenging world of tech-

nology. She has helped us grow from a handful of concerned educators to
over 1,200 scientists, teachers, parents, community leaders, and business
people who volunteer their services to correct the under-representation of
warren in mathematics- and science-based fields. I am enclosing a fact shef:t

about the Network.

Ms. Mixer has been instrumental in helping the Network gain local and national
visibility on the issues it addresses through inviting our participation
in panels, seminars, and conferences which she and Ms. Cobb helped plan.
She has also been supportive of Network programs, particularly our "Expanding
Your Horizons in Science and Mathematics" career education conferences for
secondary school young women. it'd-Western Regional Office was a rich source

of resource materials and networking contacts for us as we coordinated these
nationwide conferences.

Tne members of the Math/Science Network are alarmed at the loss of Madeline
Mixer and Gay Cobb from the Women's Bureau. They - and the office they ran -

were a source of strength to programs and people. We do not want to see
this strength sapped by understeffing and underhudgeting. Therefore, we

would urge your committee to investigate this matter carefully.

Sincerely,

11,__ok_ ')kki'

,)anMacDonald, Director
%91/Science Resource Center

2
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NORMAN P. ISHIMOTO

Corm itant

Employment & Merit S stems

July 16, 1984

Congressman Barney Frank, Chairman
Manpower & Housing Subcommittee
Committee on Government Operations
US House of Representatives
Rayburn Office Building, Rm n -349 -A
Washington, DC 20515

Dear Congressman Frank:

I understand that your Subcommittee will soon hold an oversight
hearing to review the Women's Bureau, US Department of Labor. I
am writing this letter to provide information that is pertinent
to your hearing.

I first became acquainted with the work of the Women's Bureau in
1973, when my office was located near its San Francisco Regional
Office. Ms. Madeline Mixer, 'Its Administrator, often informed me
of the economic problems of women in the working world. I was
then a personnel and equal employment opportunity specialist for
the US Civil Service Commission. I went on to hold administrative
and investigative posts in several Federal agencies across the
nation and overseas. Currently, I am a private consultant in
Federal employment matters.

In 1979, I returned to San Francisco to work for the US Merit
Systems tarotec...ion Board's Special ,Counsel and again found my
office near Ms. Mixer's. We tenewed our acquaintance and I

learned more about the Bureau's work in this region.

I was very impressed. In the decade that I have known her, nhe
spearheaded and advanced many successful, breakthrough projects.

Two of these projects are most familiar to me. The first was a
massive effort to recruit and place women in apprentice programs.
When I was a MSPB and Navy inveotigator, i had the opportunity to
meet or observe many tradeswomen. Most of those employees would
not have had their positions without her leadership.

A project of this type and magnitude was not simply implemented
after brief planning. In those days it required indoctrinating
public and private agencies across a very wide spectrum (from
conservative agency managers to radical feminists) to participate
and to believe that meaningful results were possible.

1901, I .ghtevoth Iran( is n. ( alifortilo 9.11 16
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Additionally, it necessitated working simultaneously with other
agencies and unions to rethink and rewrite regulations to enable
the program to succeed.

The second experience came when she talked me into volunteering
time (eventually many hours that also broadened my own hcrizons)
for a non-profit organization. This organization is New Ways to
Work, a San Franci..:co agency with affiliates across the country.
Ms. Mixer had an important role in fostering and advising it.

I realized how much she had done to lead employers - both public
and private - to restructure their work to accommodate parttime
and shared jobs. I spoke with many women who told me how their
livelihoods and careers were sustained by this concept advanced
by the efforts of such organizations as New Ways to Work.

For years, Ms. Mixer was personal proof to many people that the
Federal government was committed enough to advancing the status
of women that it had placed an able spokesperson in an important
post to work both within government and in the wider community.

In 1980, she decided to encourage the practice of the Federal
government's policy of shared jobs by-requesting it for her own
position. Thus, Ms. Gay Plair Cobb transferred c.rom the Bureau's
Washington, DC Headquarters to share this position. The advan-
tages to the government soon became apparent:. the energies that
each woman give to the job exceeded the 50% requirement. Further-
more, each had special talents to benefit the Bureau's work and
the employment r: its and opportunities of women in this region.

However, starting in 1981, I observed a series of attacks upon
Women's Bureau programs - from within! Making benign neglect an
obsolete concept, Headquarters withdrew delegations of authority
to this Region (and I presume to the others also). Of course,
obtaining Headquarters approval of formerly routine decisions and
commitments slowed down work and obstructed relationships with
other agencies.

Finally, in 1983, Headquarters initiated a peculiar change. Ms.
Mixer and Ms. Cobb found that their positions were not exactly
eliminated, but not exactly kept, either. As accustomed as I was
after 15 years of Federally-related service, this reduction-in-
force (RIF) was a classic of obfuscation.

Neither manager was accused of not doing her job, nor of doing it
poorly. Neither was told that she was not effective. Thus, it
was npt cstensibly an adverse action.

On the other hand, it was not a typical reorganization, either.
Nor for that matter did it fit the regulatory definition of one.

2 `,*1
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The position was not abolished. It was not part of any reorgani-
zation; the regional office continued to exist as it had. In
fact, neither incumbent was told in writing by a responsible
agency official WHY their two parttime jobs were abolished.

A single fulltime position was created to replace them. However,
Labor did not fill it: for the last eight months, an employee
from Headquarters has been "temporarily" assigned with per diem
expenses.

"Sham" is the only word that fittingly describes this RIF action.

As you are aware, this Federal region encompasses four states and
more than ten percent of the people of the USA. It is not diffi-
cult to estimate the deleterious effects of leaving this position
in limbo for the better part of a year.

The Congressional mandate for the Women's Bureau is not now being
met..

Here in Sari Francisco I am in a position only to observe limited
results of the decisions made by the Women's Bureau Director, Ms.
Colo-Alexander. I hope you will find it reasonable to subpena her
to justify her actions that so unnecessarily injure women in this
Region.

Thank you for this opportunity xlress my views. I hope you
find them of value, and I would e -_leased to help in any way
possible.

Sincerely yours,
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Barney Frank, Chairman
Manpower and Housing Subcommittee

of the Committee on Covernmcnt
Operations

Rayburn House Office Building
Rm B-349-A
Washington, D.C. 20515

Dear Congressman Frank:

1347 Massachusetts Ave., S.F.
Washington, D.C. 20003

July 20, 1984

RECM

JUL 2 SNIP

Just recently It came to m> attention that your Subcommittee will shortly hold
hearings on the operations nd programs of the Women's Bureau, Several years
ago I was the Coordinator of it CETA-funded program, New Directions for Women(NBW),
4lsed in Modesto, California. At that time, I had the privilege of working
w th Madeline Mixer who was then the Regional Administrator of the Women's

reau for Region 1X, New Directions for Women wa.f a program which tried to
encourage women to enter non-traditional job fields such as firefighter,
welder, and carpenter, so that low - Income women could enter higher paying
employment and avoid the stigma furl unhappiness associated with welfare programs,
I am pleased to say that we. were 'asonably sucessful in that endeavor.

