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toccording to the ﬁosthindustrial thesis on declining U.5. wnionism,

H
’

uninn decline since 1945 partly results from the aversion to unienizatian
awony women and wilte-collar workers and the deemphasis in targeting these
aroups in union organizing campaigns. Bell {1953, 1972, 1973) claims that
as the majority-whike-collar work force becomes increasingly emplsyed in
the service sector, while the declining, bluoe-collar manufacruring secter
is saturated with union members, rche percentage umionized declines becaunse
the lahor movenent ie unable o orzanize women and white-collar workers.
However, despite the declining percentapge unionized and the greater percentage
of union representation amoeng men blue—collar workers, the rate of unieon
membership growth aﬁong women and white-collar workers outstripped that of
men and blus-collar workers in the 197(s {(Freeman asnd Medoff, 1979, 1984,
LeGrande, 1978; Gifford, 1982}. While the percentage unionized of the U.S5. labor
force declined to 20.9% by 1980, the percentage unianizéd among women and
winite-collar workers increased to 15.9% and 15.3%, respectively {Gifford,
19532:1-3). Morecver, opinion research shows that non-union, women worlers
are more likely to favor ﬁhiuniz&tion than non-unicn men and that no s&x
difference in pro-union attitwles prevalls amoag son-union, white—collar
or blue-collar workers when other causal variahles are controlled {Kochan,
1375%;: Vreeman and ladoff, 15843,

Given the increased unionization among those workers whom the post—indus-
trial thesis claims are unlikely to unionize, the purpose of this paper is
to analyze the sociological conditions which promete and retard the union-
ization of women ¢lerical workers., After discussing theories of white-cﬁllar
unionism and the chanping nature of ¢lerdcal work, I examine the unifonization
of women clericgl workers in the ipsurance indastry. The insurance industry

was chosen for three reasons which are elaborated in greater detail below.

s e e L Pt e ram L | R At e g gl e W F g B 0% [ Ny pe s e ] m———— ———p— - =



First, the insurance work force consists of a disproportiocnately large number
af women clerical workers and a suff{diciently higlh degree of eccupational

sex sasregation to facilitate the analysis of unienization amonyg women clerical
workers, Second, as a gruwing, service-rendering industry which pionegred

in the application of office automation, insurance way be archetypical of
changing work cenditions in post—industrial society which promote uniomization
among women clerical workers. Third, =nd comsequently, women clerical workers
in insurance and the financial sector have been the objects of joint union
orzanizing efforts by the women's and labor movewsents. Thercfore, the uaioni-
zalion of wowmern clerical workers in insursnce constitutes a novel form of

unionism——a gender—-orientad hybrid of craft and industrial unionism,

Theories of White-Callar Unioniam

The post-industrial thesis rests on decreasingly tenable assusprions
about the family and the social elass position of white-collar workers.
Social, economic and legal changes in the 19603 and 1970s altered sex roles
such that "weman's place” was no longer relegated o the home. The renewal
of he vomen's moveaent lod wany women simd owes Lo promcote the participatlon
of married women in the labor force in full-rime careers. Inflation and
declining real earnings in the 1970s compelled many women to enter the labor
force on a full-tine basis. The Civil ddghts Act of 1964, the Koual twployment
Unportunity Act of 1972, the Cowprehensive Baployment and Training Act of
1873 and other legielation facilirated the full-time entry of women into
the labor farce_hy hanning employer sex discrimination and preoviding training
to dissdventaged women (hﬁpelhaum. 1981). Therefore, the labor force partici-

pation rates of married women between the ages of 20 and &4 and betwz2en the
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ages of 45 and &4 incressed to all-time highs of about 637 and 48%Z, respectively,
in 1952 (Appelbaunm, 1981; J.5. 3ureau of Labor Statistics, 1983). By 1977,
the average womun was expected Co have 28 years of paid eoployment {Appelbausm,
1983123,

Unicnization assumes that the worker haz a long-term vested interest
in his or her job. In Uirschman's (1970) terws, unionization allows the
worker L& express dissatistaction mot by "exiting" from the enployer buk
by remaining "loyal" with "voice™ (Freeman and Medoff, 1984}, The peost-indusirial
thesis assumes that women, as temporary wape—esrners under the traditiocaal
recime of sex roles, are likely to ouib emploveent wpon marriage and, therefore,
are unlikely to unionize (Kassalow, 1966). However, the increased labor
force participation rate of married woman sugzests that the growth of women
union members and the presence of pro-union attitudes among non-union women
resulted frnm.sacial, gconomic and legal changes which motivated, compelled.
and facilitated the entry of women into the labor fofce {Tepperman, 1%75;
Cook, 19484; Yertheimer, 1%84).

The post-industrial thesis also assumes that white—collar aversiocn to
Lildislad 2l Lon stens Lo the relabively privilewed, socioeconoidic stamiine
of white-collar worker=s, their identification with managemenf, and their
desire to Jisassocizte themselves from institutions which they perceive as
comprising their blue-collar, status inferiors (Kassalow, 1966). This assuapticn,
in turn, resrs on a static conception of the social elass position of white-collar
workera. Theories of white-cellar unionization in the 1.5, and Britain,
a3 well ags theorles of unionization generally, assume a dynamic concept of
social structure. The classical Marxian aod functicsnal theories of wnionization

held that industrialization gnd the rise of the large corporation in a market
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economy with a class of temuously employed, urban, factory wage—earners simul-
taneously alicnated thesse workers, shaped their commos interests, and prompted
them to unionize (llarx, 1963; Tannenbaum, 1%31).

Similarly, thecries of white-collar unionisw sugpest that white-collar
unionization increases when the scciceconomic standing of white—collar workers
declines, employer resistance is low, political corditions promote unionization,
and when unions turs te sgpressively organize white-collar workers {Lockwood,
1958+ Blackburn, 1967: Kassalow, 1966; Bain, (970: Adams, 1975; Prandy et.
ak,, 1963}, Two forces which lower the socicscouonic stanoing of some whito-
coliar workers are bureaucratizetion and office automation, Hoth not only
accompany ihcreased firm size but deskill many white-collar jobs, especialdy
clerical johs, and eugender centralized, impersonal, managerial control of
the non-supervisovry work force (Bain, 1970; Whisler, 1974; Braverman, 1874,
fioos, 1961: Glean and Feldberg, 1977; Kraft, 1977; Greenbaum, 1979). Thus,
bureaucrarization and technological change.may reduce the socineconomic standing
of some white-collar workers and motivate them to unionise {Lockwood, 14955;
wossalow, 1906 3uin, 1973; Coleman and Pose, [975; dMiller, 1YB:.815,

Tie classical theories and the theories of white-—cobllar unionism emphasizs
the changing social class position of workers and ﬁeglect the effeccts of
changing family and economic zex roles on unionization. The clagsical theories
explained unionizsbion in the era of the Industrial Eevolution, when most
WHANE—EIITrS Wers Men, wWomen wWere ofren denied membership in craft unions,
and when class conflict occurred almosat exclusively among wen {Kessler-Harris,
1975, 1682; Cook, 1984). These theories, then, implicitly assumed the tradirional
sex role arrangaeent in which wany women were ocutside of the labor force,

and, therefore, not directly engaged in class conflict. This is not to deny




the early invelvement of women in the labor mevewment, as shown, for example,

by the establishment of the Wemen's Trade Union lLeague in the early twentieto
century (Wertheimer, 19774 Foner, 1575, 1G804 Dfe, 19803, Nonetheless, theories
of white-collar unionism bear the legacy of a cless-—emohasis in explaining
uninnization by nmeplectisg the impact of increased women's laber force partici-
pation on the rise of white-cellar unionism. Indeed, women accounted for

537 of both white-collar workers and white-cellar union mewmbership in 1980

{U.%. Bureau of Labor Statiscics, 1983; Gifferd, 1%82). This supnests that

a theory of usionizztion cupht to address not oaly the forces vhich chauge
employwent conditions, such as declieing secial cless pesirien, lul also

such forces as the changing sexual division of labor in the family and the

work place which increase the potential and actual number of union members

{ Loclwood, 1258:151-153)., Ue turn now to a discussion of the changing relation-—
ship among clerical work, clerical workers, and unionization.

The Transformation of Clerical Work
and Clerical Workers

Yisturical research oo clerical work shews that the husiness office

2o plevical werbk hows el Drad Froon g craft-lile orgonnixstion toward )

. a e
cratic, factory-like orgesmization since the late nincteenth century {Mitls,
1951: Lockwood, 1958; Benet, 1972; Braverman, 1974; Glenn and Feldberg, 1977,
1972a, 197%h; Hcﬁally. 1679+ Rotella, 1981; Davies, 19823 Fox and Hesse—EBiber,
1984). In the small, nineteenth century office, the clerical worker was
responsible for a variety of tasks. Clerks performed minor managerial and
administrative functions and were often consulted on financial decisions.

“Hth industrialization and the emergence of the large corperation with a

salaried, managerial class (Chandler, 1977), the division of labor in clerical
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wark became more complet with more lower—skill, speciaslized c¢lerdcal sccupation
such as file glerks, fypists, stenographers, receptionists snil scoretaries,
tlso, large companies introdueced Scientific Management techniques in the
early twentieth century office in order to ratiOHalizé the office as the
volume of paper work increased {Uraverman, 1974).

Office hureaucratization was also caralyzed by changes in office technology.
The typewriter appeared ic thi late sinetesnth century and the office computer
was first introduced in the private secter iz the 1%30s. Theose technelopicsl
chanpes increused the complexity of the division of labor in eclerical wurk
by spawning new, lowor-skill occupations such as typists, stonographers,
computer operators, and data entry operators. Bmerging, thea, freom the ninsteenth
century, quasi-—managerial and crafr-like forw of clerical orgenization is
an office in which non-managerial, lower—-skill clerical occupations are arcvanged
in a skill and status hierarchy that ranges from the executive's perscmal
secretary down to a pool of typists, file clerks, and office machine aperators
{¥anter, 1977; Glenn and Feldberg, 1977; Baker, 19641 Machung, 19843

lith dncressed office ane and the pronounced differectintion berween
agaperial end olerica? oocupaticns, as well as aaonue clerica’d cocupstlons,
management 1o the post-Worid War 11 era bas implemented impersonal techniques
for controlling and monitoring clerical work and productivity, OQffice automaticon
is used to wmonitor clerical weorker productivity, including counking keystrokes
per uinute, and for yuality control (Glean and Feldhérg, 1977, 1979a, 197%h).

Two changes in the romposition of clerical workers have actompanied
the bureaucratizaticn of clerical work, The first is the "feminization™
of clerical workers. HNineteenth century clerks were predaminantly men.

Women first accounted for a majority of clerircal workeras by 1930 (Retells,
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1981:263, Historians of clerieczl work maintain that feminization resulted
from cultural values which led to the allocation of women workers to lower-skill,
non-managerial jobs. With office bwreaucratizatiom, such values crested
occupational sex segregation between the emerping managerial jobs and the
srowing number of new, lower-skill clerical cccupations in the early decades
of the twentierh centurf fKanter, 1977).