Mrs. Mixer was lostrumental In bringing together staff members from the many
women's ymplovMent rend training programs then in existence in the State of
California so that we could exchange ideas, lo,n from each other, and work
together on issues of common concern. That .ear I spent with NDW,was one
of the most rewarding of my life. Mrs. Him.. was always avaJlable'for guidance
and good advice, for suggestions and links to other women's employment groups,
The enormous amount of support she provided to women's employment groups in
California enabled us to more sucessfullv open up lob opportunities Thich were
formerly cloged to women.

Perhaps I 5,1usIld adalt that when I began my work with Now Direet.ons for Women,
I had never heard e. the Women's Bureau. It onickly became for use a symbol
et all that can he geed and decent to government. I have been aware for some
time that its activities have been sharply curtailed under the current admInkfra-.
flop. 11 your Subcomittee can do anything to correct that situation, vour actions
will be appreciated by women all over America.

I

t

Ann Ilrda, Im
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August 1, 1984
4000 .Tunlaw
'.Iashington, ),.

U.3; Representative Barney Frank,Chairman
Manpower and Housing Subcommittee
Committee on Government Operations
Rayburn House Office Building, Room B-349 -A
Washington, D.C. 20515

Dear Representative Frank:

I was deeply interested in the Women's Muroau hearings hold
by your subcommittee last week./ was a 3uralu staff member
for 15 years, until I retired in 1977, and had responsibility
for the 10 regional directors.

The testimony that worried me WaS about the aste Commissions
that the Women's Bureau helped found. They wore very active in
most States in helping women get formerly male-only jobs, and
in bringing women's wages up to men's.

There was a very close relationship between the Commissions and
and the BUreauls regional directors. The directors always took
pay.t.in the yearly Commission meetings (paid for by the Women's
Bureau.)

Thelast several years,there were very few regiOnal directors at
the yearly meetings. This was because they took annual leave and
usedmoney out of their own pockets. I understand last year's
meeting in Washington had as leadership only the president of
the National Association of Commissions for Women, taking annual
leave and paying her own expenses, and two Bureau staff members
from the Washington office.

I dUrely hope that,in the future,the Women's Bureau will bay the
expenses of its regional directors and again have a clone and
valuable relationship with the State Commissions,

;Sincerely,

(c.ufs) narguenitsq.....Cilmore
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What Should the Women's Bureau Be Doing?

A Comail...; by

Mary Dublin Keyserling
Consulting Economist; Former Director of the Women's Bureau

July 26, 164
For The House of Representatives Manpower and Housing Subcommittee

I am clad to have had a request of the House Subcommittee on Manpower and Hous-

ing to indicate what I believe should be current and future activities of the Women's

Bureau. There are many which I believe are vital.

As of June this year, 54 percent of all our women, 16 years of age and older, were

members of the labor force. This is about double the proportion prior to World War II.

Today, over two thirds of our women from age 20 to 54 are labor force participants.

There is every tvidence that more and more women will seek jobs in the years ahead.

There are any problems working women confront with which the Women's Bureau

should be concerned and which it could do much to help ameliorate. The Bureau should

issue publicatioos :1 considerably ice numbers keeping the public informed as to

where women are in the economy and matters they confront which should be of concern.

One matter in the continuing concentration of working women in traditionally

female occupations which are relatively low paid, despite the rapid rise An their

labor force participation. In 1983, 98 percent of secretaries, stenographers, and

typists were women; 97 percent of welfare service aides, 96 percent of registered

nurses, 91 perceA, of hookketpers, accounting and auditing clerks, 89 percent of health

service wmrkee* and 83 percent of elementary school teachers. Today, more than one

third of emp . women hold clerical and kindred jobs; more than one quarter are sales

and service workers and laborers. While about a quarter of employed women are managers

and professional workers, about half of them in these occupations are in the fields

of nursing and health services, and teaching at the elementary and secondary levels.

About 80 percent of all women at work are in relatively low paid Jobs.

This concentratIon raises problems with which the Women's Bureau should be

concerned and informative and promoti.e of action.

281
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The. wage gap problem should be of special concern. In 1983, women's median

annual enrnings for year-round, full-time work were only 63 percent of those of men,

similarly employed. In the mid fifties, the percentage was 65 in cent. It 13 disturb-

ing that over n nearly thirty year period, the earnings of women relative to those

or men (In year-round, full-time work) should not have improved,

This is particularly surprising in view of the fact that ,eomen's educational

achievements relative to those of men have increased very imp' essively in recent years.

In P171-62 women then received half of all Bachelor's degrees awarded, compared with

',!, percent In 1171-72. They also received half of all Raster's degrees, up from 1$0

per 'eat 1.0"11.-72 (and from lens than 30 percent in the mid '50's). The change with

reeJpeet to Doctor's iegrees was even more impressive; up to 32 percent from 16 percent

Years earlier - a rise of 50 percent., (The -roportion women received in the mid -

;'n sins lett-, than 10 peree.it .) P. iu strange that these gains didn't do much to

t-o Wage trap.

Women with higher educational -xperience suffer tamest as severe a wage gap as
meal an

w-me: in - on"ral Compar!ug the /earnings of men snd women, egee. 25 and over,

u. h yravii of ! and who worked year- round, f411-time, the ratio was 62 percent

ly the same as in 1970. On the average, Omale '20ilege erad.,/aeo can

earn Aunt pc reebt less than men with only row. ytars of high school.

I r:fe.inionsl Women have a lesser wage gap than women in general The ratio of

'.e.iT median Parhings In 106.i was Pi percent of those of men, both working year-round,

Inin gni, wax even worse Ulu, it had been 10 or even i"0 years ,n11.ier.

"to w Tst occupaini,A1 w1411, gap in Wit was that for year-round, full-time women

w
oiipatiots; their median saLary income WW1 IP peremt that rit'

., ay._ teen ocirui developments that might have been expected to Improve the

rels...ve wage status of women relative to men. Among them is the fact that women's

; rapidly, Today, the average 20 year old young woman can

" wlk IT lore than 10 years, more than double, the woo, 1.1f" expo,' Ity-: her

r scut t liner wit I ell:m..1..1 In 1950,
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Tilt Women's Bureau should make speeches and publish materials to inform unmen

and the public in general of this severe inequity to which women are exposed. It hasn't

put out a Handbook on Women Workers for many years. In earlier years In the past this

was very informative and helpful. It should be renewed. It should alro release briefer

publications to keep the public regularly informed on women's statue.

The Women's Bureau played a significant part in the 1960's promoting the enactment

and effective enforcement of the Equal Pay Act (passed in 1963) and Title VII of the

Federal Civil Rights Act (passed in 1964) which prohibited discrimination in employment

on the basis of sex as well as race, color, religion and national origin. In a Bulletin

entitled "Equal Employment Opportunity for Won o: U.S. Policies," published in 1982,

the Bureau discussed the importance of promott.g the welfare Of wageeearning women

but emphasized self-help efforts e*4 voluntary solutions by employers. It did not

mention the current ineffectiveness of enforcement of statutes, including Executive

Order14246 which supposedly requires affirmative action on the part of Federal con-

tractors. It is hoped that in the future the Bureau will play a leadership role to

help counter the current situation.