The second change is in the sociwl class oripgins of clerical worhkers.

In the nineteenth century, clerical workers were primarily the sons of white-
collar workers or farmers {Pavies, 1982}, To her classic stuwdy of inter-
sererational {i.e, father-to-son} occupational rebility of Indiacapolis men
in 1910, Ropoff (1953) shows that 55% of men clerical workers were the sons
of white—collar or farming fathers, while the remzinder were thes sons of
fathers who held blue-collar or service jobs. In one of the few strudies

of nineteenth century intergeneraticnal occupational mobility among women
cleriral workers, Aron (1981) shows that well over two-thirds of the women
applicants for U.5. Treasury Departiment clerical jobs between 1862 and 1894,
as well as those whao were hired, were daughters ol white—collar fathers.

By the lste twentieth century a majoriey of clerical workers were irai
working class mrigins. In a rare study with published, intergeneratiomal,
occupational mobility data on women, Hsuser and Featherman (1977:339) show
that in 1962 53% of married, women clerical workers were the davghters of
fathers who held blue-cellar or service jobs.

Ip sum, office bureaucratization and avtomation, in a culture which
promotes occupatinnal sex segrepation, not only led to clerical worker femi-
nizubion but wlso increased the propertion of clerical workers from working

tlass origins. The so-called "prolecarisnization” of clerical werk (Glenn
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and Feldberg, 1977)--the deskilling of clerical work coupled with increased,
impersonal wanagerial control, changed the composition of clerical workers
to include women from working class origins.

Wich this transformetion of clericael work and clerical workers, unlonization
grew among women clerical workers. Published, time series data on the percentage
unionized amonyg women clerical workers are unavailable. However, Milkman
(1985:121) estimates that 3% of women clerical workers were unicnized in
1920. By 1939,'12.23 of women clerical workers were union members (Gifford,
1982:51). Receut research on the unionization of women clerical werkers
attriﬁutes the growth to increased women's labor force participacion and
to the transforwation of clerical work described above (Goldberg, 1983; Coleman
and Rose, 1973; Miller, 1981-82; Tepperman, 14975).

Another iwportant cause of growing unionization among women clerical
.warkers, as suggested hy ﬁheoriea of white-collar unigpnization (Adsams, 19750,
iz the incressed efforts of the labor movement to organize women clerical
workers, Until recéntly, the predominantly male labor novement neglected
women and clerical weorkers in its organizing campaigns because it viewed
thesa wquers a8 unorganizable and as secondary, temporary workera (Galdbery,
1583; Seidrman, 1978; Cool, 1984). However, with the decline in male, blue-collar
union nembership, increased women's tabor force participation, and the resurgence
of the women's movement in the 13703, the labor movement is beginning to
replenish its sayping membership by organizinpg women clerical workers, especially
in such finance industries as insurance and banking, where rthe clerical-intensive
occupational st;ucture has haen routinized by buresucratization and office
automatrion. The women's movement has developed organizations within and

alongside of the labor movement in order to promote the unionization of women
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and women clerical workers specifically. ILa 1974, women trade unionists
estahiished the Coalitien of Labor iUnion YWomen (CLUW) te further the unionizaricn
of women and access of women to union leadership positions (Foner, 1980},
Beginning with the foundimg of Working Women in 1973, women's oovement activigts
nave established working women's organizations which engage in litigation
and educational activities on behalf of women workers, as well as joint orpanizing
afforts with labor uaions (Koziara and Ingley, 1982; Foner, 1980; Goldbery,
}983}; In 1981, Working Wcﬁen and the Service Employeas fnternational Union
crested District 925 which targets women clerical workers, eapecially in
the financisl sector, in organizing campaigns {(Miller, 1981-82). Other unions
which organize women clarical workers include the Office and Profeasional
Fuployees Internationzl Union, the Teamsters, and the United Food and Commercial
Workers {diller, 1981-82).

The transformation of clerical work has generated a status hierarchy
amony clerical accupqtians, as discussed above, which affects the occupational
pattern of unionization among clerical workers. The higher-echelon elerical
workers are personal secretaries who are Lsolated from one another and have
frequeﬁt, personal contact with their bosses. Kanter (1977) refers to this
boss-subordinate relationship as bureauvcraric patrimony. Patrimeny, according
to Kanter (1977:74-89), consists of three elements: status contingency, principled
arbitrariness, and fealty. Under patrimeony, the status of the secretary
is contingent on that of her bess, With no job descriptions, the boss arbitrarily
assigns her work-related and personal tasks, expects the secretary to maintain
his "front" of competence, and evaluates her performance with particularistic
criteriy, Status contingency and arbitrariness engender fealty between the

boss and secrstary because of a mutual dependence between them. The gecretary's
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status depends on ner personal rapport with the boss, while the boss depends

on the secretary to maintain his fromt of competence. Lower-echelon clerical

workers, such as file cierks and office machine operators, experience impersonal,

ureaucratic relations with management, develop little fe=lty, and are, therztore,

more likely to unionize than secretaries (Lockwosd, 1958; Kaater, 1977).
Gifford {1982:31) presents unionization data for women in broadly defined
clerical cccupations in 1980, ‘Among the lower-echelon, women clerical workers,
13% of office machine operators and 16.1% of other clerical workers {excluding
secretaries, typists, stenographers, and bookkeepers} were unionized. For
higher-echelon, women clerical workers, only 8.64 of secretaries-typists-sten-
guraphers (about 80% of whom were secretaries in 1580 {U.S. Bureau of Labor
Scatisties, 1983:50-51]) and &4.5% of bookkeepers were unicnized, Thus, the
clerical hierarchy promotes unionization among the lower-echelon clerical
workers who.experience the least fregquent, personal contact with management
(Frandy et, al., 1983).

In zum, the tranzformation of clerical work and clericzl worlers has
led.to the emerygence of g novel form of unionism. This form of unionism
is defined by a target population with gender, occcupational and industrial
traivts: women clerical worlkers who are emyploved in the finance imdustries
such as inéurance and banking. As such, this unicnism is & hybrid of craft
and industrial unionism which is directed toward women. Althouph gender,
geoupational and industrial traits have defined the membership jurisdicrions
of earlier forms of unionism, the present combination of tlese traits in
the unionism directed toward women-finance sector-clerical workers is novel,
This unionism is simultaneously the product of the changing social class

position of clerical workers, increased joint union organizing efforts by
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the women's and labor movements, and the chanping sexual division of labor

in the home and work place.

Clerical Worker Unionization
in the Insurance Indastry

Women clerical workers in the insurance industry have recently become
the chjects of increased union organizing efforts., Insurance industry unioni-
zation has historically been lqw. Accurdiﬁg to Freeman and Medoff {1079},
almast 7% of insurance (8IC 63) workers were covered hf collective bargaining
contracts in 1968-72, However, insurance unionization has mainly been concen-
trated among insurance salesmen in the large insurance companies. Since
che late ninereanth céntury, AFL-, CIO- and AFL-CT0-affiliated unicns such
asz the Insurance Agents International Union, the Insurance Workers Internatienal
Union, and the United Office and Prefessional Workers of America, succeeded
in organizing meu sales agents {Clermonc, 1966}. WNonetheless, the U.5. Bureau
of Labor Starfistics' {BLS) wage surveys of life insurance indicate that ocffice
worker unionization increased from 2% to 5% between 1961 and 1940 {U.5. Bureau
of Labor Statistics, 1962, 1967, 1973, 1973, 1981), Before turning to the
patterns of unionization among women clerical workers in insurance, I discuss
four features of the insurance industry which are promoting the beginnings
of unionization among this group of workers: occupational sex segregation,
bursaucratization and technological change, changses in the clerical cccupational

structure, and the chanying clerical occcupational wags hierarchy,

Occupational Sex Segregation

Throughout the post-World War era, women and men insurance workers ?Endéd
L
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to be employed in separate occnpations, a8 shown in Table 1. Alrhough women
{Table 1 about here]

made inroads into the professional, manapgerial and sales occupatlons by 1983,
they accounted for less than half of professionals and less than one-chird
of managers and agents by 1980 (see colwmns 1 and 2}. Betwesn 1950 and 1450,
women accounted for almost 855 of insurance clerical employees and for almost
all secretaries, typists and stenographers. The data in columns 3 through
5 of Table 1 show that over 70% of women were employed'as clerical workers
and over 75% of men were employed as professicnals, managers or salesmen
in insurance betwaen 1950 and 1980. While clerical cecupations continued
to comprise roughly the same percentage of women, the non-clerical occupations
came to comprise an increasing percentage of women between 1950 and 19380,
Bureaucratization and
Technological Change

Buregucrarization and technological change in the form of office automation
acconpanied insurance inddﬁtry.growth since the end of the Second World War.
4t least two indicators suggest that a arowing proportion of the.insurance
clerical work force works under bureaucratic-—that is, impersonally managed—
work conditions. First, Table 2 shows that while the size distriburion of
insurance Estaﬁlishments remained st;hle, the percentage of empleyees in
establishments with 500 or more emplayees increased to almost 37% by 1981,
The percentagé employed in smaller establishments declined by 1951,

[Table 2 about here]

The second indicatoer of burgaucratization coansists of yualitative accounts

of orgsnizaticnal changes that accompanied cffice automation in insurance,

According to the BLS, insurance is "a major white-collar industry which pioneercd
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in the application of office automacion (U.8. Bureau of Laber Statistics,
196G:iii). Deginning in the 1930s, largze insurance.cﬂmpaniES introduced
. office computers to handle the growing volume of paper work and- to reduce
clerical labor costs (U.5. Bureau of Labor Sratistics, 1960:10). The computer
was rapidly diffused throughout insurance among the smaller companies by
the early 19708 (Cornfield et.al., 1984), The computer has been applied
to a variety of clerical and non-clerical insurance functions, including
billing, actuarial research, underwriting, and premiumrand commission calculation
(U.3. Bureau of Labor Statistics, 1979). Schelarly accounts suggests that
thres orzanizational changes accompanied insurance office automation. The
first is centralization of managerial control over the clerical work force.
In thelr studies of inswrance office automation, Whisler (1870} and Helfgzott
{196&) show that decision-making was centralized, supervisory jobs were enlesrged,
and clerical jobs became more routinized. Second, insurance management invoked
impersonal controls of the clerical work force by adopting quantifiable and
machine-measured indicators oflclerical work guality and clerical worker
productivity (Whisler, 1970; Cﬂsteliﬂ, 1983; Working Women, 1580). Further,
impersonal contranl systems, such as Advanced Office Controls and Analysis
for Improved Methods, consist of standardized methods for performing clerical
tasks which are predetermined in time-morion studies and are widely used
in the insurance industry (“iemsnn, 197%9:; Meolan, 1%980). Third, the computer
and advanced telecommunications systems have furthered departmental consolidation
and control of the home office over branch offices (1.3, Bureau of Labor
Statistics, 1963, 1979: U.5. Bureau of Industrial Ec;nnmics, 1983y, TIn sum,
office automation has increased managerial control of the clerical werk force,