As far an Is generally known the Bureau has not turned ita attention in addition

to equal pay for equal work to the desirability of comparable pay for comparable work,

an extremely important relatively recent public concern.

It was until 1981 that most court cases failed tuiless they related to equal pay

for equal work. That year the Supreme Court legitimized comparable worth claims under

Title VII of the Civil Rights Act Of 1964, That case was brought by Oregon prison

male
matron: who earned $200 a month less than/deputy sheriffs who guarded male prioners.

The biggest court victory thus far for the comparable worth movement was taut

December when a U.S. District Judge, Jack E. Tanner, in the state of Washington, ordered

the state government to pay its women employees $800 million to $1 billion in back pa;

and wage increases, saying that the state practiced "direct, overt and inatitutioual',ze,l-

lincrimination against Its women emAloyees. He ordered that formulas be worked out

raioe thr pay of the states women workers about 31 percent.

2c)(:) r3
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Comparable worth cases have greatly proliferated. The State of Minnesota, in

1982, also countered incomparable pay for comparable work for women, adjusting the pay

of some 8,000 employees. Some 18 additional statesare currently seeking job evaluation

studies of pay inequity.

Two years ago the House of Representatives held hearings at which a number of

witnesses contended that Federal pay scales were inequitable. This led to studies by

the Government's General Accounting Office to ascertain the extent to which women's

Federal jobs are underpaid. A few weeks ago the House passed a bill calling for a

study to investigate whether sex bias plays a factor in determining the pay levels of

. iederal workers. Regretably, Linda Chavez, staff director of the Commission on Civil

'Rights, has expressed "grave reservations about comparable worth." In general, the

Administration has expressed strong doubts abr the comparable pay issue, It is there -

fur unlik(ty that the Women's Bureau can be expectedko express a position relating

to it. But it should be hoped that it will be able to do so in time.

The Women's Bureau Should keep the public informed about changer in women's

earnings over recent years. Women work because they need the money. In 1983,

45 percent of all women in the labor force were single, separated, widowed or divorced.

Most of them worked to support themselves and their dependents. A considerable pro-

portion of the married women ,,ith husbandsprecent work because their, husbands' income;

are lean than they feel necesa..w to meet basic family requirements.

It is important to note that despite many factors which might have been assumed to

Inive increased women's wages, the median annual earnings of those who worked yeer-

r,,und, fa/!t-time, did not rise for a considerable number of years, measured in constant

dollars - that is, adjusted for inflation. Wages no adjusted and compared are described

as "real wages." In 1982, their real median earnings were actually 2 percent less than

ir. 1970 - a striking contrast with the decade of the 1960's, when they increased 23 pr-

cent. While 1983 data are not yet available, it can be estimated that the median

eorntr.:!; of women, that year, did rise a littk but exceeded the

con nt. puchaaing power by 6ly nbpvt one percent.

284
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Cross weekly earnings, measured in constant 1977 dollars, are reported for all

nonsuperviaory workers, men and women, in private nonagricultural induatriea. They

averaged $198 in 1973 and by 1983 they were down to $171 - a decline of 14 percent.

Actually, in 1963, average gross weekly earnings, measured in 1977 dollars, were $175 -

two percent higher than last year. It is estimated that women's average gross weekly

earnings, measured in constant dollars, have not changed significantly relative to those

of men. To have had the purchasing power last year of the majority of our workers

actually lower than they were twenty years earlier, has been a very disturbing happening.

Industrial production capacity has mounted very substantially over the last twenty years.

In the 1960's up to 1972-73, weekly average reel earnings rose, keeping purchasing

power advancing and assuring mounting sales of goods and servicea. But to have had real

average earnings in subsequent years lower than they were so many years earlier, has

been a major factor in producing the two relent serious recessions. When many people

have less money with which to buy goods and services, sales decline, unemployment

increases, and other economic problems follow, including diminished federal revenue

and much larger federal deficits.

These are developments that the Women's Bureau should report to the public. It

should work effec'ively with national women's organizations and Commissions on the

Status of Women and many other groups which are concerned with the need for raising

purchasing power, not only in the interest of women but for the benefit of the economy.

Little is said by the Women's Bureau today about changes in family living standards.

Many people have thought, in recent years, that with the rapid increase in the emplo-

ment or women, family living standards would have risen and poverty declined. This

has been very far from true. Median family income, measured in 1983 dollars, had

risen from 119,906 in 1960 to $25,317 in 1970 - an increase of 34 percent. But in the

1970's, real median family income went up and down slightly, and by 1983 had dropped to

it level i percent less than in 1970 - a serious problem. To have had

: n11:0 r I at i : aluctin capacity mount considerably over that period and to have had

median family income, in constant dollars, decline, is obviously a eause and result of

2 Q
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In 1982, among all married couples more than half the wives were in the labor

force - up from 40 percent in i970 and 30 percent in 1960. It seems strange that with

that sharp and steady .11e, the !eel median family income of such families was lower

In 1982 than 12 years earliK,r. Actually, for married couple families with wives in the

labor roe, their median family income which was $30,342 in 1982, wan 0.6 percent

less that. in 1970, measured in 1982 dollars, despite the fact tiatt the labor force

participation rate of these wives had increased more than 25 percent.

A more acute purchasing power decline wee that fur married 00Uples with wives not

in the labor force. Their real median income of $21,229 in 1982 was 8 percent less

than in 1970.

The median income of families headed by women was *11,481 in 1982 and it dropped

the fastest - down 9 percent from 1970, measured in constant dollars.

The women who head their own families should especially have the Bureau's

attention. Their proportion has risen very rapidly. In 1960, 10 percent of all

families were headed by women; the proportion rose to 16 percent by 1983 the number

rising from 4.5 to 9.9 million. The percentage of children in female headed families

increased from 11 percent in 1970 to 20 percent in 1983- representing one of five

children.

Black women heading families rose to 43 percent of all bled, families by 1983 -

more than doubling since 1950 - well over half of whom were in poverty. These families

are the most neglected In the country. Of the 9.9 million black persona in poverty in

198i, 6.7 million, or two thirds, were in families headed by women. It nhould be noted,

too, that nearly half of all black children under the age of 18 are poor. The Bureau

snould be concerned with the causes of these drastic changes which include high unemploy-

ment of black men, 20 years of age and over, (dearly triple that of white men), the

extremely high rate of poverty of blacks - 36 percent in 1983 vs 12 percent among

whites -, and the sharp reductions in social benefits, among other issues.

An especially important increase in the labor force participation of women has

beers that of married women with husbands pricnt and with children. Among those with

children aged 6-17 only, the rate considerably more than doubled from 1950 to 1982,

4 r,
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up from 28.3 to 63.2 percent. Those with children under six entered the work force

most rapidly, up from 11.9 percent in 1946 to 48.7 percent in 1982 - a more than four-

fold increase.

Today, more than half of all children under 6 years of age - about 10 million have

working mothers. The number has rtaen very rapidly over the years, and has increased by

more than 4 1/2edllion since 1970.