reduced the amount of employee discretion in some clerilcal jobs, and facilitated
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the implementation of impersonal controls over the insurance clerical work

force.
The Changing Clerical Occupational Structure

Bureaucratrization and office auntomatinn have changed the insurance,

clerical occupational structure, as shown in Table 3. Clerical occupations
[Table 3 about here]

nay be classified by four categories. Interpersonal occupations--secretaries,
information clerks {(mainly receptionists) and adjusters and investigators——require
frequent contact between the employee and other people, such as customers,
other employees, business associates and managers. Computer-related occupations
and non-computer ofiice wmachine operators tend machines and manual occupations
require the worker.to perform manual clerical tasks.

detween 1970 and 1980, the numbers of clerical workers employed in inter-
peraonal and computer-related gecupaticns absolutely increased at above-average
rates. Tae number of aon-computer office machine operators and manual clerks
absolutely declined or, in the case of bookkeepers, increased at a rate below
the aﬁerage rate of clerical employment growth. Among manual occupatieons,
however, mail and material clerks (e.g., mail and stock clerks) increased
at an above-average rate. Thus, office automation, bureaucratization, and
industry growth led the growing imsurance clerical work force to increasingly
comprise interverszonal and computer-related occupations, while the share

of non-computer office machine operators and manual clerks deeclined,
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The Changing Clerical Occupational
Wage Hierarchy

An occupational wage hierarchy is the set of ratios among the wapes

of a group of occupations. Assuming an occupational wage is partly an indicator

of the statuz of an occupation compared to other cccupations, changes in
an gecupational wage hierarchy may reflect changes in the relative atatuses
of the component cccupations.

Despite increased clerical worker productivity which was associated
with ilpsurance office automation {Cornfield er. al., 1?5&], the real earnings
of wmost insurance occupations declined during the 1970s and the occupational
waée hierarchy remained stable, as shown in Table 4. Women clerical workers'

[Table 4 about here]

real earnings declined at a slower rate than that of men managers and profes-
sionals, while the real earnings of salesmen increased between 1869 and 1979,
However, the wage hierarchy persisted with the real earnings of men managers,
sales workers and professionals being alm;st three to four times greater
than that of women clerical wa;kers.

BLS data on 27 life insurance, noh-supervizory, clerical cecupations

from the I9¥1 and 14980 life insurance industry wapge surveys suggest that

changes in the clerical occrupational wage hierarchy accompanied bureaucratization

and affice automation. The 1971 and 1980, mean, real, weekly earnings of
these 27 occupations are presented in Table 5. The occupaticas

[Table 5 ahout hers]
are shown in descending order af theiy 1971 earnings. The alphabetircal letters
which follow most of the uccupation names refer to the relative skill level

of the occupation within its occupaticnal subgroup, where "A" denctes the
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highest skill level and successive letters denote decreasing skill levels.

For example, secrekary, & and secretary, D are the highest-and lowest-slkill

pecupations, respeetively, of the four secretarial occuparions {secretary,

A-D) which constitute the secretary occupational subéroup.

The life insurance clerical occupational wage hierarchy changed in

five ways between 1971 and 1980, First, the real earnings of all 27 gccupations

declined between 1971 and 1980 {(see Table 5). G&econd, the earnings of the

srowing intefperscn&l and computer-related cccupations:-rended to remain and

concentrate further above the medlan occupational sarnings while the earnings

of manual occupations tended to concentrate below the median between 1%71

and 1980, as shown in Table 6. Third, although the earnings rank-order of
[Table & about here]

the 27 cccupations in Table 5 remained fairly stable {Spearman's rank-order

correlation coefficient = .96, p«< 001}, the ranks of 24 of these 27 occupations

changed between 1971 and 1980. The data in Table 7 show that the earnings
[Table 7 about heré]

ranks of the interperscnal occupations tended to be higher in 1980, while

those of manual and computer-related occupations mainly declined by 1980.

The fourth and fifth trends in the clerical occupational wage hierarchy

concern occupational subgroup wage hierarchies, Of the 27 life insurance

occeupations, 25 are components of 10 accupational subgroups (tape librarian

and transcribing machine typist are not components of an occupational subproup).

‘These 25 occupations are listed by type of occupation (i.e., interpersonal,

manual, and computer-related) and by occupational subgroup in Table 8. The

[Table 3 abeut herel
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10 aeccupational subgroups in Table § are secretary, claim approver, correspondence

clerlk, accounting clerk, stenographer, typist, file clerk, insurance accupations,
computer operator, and keypunch operator. The 1971 and 1980 rarics hetween
the mean, real weekly earnings of the higher—- and lowest-skill occupations

within an occunpational subgrouy are presented for each of the 10 occcupational

subgroups in Table &. For example, the ratic of the 1871 =arnings of secretary,

" A to that of secretary, D is 1.46; the 1671 ratio of sectfetary, B earnings

to secretary, D earnings is 1.27; the ratic of the 1980 earnings of correspen-
dence clerk; A to that of correspondence clerk, B is 1.15; etc.

The fourth trend in the tlericél gccupational wage hierarchy, as shown
in Table B, is that the wage hierarchies of 6 of the 10 cccupational subgroups
ﬁiminished or homogenized hetwegn 1971 and 1980. That is, the ratioc between
the highest- and lowest-skill occupations within a subgroup for thezse 6 subgroups
declined betwsen 1971 and 1980. These 6 occupational subgroups accounted
for S3% of the clerical employment represented by the 27 life insprance occu-
pations, -

The fifth trend in the clerical wage hierarchy is that wape homogenization
occurred with greatest freqﬁency among the manusl occupations, as shown in

{Table 9 about hers]

Table 9. All of the manual occupations were components of occupational subgroups
whose wage hierarchies diminished or homogenized between 1971 and 1580, while
almost 85% of the interpersonal and computer-related occupakions wers occupational

components of subgroups whose wage hierarchies became more hierarchical by

1980. _ .
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The Changing Scatus of Insurance
Clerical Work

The foregoing discussion of the four insurance industry features suggests
that three trends in insurance clerical work whicﬁ accompanied bureaucratization
and office automation, in the context of gceupational sex segregation, mary
have promoted or retarded rhe unionization of women clerical workers. First,
desplte increased clerical worker productivity and the stability of the relation-
ship between the earnings of women clerical workers and those of the non-clerical,
mg jority-men insurance occupations, the real earmings of all ¢lerical occupations
declined during the 197%s. 3Second, the propertion of clerical employment
in higher-wage, interpersonal and computer-related occupations increased,
while that in lower-wage, manual occupations declined by 1980. Third, the
wage hierarchies among the declining, manual gccupations homogenized, while
thoge of the emerging interpersonal and computer-related occupations tended
to become more hierarchiecal.

These three trends, aleng with bureaucratization and office automation,
may promate or retard unionizarion amopng Iinsurance clerical women. Declining
real earnings and the homogenization of manual clerical wark is likely to
promote unienization, especially among manual ¢lerks, because diminishing
status differences among them may facilitate their percebtiﬂn of common in-
terests. Alsc, the apyarent status polarization Getween manual and aother
clerical workers not only may engender unity among manual clerks, but may
also reflect blocked mobdility of manual clerks inte the higher-status jobas,
as suggested by clerical work research (Seidwan, 1978; Kanter, 1977)}. But
while some have.argped that blocked mobility facilitates unionization {Chinoy,

1935), Kanter (19??&15ﬂ} maintains that blocked mobility lowers both clerical



19
worker morale and, therefore, the desire for unionization. In the longer-run,

if the proportion of manual clerical employment cuntinueé to decline, the
strength and capacity of this occupational group to unionlze may diminish.
Statua polarization between manual clerks, on the one hand, and interpersonal
and computer-related clerks, on the other, as well as the emerging status
hierarchies among the interpersonal and computer—related occupations may
divide clerical workers as a whole and, thereby, rerard clerical worker unioni-
zation, Moreover, the emerging hierarchies within the.computer-related and
interpersonal cccupations, slong with the céntinued patrimonial relaticonships
among secretaries, may divide workers within these occupational groups, if
not, in the case of secretaries, further their fealty toward and identificarion
with management. Yet, bureawcratization, in the form of increased, impersonal
and centralized controls, may lower clerical worker identification with manage-
ment. Thus, bureaucratization, ocffice automation, and the transformation
of clerical work lead to ambiguocus predictions about the course and occupational

pattern of unionization among women clerical workers in insurance.

Dccupatiunal.Patterns of

Unionization in Life Insurance
1

The 1971-1980 trends in unionization for the 27 life insurance clerical
occupations discussed above cannot be computed because occupational unisnization
data from the 1971 BLS wage survey of life insurance are unavailable. Howevar,
the BLS provided me with unpublished unicnization data for 30 nﬂn—sup&rvisory
clerical gccupations from the 1980 life insurance wage survey (3 of these
occupations, secretary, B and switchboard operators, A and B, were omitted
from the above analyses due to unavailability of 1971 data). Of thesé 30

pecupations, 27 consisted of a majority of women and the percentage of women
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in 24 of these occupations exceeded 90%. Therefore, only the percentages
of women workers in these 30 occupations who are covered by a unicon cuntract
are shown in Table 10 by oceccupaticn and establishment size. These ccroupational
[Table 10 about here]

percentages in Table 10 ars shown in descending order of the percentages
_for amall establishment workers.

Three patterns may be discerned from the Table 10 data. Firsg, the
percentage of women in small establishments who are unionized exceeds thar
of women in large establishments for 24 of the 30 occupations. While the
occupational percentage unionized among small establishment women varied
between 1.6% and 19.2%, that among large establishment women did not exceed
4,2% for 47 of the occupations, nor exceeded 2.2% for 20 cccupations. Given
the relatively low and invariant occupational percentages among large establish
ment women, the remaining two patterns pertain e¢nly to small establishment
WOl .

Second, for small establishment women, variation in the 1980 percentage
unionized acress the 306 cccupations is unasseciated with occupational earnings

T

and type of cccupation, The Spearman rank-order correlation coeffiicient

between mean, real weekly occupaticnal earnings and percentage af small establish-
ment women who are unionized for the 30 uccupétiuns is only .152 (p >.05).