Far more day care facilities, and at affordable cost, havd become of great impnrt-

ance to working mothers, especially those with low income. A s' rioun problem for these

women is the fact that federal funding for day care has been reduced by about 30 per-

cent in the past few years, while the coat of care has risen cotiderably. Also

disturbing has been the elimination of federal day care standards. This the Bureau

should work to change. Most states have faced great difficulty n financing day care

licensing and tne maintenance of adequate quality.

It is estimated that as many as 6 to 7 million Fhildren from very young years

through the age of 13, and with working mothers, are unsupervised art or all of tne cay

Mothers who head their families have suffered especially, as ointed out above.

Presently well over 60 percent of them are in the labor force, and over 60 percent of

them have children. More than a third of these women are in povert .

The Women's Bureau is at present, a, over the past twenty year , concerned with

the need for increased availability of adequate day care for the children of uorking

acthers. It has recently published brief bulletins on federal legislation on day cage

and on child care centers sponsored by employers and labor unions in he U.S., and a

more-detailed pamphlet, "Employers and Child Cara: Establishing Services Through The

Work Place," used considerably in 1981 and updated and expanded in content in 1982. The

Bureau has concentrated its efforts on encouraging the establishment 01' employer-

sponsored child care systems. This is useful but only a very small pro ortion of

growing day care need can be expected to be reached by day care sponsorel0 by employers.

There were 26 1/2 million children under the age of 6 in 1983, about 50 i)ereent of

whom have working mothers, and the numbcr is expected to increase by 3 million

..ii thin !IV!, yearn. Pal t1 al. and full subsidies by the federal government 1ndor Title xY

2 (3 "1



284

WIN also help provide preschool care, as do Head Start and Title I of Elementary and

Secondary Education Act, and these programs, too, have been cut. With thp number of

children under 6,in need of care, rising rapidly and subsidien declining, one cannot

begin to expect employer action to counter more than a small part of the loon of service.

I would hope the Bureau will call a national day care conference to help generate

more activity on the part of organizations to increase awareness of the situation and

to push for an increase in federal, state and local funding, The two national conf-

erences co-chaired by the Women's Bureau and the Children's Bureau in the 60's did

much to generate strong congressional and other support for essential action.

Another Issue which should be of concern to the Women's Bureau, and about which

they should do much to inform the public, is the changing status of. older women aged

65 and over, the number of whom has increased very rapidly over the yearn 1960-1982.

!t rose from 9.1 million to 16 million, or by 76 percent, in contrast with the number

or men of this age, whose increase wan 44 percent. While in 1960, the number of women,

65 and over, was 21 percent more than that of men, by 1982 the differencErlias 48 percent.

To put it ani,iber way, while there were 8 men for every 10 women in this age group in

3960, by 1982 the ratio was lean than 7. The older people become,the mortal1tygap

urfans 9til1 more, leaving only 4 men for every 10 women among those 85 or older.

It is'not ourprising that far more elderly women, 65 and over, live alone, than

men - 6.2 million women an compared with 1.5 million men, in 1982. The number of comer

living alone has increased 59 percent since 1970, while the number of men rose only

7 uercent over that period.

One of the especially Interesting happenings to older persons is the change In

the relative into' e of older men and women. The median income of women, 65 and over, in

%9! $5,559. as compered with $9;/66 for men, a ratio of 57 percent. Measured in

dollars the median income of these older women has doubled since 1960, whereas

that of viler men rose about 71 percent.

17 percent of all women aged 65 and over were In poverty. Despite

rate ic pvverty has

,!"w rise in,i.vverty Gr all persons, since 1973, the percent of older womendeclined
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I would hope the Women's Bureau in the years ahead will speak about and issue

publications to ke,p the public more fully informed about the fact that poverty has

increased substantially over recent years, and has had its hardest impact on women.

In 1983, the number of all persons below the poverty line was 35.3 million, as ..ompared

percent,

with 23.0 million In 1973 - an increase of 53 1/Plexus Over those years, the proportion'

of all our people in poverty rose sharply from11.1 to 15.2 percent-a 37 percent increase.

In great contrast, between 1960 and 1969, 15.7 million people, including nearly 8 million

children, escaped from poverty as s result of economic growth, low unemployment. and

low inflation, improved income distribution, and the War on Poverty programa; The

poverty rate of persons declined45.5 percent.

The family poverty rate rose faster from 1973 to 1983'than that of persona - up

from 8.8 to,123 percent, a rise of 40 percent. This, too, is in striking contrast

with' the nine years 1960-1969 when the family poverty rate wax reduced by 46 percent.

Ovei 60 percent ,f all poor people, 16 years of age and over, were females,in 1983.

Of the elderly poor., ,ver the age of 65, 71 percent were women. The number of people

in poverty in families beaded by women was almost half of all the poor, in 103, although

their families constitutedlonly16 percent of all families. That year, 36 percent

of all families headed by Jomen lived in poverty, a rate three times higher than for

families as a whole. It should be noted, also, that the children in these families

represented ,
half of all poor children. In 1983, 55 percent of children in

families headed by women were in poverty - a truly disturbing matter.

Still another issue of serious concern is that although black families are only

11 percent of all our families, they represented 28 percent of all families in poverty,

nearly

in 1983. Of all black familiesda third were in poverty, compared with 10 percent of

white families. Also, of all black families, 43 percent were Landed by women, well over

half of which were in poverty. These families are undoubtedly the moot neglected in

the country. Of the 9.9 million black persons in poverty, 6.7 million, or two thirds,

were in far lies headed by women. And it should be noted, too, that nearly half of

all bla iren under 18 were poor.

2,Q r3
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An important study recently 1Pcle by the Joint Cusmittee on Taxation showed a

factor of importance in the poverty 'increase; famdlien.Adth poverty level incomes are

facing considerably higher tax rates than they did a few years ago - an especially

disturbing development in contrastwith the fact that high inc,me families are eiL)oving

tower tax rates. The Washington Post recently commented, "Poor people are paying more

taxes because payroll taxes have been rising sharply and because the administration's

tax program did not include adjustments in the features of the income tax code that

affect them most.. The 1981 tax cut reduced income tau rates, but it did not increase

wither the standard deduction or the personal exemption. As a result, the tax threshhold,

the- income level at which people must start pay,..g income taxes, has stayed constant-

while Inflation has rushed more and more people, especially those who work, into the

taxable income range. At the name time, the Famed Incpme TA. Credit - which sunplements

the earnings of the very poor families - has aeriously eroded in value."

in 1984, In consequence .1f these developments, it is believed that a family of

four earning wages below. the poverty level will pay 10.5 percent of Its very :'imted

resources in taxes In 1985, compared with 4 percent in 1978.

Some people, including a number in government, after the 1982 poverty figures

were released, argued that they were overstated because only cash income was counted,

and that the measurement of poverty income should also include :n -kind benefits such sh

Medicaid, Medicare, food stamps, and other social service ass:stance, Late in February,

this year, the Census released a study that totally contradicted that contention. It

reported than even when in-kind benefits are included as income, the poverty rate rise

even more sharply, in recent years, because benefits have been. cut considerably. It

is vniinuited that when the full market value of non -cash benefits were counted nincomn,

the number of people in poverty, so redefined, increased from 15.1 million in 1979 to

22.9 million in 1982, an increase of 52 percent, or substantially fasted;Anan when

on e' cash income was measured. This was not only due to budget cuts but also from the

NI lure or welfare benefits to keep pace with inflation.