It an analysis which is unreported here,‘the 30} occupations were rroie-classdfied
by type (i.e., ilnterperscnal, computer-related and manveal} and by whether

or not the occupational percentage unionized among small establishment women
gxceeded the median cccupational percentage, 5.6% (see Table 10). The chi-square

gtatistic for this cross-tabulation was statistically ingiganificant {chi-gquare

= (.84, 2df, p » .05).
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Third, occupaticnal variation in the percentage of small establishment

wainen who are wnionized is agsociated with the occupational earnings level

within two of the three occupational types. That is, the cecupations of

#acil type-—interpersonal, computer-related, 2nd manual--ware distinguished
by thelr I980 earnings relative to the other occupations of the same occupational
type. Then, the 30 occupations were ¢rosa-classified by their wilthin-occupa-
ticnal-type earnings level (i.e., whether or not ¢arnings were less than-
the median earnings of the occcupations within one type) and by the percentagze
unionized among =mall establishment women (i.e., whether or not the percentage
exceeded the median occupational percentage, 3.6%), as shown in Table 11,
[Table 11 about here]

The data in Table 1l show an Laverse asgseciation between earnings level and
the percentage of small establishment women who are unionized within the
interpersconal and manual occupations. There 1s no earnings—unionizarion
association among the computer-related occupations, two-thirds of which have
relatively high percentageé of unionized women regardless of occupational
earnings level, - |

Thege findings imply two hypotheses about the causes of life.insurance
unionization, However, given the unavailability of apprnpfiate data, these
hypotheses can only be inferred from the findings. First, the negative associa-—
tion between establishment size and percentage unionized suguests that, at
leasgt from a crossz-sectional perspective, the classical thesis ahour the
effect of large establiszhment size on worker alienation 2nd, in turn, on
unlonization is inapplicable to insurance. ERather, for the recent unionization
of insurance clerical women, establishment size may be an indicator of the

quality of employment conditions {e.g. wages and benefits) and the capacity
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of the employer to resist unonization, Indeed, union representation election

regearch documents 2 repative association betweszn election unit size and
the odds of a pro-union election outcome for elections held in all industries
since the late 1960s, despite the higher unit costs of urgapizing smallier
establishments. Representation election research anrd the theories of white-collar
unjonization discugzed above supgest that the unib gize differenrial in reﬁresen—
ration election cutcomes may be attributable to greater cohesiveness among
zmall establishment workers, relatively inferior employment conditions im
smaller establishments, and relatively low levels of ewnloyer resistance
ko unionization ameng small employers {(Fiorito and Greer, 19832; Heneman and
Sandver, 1983). According to the 1676 and 1980 BLS wage surveys of lite
insurance, the earnings of large establishment employees were on the average
approximately 10% higher than that of small establishment employees (H.5. Bure:
of Labor Staristiecs, 1973, 1981},

Second, the occupational patterns of unionization are consistent with
2 blocked-mobility hypothasis about-occuparional differenrials in the propensity
to unionize, For clerical workers in the interpersonal and manual occupations,

the percentage unionized was preatesat in the higher-earnings occupations

within the interpersonal and wmanual oceupational groups. This implies, as

Chinoy {1955) maintained, that workers who have risen to higher—echelon joba
within a family of relared jobs and, theresfores, who expect no further promotions,
are more likely to unionize to improve their livelihoods than workers wha

are beginning their careers in entry-level jobs, who expect to be promoted,

or who may quit.and seek employment with ancther employer. This suggests,

then, that clerical workerz with vested interests in their jobs, bur whese

upward mebility is blocked, are the most likely to unionize. The blocked-mobilo.y
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hypothesis is also consistent with insurance clerical workers whe are likely
to experience Kanter's (1977) patrimonial relationship with their bosses.
The data in Table 10 show that the percentages unionlzed among higher-echelon
secretaries (secretary, A-U) exceeded not only that of the lower-—echelon
secretaries (secretary, D and E}, but the 30-gccupation median percentage
as well., Thus, blocked mobility may override feelings of patrimonial fealry
and, thereby, Foster unionization. Furthermere, the findings suggest that
the blocked-mobility hypothesis holds for occupations regardless of the trend
in their wage hierarchies. The inverse association between earnings level
and percentage unionized holds among interpersonal occupations, most of whose
wage hierarchies had become more hierarchical by 1980, and among manual cccupa-
tions, whose wage hierarchies had homogenized,

Awonp the six computer—-related occupations, the occupational earnings
level relative to the computef occupation median earnings had little impact
on the level of occupational unionization. Moreover, the percentape unionized
of &4 of these 6 occupations not only exceeded the 30-occupaticn median percentage,
but also ware among the S‘highast gecupaticonal percentages of the 30 occcupations,
The relatively high levels of.uninnizatinn among these workers, who arve machine
gperaters, may be attributable to greater restrictions on their physical
movement. Morecover, workers in the computer-related occupations, which as
a group consist of a apaller number of different occupations than the interper—
sonal and sanual cccupational groups, may possess skills which qualify them
for & smaller number of jabs fhan workers in the interpersenzal and manual
occupations., Therefore, the relatively high levels of unionization among
workers 1in the computer—ral;ted gecupations may be akttributable to greate?

restrictions on both their physical and social mobility.

e T T T T I T T LI I L T L M IO T RIS




24

Collective Bargaining Issues

The coellective bargaining issues of women clerical workers in insurance
address their sconomic concerng, the implementation of office autematricn,
occupational health and asafety concerns, and sender-related concerns. The
policy statements of Working Women, the vanguard working women's organization
which works with the Service Employees International Undon (SEIU) to ocrgandze
women clerical workers, provide an overview of the cn;lective bargaining
ﬂrientatién of this new form of unionization. In its 1980 publication Race