A report of the House Wayn and Wang Committee pointed out recently timer he

lotr.dis,ing power of welfare benefits for low income families with children dropped

9 (4wi
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33 percent from 1970 to ti start of 1984. Using Aid TO Families with Dependent Child-

ren (AFDC) statistics, compiled by the Congressional Research Service, the House Com-

mittee pointed out that in current dollars average monthly maximum benefits paid to

families of four, with no other income, rose over that period, but when adjusted for

inflation the actual purchasing power of the benefits fell, by one third. It shuuld

especially be noted that 97 percent of AFDC clients are women and children and .4 bf 5

AF1X families are headed by women. It has been pointed out that *s a result of the

budget cuts and inflation, more than 325,000 families lost eligibility under AFDC and

another 325,000 to 350,000 families had their benefits reduced. Over 550,000 children

on AFDC were dropped between 1981 and 1982. ;t can be.noted that AFDC benefits paid

in the District of Columbia for families of four declined 41 percent in purchasing

power from 1970 to early 1980, 47 percent in Virginia, and 31 percent in Maryland.

Not only have many women suffered from AFDC declines, many have been removed

from Supplementary Security Income who are earners of low wages. Many were removed

from Day Care Assistance. Over one million mothers and children have been removed

from Medicaid. Over 1 1/2 million people were elindnated from Food Stamps Assistance

and of those still recipients, benefits were reduced by nearly one third.

Few women's organizations give any considerable time to help educate the public

about the impact of poverty on women and children, and the ;rice the public pays

because of its consequences. Information issued by the Women's Bureau in speeches

and publications would help to generate concern and action.

in the years ari%lar the establishment of the Women's Bureau in 1920, and continuing

throughout the 19601s, the Women's Bureau WAS concerned with minimum wage legislation

and its importance for women. Women were virtually the sole recipients of state minimum

wage laws ent11 1938. In that year the Federal Fair Labor Standards ,et was passed,

covering men and women alike. The Bureau had drafted model state minimum wage bills

covering women prior to 1338 and often met with state represeniat'ves to assist in

improvement of legislation. Following the passage of the Fair Labor Standards At

the Bureau's model state bills included men ea well as women, promoting emerded coverage.
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In recent years, the Bureau has not continued its activities in this important

field. It should in the future, for another factor which has increased the feminization

of poverty, in recent yearn, la the decline In the real purchasing power of the Federal

minimum wage, over two thirds of the recipionta of which aro women. The rate is now

$3.35 an hour. Measured in constant dollars, this rate is mom- then 30 percent less

than was the minimum wage in 1968 -very hard for a minimum %,age recipient to be that

much worse off. A mother of two children who heads her family and who receives the

federal minimum wage and in lucky enough to work year-round, full-time, is considerably

below the poverty level. I would hope tho Woman's Bureau would help the public

realize these problems, which it seems totally unaware of, and promote action to

alleviate the declining real income of many millions of women who are minimum wage

recipients.

There are other goals I would urge the Bureau to promote more intensively but

space does not permit. One final matter I would wish to mention is the desirability

of the revitalization of an Interdepartmental Committee on the Status of Women which

in its early years helped prompts the improved status of women in a wide range of

federal agencies.
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LILLEK UNIVERSITY OF WISCONSINEXTENSION

430 AND 433 LOWELL HALL 610 LANtIDON STREET MADISON. WISCONSIN 63708

WO1EN'S EDUCATION RESOURCES

Kathryn F. Clarenbach
608/282.2576

July 6, 1984

Marion L Thompson Constance F Threinen
808/262.8774 608/282-9760

Congressman Barney Frank
Subcommittee on Manpower 8 Housing
8-349A Rayburn House Office Bldg.
Washington, D.C. 20515

Dear Mr. Frank:

-I understand that the oversight losponsibility of your subcommittee includes an

assessment of the performance of the Department of Labor's Women's Bureau. Be-

cause my work has relied for over two decades on information and - technical

assistance from the Women's Bureau, I have especially keen feelings over what

I regard as a serious failure of the present Bureau leadership to fulfill the

mandate of that office. Timely information on key issues ofkoncern to working

women has not been forthcoming', and staff availability for technical assistance .

regional and D.C.-based, in persan or by phonehas become virtually non-

existent. The change on both counts from prior administrations is 180°. The

loss to people such as myself is enormous.

As a Professor of Political Science at the University of WisconsinExtension,

my teaching, research, public speaking and public service incorporate the gamut

of "women's issues" with which the Women's Bureau was traditionally concerned.

I enclose a copy of my Vita simply as an efficient way to convey the range of

subject matter involved in both my University assignments and my, Status of Women

responsibilities.

Throughout the 1960's and 70's the Women's Bureau was an invaluable resource.
Esther Peterson keynoted our first U.W. statewide conference on Continuing Edu-

cation in 1963. Mary Hilton addressed a consultation here in that same,peried.

Regional Director Marguerite Gilmore accompanied me in. 1963 to confer with Wis- .

censin's Governor John Reynolds when we proposed our first Status of Women

Commission, and that Regional office continued as a constant source of support

throughout the 1S year life of the Commission. MaryKeyserling,LibbyKoontz and

Alexis Herman each made several significant presentations in Wisconsin-and it

was the Bureau under Koontz' direction that enabled the format_ten-rin 1972, of

the National Association of Commissions.

The ties were close, Bureau publications on current issues provided essential

data on public policy matters, and a general attitude of helpfulness in a part-

nership spirit pervaded the entire Women's Bureau staff. Those of us out in

the states reported activity, sought suggestions, discussed
strategies that were

useful, shared our own research and publications, and knew that any such contri-

butions would be received with respect and incorporated where appropriate in

2.93



Woa.in's Bureau 'kinking. The sense of isolation and of being relegated to the
sidelines of flajor eventsall too common for us in the hintellancts who are
deprived of a daily dose of the Washington Postwas certainly mitigated by the
assurance that at least one office was listening and responsive.

Sadly, all that has changed. Except for the hi- monthly Women and Work, I receive
essentially no Bureau publications. 'What fact sheets and l'iliTuTres are available
are out-of-date, and we continue to wait for tho Handbook for Women Workers, pre-
viously.an indispensable goldmine. Regional stafrno longer participate in
Wisconsin women's events, communication with D.C. staff has ceased, and today
when 1 told a colleague I was writing this memo she asked, "Who is the Director
of the Women's Bureau? I don't believe I ever heard."

It is particularly regrettable that at a time when the conditions Of women's
lives are public policy agenda priorities, the Women's Bureau is silent. Where
are the Bureau's publications on the feminization of Poverty, Comparable Worth,
Affirmative Action, Economic Equity Act, 1984 Civil Rights Act, Child Support
Enforcement, Marital Property Reform, Social Security,/ Health Care?

I hope my experience and my views will be of some benefit to your subcommittee.
Should you have questions or want any further information I will be glad to
respond.

Respectful ly,
-N 4

r#A,tiv 1 1.

Kathryn F. Clarenhach
Professor
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August 15, 1984

The Honorable Barney Prank
Chairman
Subcommittee on Manpower and Housing
Committee on Government Operations
U.S. House of Representatives
Washington, DC.20515

Dear Mr. Pranks

lisa
The National Federation of liminess

and Prormslonal Ykmen's Clubs, Inc.

of the United States orAmerica (

PI I2 Massachusetts Menne, N.W.
94ethIngton,1).C. !NOM

(202) 21X31100

Members of the National Federation of Business and Professional
Women's Clubs, Inc. (BPW/USA) meet annually to discuss issues of
importance to working women. This year, one of the topics of
discussion was the Women's Bureau. As you are aware, the WoMen's
Bureau of the Deparjment of Labor is the oily federal agency devoted
exclusively to the concerns of women in the labor force. Throughout
its 63-year history, the Bureau has been a reliable ally promoting the
needs of working women and working to improve women's opportunities in
employment. we have worked closely with the Bureau on many issues and
have highly regarded their services.

As an organization devoted to the full participation, equity and
economic self-sufficiency of work:ng women, our members are naturally
very concerned about any diminution in services of the Women's Bureau.
At our 50th National Convention held in Nashville, Tennessee on July
22-26, 1984 the 3,500 delegates assembled overwhelmingly passed a
resolution concerning the Women's Bureau. We respecaully request
that you include this letter and the nnclosed resolution in the record
of hearing of July 26, 1984.

BPW/USA is the oldest and largest organization for working women in
the United States. Pounded in 1919, BPW/UsA today represents over
150,000 women and men in over 3,500 local organizations, with at least
one organization in every Congressional district in the United States.
If you have any questions or need more information, please do not
hesitate to contact us.

Sincerely,

Winifred E. E. Lethbridge
National President

WEL/1s1

enclosure

2
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RESOLUTION 0 9: WOMENS BUREAU

WHEREAS, BPW members value the leadership and assistance
given to working women in all walks.of life since 1920; and

WHEREAS. There has been a serious reduction since 1980 in the
Womens Bureau Conferences, publications, research and demonstration
projects'which has deprived women of vital resources; and

WHEREAS, Congress is holding oversight hearings to explore
the current Womens Bureau operation; therefore, be it

RESOLVED, Tha;:. the National Federation of Business and
Professional Women, Incorporated urg. the Secretary of Labor
and the Womens Bureau within the Dep,rtment of Labor to resume
a role of leadership on behalf of all American women; and

RESOLVED, That upon adoption, copies of this resolution
be forwarded to the President of the United States and all
Congressional committees that are holding oversight hearings.

296
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c,>< OAL EMPLOYMENT PROJECT

COAL MINING VVOMEN'S SUPPORT TEAM

PLEASE REPLY TO: ( COAL EMPLOYMEN f PROJECT
P.O. BOX 340
OAK RIDGE, TENNESSEE 37630
PHONE (615) 462.3426

July 26, 1984

The Honorable Barney Frank, Chair
Manpower and Housing Subcommittee
8349A Rayburn House Office Building
Washington, D. C. 20515

Dear Congressman Frank:

51)4AGAL SUPPORT OFFICE
16221 SUNNY KNOLL LANE
DUMFRIES, VIRGINIA 22026
PHONE (703)

JUL 3 OM

I understand you are interested in getting the views of various
women's groups who have had experience with the Women's Bureau of the
U. S. Department of Labor over the past several years. This letter Is
responding to th concern.

Founded by women who grew up in the Appalachian coalfields, the
Coal Employment Project (CEP) has been working since 1977 to help
eradicate sex discrimination in the coal industry. We have utilized a
variety of strategies, including legal support, support group development,
publication of a monthly newsletter for women miners throughout the
country, sponsorship of an annual national conference of women miners,
research, and training programs to assist WC4nA break the barriers of
sex discrimination in the coal industry.

When we were first getting started in the Fall of 1977, we contacted
the Women's Bureau and got outstanding support. Not only did they listen
to our concerns, but they also helped us identify useful contacts in other
government agencies and encouraged us to develop a training program to
meet the special needs of women who would be pioneers at their mine. We
submitted a proposal which was ultimately funded by the Women's Bureau to
Intiate a model training program. .

38-564 C) 84 - 19
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As a result of the Initial training program, which was conducted In
Caryville, Tennessee, during the Summer of 1979, we were subsequently
funded by the Commonwealth of Kentucky, CETA, and private foundations,
to conduct additional training programs in eastern and western Kentucky,
Illinois and West Virginia. As a result of these training programs, numerous
women launched their careers as coal miners and a substantial number of
mines were exposed to their first women miners, all of whom were well trained,
not only in technical ski but also in subjects such as legal rights,
sexual harassment on the job, support group development, tool use and
Identification. We are currently exploring the possibility of launching
another training program in the expanding lignite fields of Texas early
next year.

Our Initial grant with the Women's Bureau assisted us in expanding
our horizons greatly, but unfortunately since late 1980 we have not been
given any further encouragement or support from its national office. This

is not to say that there are not numerous good people at the mid-level and
lower levels of the structure who ar.. very helpful, but unfortunately
they have not recently seemed to have authority to initiate or support any-
thing of much value to groups such as CEP.

I regret the pessimistic nature of this letter, but understand that
you 4ant the candid views of women's groups who have had experience with
the Women's Bureau.

If I can be of further help or provide any additional information
which would be of use, please let me know.

Sincerely,

Betty Jean Hall
Director
Coal Employment Project

23d
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GUGIRLS CLUBS OF AMERICA, INC.

WO Fd1(1411F1 NW Fin 4V, WAS14 [4-.X.-N1) , t' .h/y. it&I%%

1.1l.tett Wul
De. L. Nkrthirnjtt, (51 II

August 17, 1984

The Honorable Barney Prank
Chairman, Subcommittee nn Manpower and Housing

Committee on Government Operations
U.S. House of Representatives
B-349 A Rayburn House Office Building
Washington, DC 2015

Dear Congressman Frank:

Girls Clubs of America (GCA) wishes to submit the attached
statement for the record of the July 26, 1984 Hearing on the

Women's Bureau before the Subcommittee on Manpower and Housing.

As n natinral service and advocacy organization serving girls

and young women aged 6-18, GCA is a constituent of the

Women's Bureau. Our comments are based on several years'

experience of relating to the Bureau.

Thank you for conducting hearings on this Bureau which has

potential to be a positive forre in meeting the needs of

girls and young women. We apveciate the opportunity to

submit our testimony for the record.

Sincerely,

lltijdO.SI 61 16t:i(*;1 11,,Q,Ae

Mi!dred Kiefer Wur
Director, Washington Office

-Attached; GCA Statement

2 pi



STATEMENT ON OPERATIONS OF

THE WOMEN'S BUREAU, US DEPARTMENT OF LABOR

Mildred Kiefer Wurf, Director
Washington Office

Girls Clul . of America

Girla Clubs of America (GCA) appreciates this oppoZtunity to provide

a statement for the record of the July 26, 1984 Hearing on the Women's

Bureau. GCA la a national service and advocacy organization for girls aged

6-18. The services of the Women's Bureau could be of value to us anA'our---.

constituency, most of whom are from low-income families, about half of whom

are minority.

There are 220 Girls ClUb Centers across the country serving 200,000'

girls. The priority of these centers is to provide members with a place where

they can grow into knowledgeable, self-reliant women. This means providing

a variety of programs- from recreational physical education to remedial tutoring

to math, science/ and computer education and career exploration. Employment

programs ald services to teenage parents are also offered, as well as more

traditional programa. GCA maintains a Washington, DC office so that the

organization. provides input to public policy relating to girls and regularly

informs our Constituency on 18111101 of concern.

\

With the above goals and functions in mind, GCA recognizes the importance

of an active Women's Bureau in the US Department of Labor, which focuses some

attention on the needs of girls and teenage women as they prepare for and entez

the workforce in ever-increasing numbers. GCA has a long history of collaboration

with the Women's Bureau:

- In 1980, the Director of the Women's Bureau gave the keynote address

at GCA's Annual Conference. She specifically addressed sex-stereotyping in

jobs, sexism in education, 'training and counseling, and discrimination based

on sex, race and ethnicity- all crucial to understanding girls' needs.

- In 1980-81, GCA conducted a demonstration prolect on the potential

of youth agencies to provide services to teen "solo parents," funded by the
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Women's Bureau. Based on the direct services provided to teens, this pro-

ject produced a manual, "Comprehensive Services for the Teenage Mother,"

distributed to all member organizations. The manual provides practioal

advice on program development, implusentation and evaluation.

- Constituency meetings were conducted by the previous Women's Bureau

leadership o' a quarterly basis. CCA found these meetings useful opportunities

to keep laiormed, raise questions, get answers and to share experiences with

Women's Bureau staff end other organizations.

- CCA served as a resource organization in conferences tocusing on

special issues.

- CCA found publications of, the Women's Bureau useful. Among other

topics, the following were included: young women and CEPA, problems of Hispanic

girls and women, and teenagers and the transition from school to work.

CCA's experience with the curreat Women's Bureau is less encouraging.

Women's Bureau services have been cut over the past few years:

- Because of federal budget cuts in 1981, the above-mentioned "Solo Parent"

project was terminated prematurely, resulting in abrupt disruption of service to

teenage women. To the best of our knowledge, the Women's Bureau has made little

or no use of the manual produced.

- There have been only 3 constituency meetings in the past 3 years. CCA

attended the 2 of which we were informed end found them markedly less valuable

to participants than meetings held previously.

- CHOICES: A Teen Woman's Journal for Self- Awareness and Personal Planning

is a critically-acclaimed workbook produced by the Girls Club of Santa Barbara,

CA. It is recognized as the outstanding new resource on life planning for

young women. The author visited the Women's Bureau to acquaint staff with this

resource, which assists girls in thinking about careers and non-traditional

3ni
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employmeht. Following this meeting. she reported her sense that little or

nothing would be done wili.-thls information. She proved to be correct.

- The only outreach which included GCA since 1981 was subsequent to

the above-mentioned visit. Women's Bureau staff called the Washington Office

to ask whether agencies such as ours were interested in-traditional training

for girls. We explained our leadership role and offered again to be of

assistance. There was no follow up to this call.

- We are not aware of any recent publications focusing on the problems

faced by girls. and young women. If such exist, we have not been informed.

In conclusion, GCA knows from past experience the importance and value

of having a Women's Bureau in the Department of Labor. Currently, our contacts

.,ith the Women's Bureau do not give us confidence in the ureau's sensitivity

to the needs of girls and teenage women, particularly those of low-income

backgrcunds. Cooperation between the Women's Bureau and non-profit organiza-

tions can be useful in addressing the problems faced by girls and teenage

women as they struggle for equitable participation in all aspects of our

society. Currently, the potential for positive results is not being

realized.

Thank you for the opportunity to submit this testimony.

9u
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The RCICIce Fuller 1' ()111-1(lati(-)11
1133 AVENUE OF THE AMERICAS. NEW YORK: N.Y 10036

BERNARD E. ANDERSON
CABLE ROCA, )UND,HEw YORK

DIRECTOR, SOCIAL SCIENCES TELEPHONE (212) 869. 8500

July 26, 1984

Dear Congressman Frank:

I am advised that your subcommittee is interested in the op, Ltions

of the U.S. Department of Labor Women's Bureau, and especially its

responsiveness to the needs of economically disadvantaged women. In that

connection, I thought I would share with you our experience with the

Women's Bureau during the past two years, in their cooperation in pro-

viding support for child care for a project initiated by the Foundation

to improve the economic status of disadvantaged female single parents.

In 1982 the Foundation initiated a program of support for six

community based organizations to assist them in providing employability

development assistance to disadvantaged feMale single parents in order

to help them become prepared for private sector jobs. At the outset, we

recognize,,that the availability of affordable day care would be a major

factor affecting the ability of the single parents to participate in the

program, and for that reason we required each of the organizations whom

we selected for support to provide child care assistance to women who

applied for enrollment in the projects.

Dr. Lenore Cole Alexander, Director of the Women's Bureau, learned

about our program and offered the assistance of the Women's Bureau in

providing support for child care services to some of the community based

organizations selected by the Foundation to participate in our program.

In 1982 the Women's Bureau awarded four grants of $100,000 each to four

of the six community based organizations participating in the program,

and renewed the ,grant at a level of $80,000 each to the organizations in

1983. We are advised by representatives of the CBOs that the Women's

Bureau grants were very helpful in strengthening the capacity of the

organizations to meet our request that they offer child care assistance

to-participants in the program.

I thought you might like to know about this experience as one

example of how the Women's Bureau has tried to be helpful in serving

economically disadvantaged women during the past two years. The Foundation

was very pleased to have the Women's Bureau initiative on child care

assistance to organizations participating in our program, and we only

hope the Women's Bureau can continue to be helpful in providing

assistance to the CBOs for the duration of the program which is scheduled

to run through 1986.

If I can be of further assistance to you please let me know.

Sincerely yours,

Bernard E. Anderson
Director, Social Sciences

3 n 3
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July 20, 1984

The Honorable Barney Frank
Congressman
United Stales House of Representatives
1317 Longworth House Office Building
Washington, D.C. 20515

Dear Congressman Frank:

As Chairman of the National Black Republican Council, I
am deeply concerned about the Oversight Hearing to be
conducted on July 26, 1984 ,as a result of some alleged
problems surrounding the activities of the Women's Bureau.

During the tenure of Dr. Lenora Cole Alexander the
Women's Sureaus'Outreach Program has performed outstandingly.
Specifically, the'Outreach Program has touched the lives
of many Black families who otherwise would have slipped
through the cracks in this dynamic, ever changing society
where personal values are rapidly decreasing. The
innovative programs of the Bureau during the last two
years have truly made a difference, and have directly
resulted in hundreds of women being gainfully employed in
our nation.

I join many persons throughout the nation in encouraging
you to increase the Bureau' budget and provide additional
staff that will enable Dr. Alexander to continue to
provide this Most worthwhile service. Inasmuch as I
represent more than 900,000 Black Republicans across this
nation, I feel it important that our voice be heard and
the issues,raised be seriously addressed by your subcommittee.

Sincerely,

LeGree S. Daniels
Chairman

Dwight D. gisonhoww Roublican Cantor: 810 tint ghost DoutMest, Washington, D.C. 20000. (202) N3&21. TeNxi 70 11 44

3 C
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ALBERT wi WILLIAMS
Mt EAST HYDE PARK BLVO
CHICAGO IL 60615 26AM '1E11

4.0265760208 07/26/84 ICS IPHBNGZ CSP WHOA
3126242703 MGMB TDBN CHICAGO IL 20 07.26 OIOBP EST

THE HONORABLE BONFY FRANK
RAYBURN HOUSE OFFICE BUILDING ROOM 8.3408
wASHINGTON OC 20515

DEAR HONORABLE FRANK,

AS A BLACK WOHAN w18H TO COMMEND THE OUTSTANDING CONTRIBUTIONS MADE
BY DOCTOR LENORE ,ALE ALEXANDER AS DIRECTOR OF THE WOMENS dUREAU OF
THE DEPARTMENT OF LABOR. THE PROGRAM WHICH SHE HAS IMPLEMENTED HAS
TOUCHED THE LIVES OF ALL AMERICAN CITIZENS AND HAS HAD A PARTICULAR
IMPACT ON THE BLACK FAMILIES. THE WOMEN OF BLACK AMERICA ARE PLEASED
To STAND w/14 THIS BLACK EDUCATOR AND PUBLIC SERVANT. WE wOUL,
REQUEST SIR THAT YOU DO ALL IN YOUR POWER TO SEE THAT HER BUDGET IS
INCREASED, THANK YOU FOR YOUR COOPERATION,

SINCERELY,

MRS RUTH P, WILLIAMS IMMEDIATE PAST NATIONAL RECORDING SECRETARY
THE LINK'S INCORPORATED

11100 EST

mGmCOmP

10 KR% BY MAILIMAM MESSAGE. SEE REVERSE SIDE FUR WESTERN UNION'S TOLL FREE PHONE NUMBERS
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D.::,i'LTA SIGMA THETA SORORITY, INC.,-
A4/i4 Zpoize tli;poay

NATIONAL HEADQUARTERS 1707 New Hampshire Avenue, N.W., Washington, D.C. 20009 (202) 483.5460

July 25, 1984

The Honorable Barney Frank
1317 Longworth Building
'Washington, D.C. 20515

Dear Congressman Prank!

110411 Nil ANAD1
Mutonal frnkkno

Lyrnonw lArersot

I am writing you to endorse with special commendation the
work of the Women's Bureau under the direction of
Lenore Cole Alexander.

As president of Delta Sigma Theta Sorority, Inc., I have
relied on the accuracy of the statistical information
provided by the Bureau in order to target our public
service projects and plan for the future.

We have enjoyed a splendid working arrangement with the
Bureau because of their easy accessibility and immediate
response to requests for information or publications.

` The Women's Bureau is not only a valuable resource for non-
\\profit organizations, such as ours, but in addition,
provides leadership by indicating areas that are in need
of attention. The Bureau also provides national leadership
for those states with active Women's Commissions or Committees
on the Status of Women.

\ Please feel free to use this letter as supporting documentation
\ for the continuation of the Women's Bureau under the direction
of Lenore Alexander.

Sincerely,ncerely,

-keede_ da:7-
Hortense G. Canady
National President
Delta Sigma Theta Sorority, Inc.

HGC/jzp

GRAS') CHAPTER

3 n G
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CLEVELAND PUBLIC SCHOOLS

Lk! l.'s' CHILDHOOD IDUCATION

July 23, 1984

The Honorable Barney Frank, Chairman
Manpower and Housing Sub-Co mm[Lttee

of House Committee on GovernMent Operations
Rayburn House Office Building
Room B-3498
Washington, DC 20515

Dear Sir:

Child Devolpmt
Undermine,.
Kindergarten detniorctsent
Pupil Adjustpont

RECE1ED
14/2<0.2.1-e-
2 "

It has come to ou attention that consideration is being given to reducing

the budget of the Women's Bureau of the Department of Labor... a pllitically
and sociologically snap ropriate stance at this moment in our nation's history.

It 1981, President Regan made the insightful appointment of Dr. Lenore Cole -

'ilexander as Director of the Women's Bureau; an assignment in which she has

demonstrated brillance a d compassion, competence and preceptiveness. She

has provided new vigor within the agency and long overdue responsiveness to the

needs of women across socioeconomic, raci.1 and political tines. The Bureau

is finally addressing the concern of the .0's.

I belong to several organizations representing minority women in Greater
Cleveland, Shaker Heights and Cleveland Heights which have had the privilege
of working with the Bureau and utilizing many of its resources for projects

In responding to board concerns. As director of Early Childhood, which serves

over 10,000 families in the City of Cleveland, I have found the Bureau a valu-

able resource in our parent/community programs. The Bureau programs under

Dr. Alexander, bring a truly significant impact to the Black families in raising

the quality of life.

I wish to offer staunch support for the maintenance of these programs
which touch the lines of all Americans, and to offer our praise and reinforcement

to Ur. Cole-Alexander as an Outstanding educator and public servant. We would

respectfully urge that indeed the budget of the Women's Bureau be increased.
It is cost effective ... because it affects people in so many positive- ways!:

Surely in this time of political stress, such a positive example of government

presence should be preserved.

RespIctldllylsubmi-tte")__:i

Christi e F. Branche
Directing Supervisor
Office_offarly_ChildhoodEducation

3 r",
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LUCK MANUFACTERS, INC.

2003 First Street, N.W. Washington,D.C. 202 797-8915

July 22, 1984

Honorable Barney Frank 'II
51CerAiikak...
1?

Chairman
Subcommittee on Manpower and Housing
Rayburn House Office Building
Washington, D.C.

Dear Mr. Frank:

God Bless You. It has recently come to my attention that you are planning
to conduct on oversight hearing Thursday. Jr ;ly 24, 1984 at 10:00 a.m.concerning
the Women's Bureau of the U.S. Labor Department. It Is my desire to offer some
insight for your oversight hearing.

I am a women in business who is building a food manufacturing plant In
Washington. In developing our project, we needed Information concerning
women in business as well as women in the workplace. Dr. Lenore Alexander,
Director of Ihe Women's Bureau gave us invaluable assistance in developing
our information.

Her office wo: responsive and extremely knowledgeable. We have been able
to identify training programs that will aid women in the working world. .1 an;
also chair of H.E.R. Institute, a economic development research institute for
African American Women and the Women's Bureau served to give us very
valuable information concerning minority women's issues.

I am sure that as you conduct your hearing, the first I understand in
the history of the Women's Bureau, so you too are making history; you will
find that the Women's Bureau has been an intregal.part of women's developing
independence end that Dr. Alexander has brought effectiveness to the agency.

If I can be of further assistance to you during this hearing, please feel
free to call upon me. (202) 797-8915.

O

30i)

Sincerely,

Toni Y. Luck
President