Acainst Time: Automation of the Office, Working Wemen presents a philosophy

and critique in which technology, both its design and implementation, is

not neutral but reflects rorporate interests and managerial cholces. These
interests and chioices are directed toward achieving lower cleriﬂal labor

costs and higher worker productivity througﬁ a unilateral deskilling of office
work with office automation and by implementiny centralized, impersonal,
Scientific Management controls of the clerical wark force. According zo
Working Women (1980}, the hainlconsequences for women clerical workers, especially
in the financial sector, is employment in degraded, low-wage, dead—end, unsafe,
and increasingly insecure jobs which allow the employses little discretiom,
restrict their physical movement, and lead to on—the—job, social iseclation.
Also, Working Women (1980) opposes the spread of office plecework that has
accompanied financial secror office zutomation and seeks to control increasing
shift work. This philosophy and critigque of office automarion are fairly
consistent with that of the AFL-CIO and the internatioral labor movement

{see for example, Amsrican Labor, [1981la, 1981b] and AFL-CIO Néws, [1%a33%,

1984b, 1984c]). -
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Given its assertion about the nannnéutrality of rechnology, Working
Women (1980) maintains that pffice aukomarion can and should be implemented
to create fulfilling, safe jobs and that negative human consequences of office
aurtomation must be controlled through collective bargaining. As Working
Women President Xarem Nussbaum put it, "The key to improving the conditions
for women lies in organizing the private sector™ (Trost, [883:1}, Among
the many collective bargaining goals promeoted by Working Women {1980} are
higher wages, job redasign, job rotation, increased breaktime and limitations
on hours. OSimilarly, the Women Employed Institute (197%), a Chicago-based
working women's organization mainly oriented toward women clerical workers,
published a seven-point program which espouses fair salary schedules, worker
participation in setting office policies and procedures, employee traindng
programs, written job descriptioﬁs, job posting and promaéion programs, grievance
procedures, and equal pay for equal work. |

Occupational safety and health is a chief concern in clerical worker
organizing and collective bargéining and has recently entered the polirticsl
arena {Andrew, 1983; Apecar and Trost, 19853). According to Working Women
.{1983} and labor organizations, sutomated office work, especially typing

1 .
at video display terminals (VDTs) for long hours, creates stress, eyestrain,

~migraine headaches, nausea and back pain, among other problems (AFL-CIO Hews,

1583k, 1984b, 1984c). While the question of reproductive hazards stemming
from VIT radiation_amissiun has yet to he.resulved, labor orpanizations are
calling for "pregnancy-protection packages" which allow pregnant VDT operators
to transfer jobs without losing pay, senlority and fringe benefits (AFL-CIO
Hews, 1984c). Other VDT, health and safety collective bargaining goals which

were announced at a recent 20-nation meeting of the Internaticnal Confederation
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af Frees Trade Unions covered control of radiation emission levels, rest breaks,

work aration lighting, Facigl rashes and air contaminants (AFL-CIOQ Hews,

1984c). Working Women and SEIU recently launched a "Campaign for VDT Safety,”
targeting'ls states for the enactment of protective, "right to know' legislation

and regulatians {(Wall Streer Journal, 1984 AFL-CTO Hews, 1985a, 1983B).

The recent and widely publicized snion victory at Egquitable Life Assurance
Society of the U.5., the third largest U.3. insurance company, illustrates
the collective bargaining issues of women clerical workers in the insurance

industry {Wall Street Journal, 1982; Tfast, 1954; AFL-CI0O News, 1984a; Serrin,

1984 Perl, 1984; Slaughter, 1984; Service Employee, 1984-85}. In February,

1982, SEIU District 925, a joint venture of Working Women and SEIU, won union
representation among claims processors at Equitable's highly autemated Syracuse,
NY office. In lfovember, 1984, after a astandoff with company threats to close

the office, employee picketing, and an AFL-CIO boycott of Equitable (Mall

Street Journal, 1983a, 1983b}, the union signed the first agpreement in the
company's history. The three-year contract provides the workers, who are
mainly women, with 143% wage increases ovetr the life of the agreement. Other
aconomic provisions include a no-layoff clause, reﬁised pay scales, and

a commitment from the company not to close the office. Furthef, the contract
remaves  ttitude and attendance criteria from performance reviews, allows
workers to challenpe the computerizad audits of their performances, and es-
tablishes a union grievance procedure with the possibility of appealing job
ratdngs to an outside arbitrator. The union gained assurances from the company
that 1t would not stall in future representation elections and collecrive

bargaining and that it would not hire anti-union comsultants,
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The Equitable contract alsoc addresses health and safety issues, especially

For VBT operaters. Aaong the healrh and safety provisions ars the rizht

of pregnant VDT operators to transfer to non-VDT work, the right of VDT operators
to transfer to other termisals if the current terminal is helieved to be

unsafe, extra breaktime Erom VDT work and 2 hour limitations on continucus

VDT use, VDT modifications to reduce stress and other physical, employee
problems, regular maechine maintenance, medical vision care, and Tequirements

for such safety equipment as glare reduction devices, detachable keyboards,

and adjustable chairs.

In sum, insurance industry collective bargeining is emerging to address
the economlic, health and safety, and gender-related problems of women clerical
workers that accompany burssucratization and office automation. Cellective
bargaining issues derive from 2 perceived need among clerical workers to
gain control over the implementation of office technology in order to improve
their economic livelihoods, maintain health and safety conditions at work,
and limit capriclous, managerial decision making.
ilanagerial Responses to
Collective Bargaining

Theories of white-collar unicnism maintain that employer resistance
retards unionization (Adams, 1975; Prandy et. al., 1983). Insurance industry
management nas maintalned a coatradictory management philosophy toward the
clerical work force which may have simultanecusly promoted and reta;ded clerical
unionizarign, The philesophy consists of unilateral, centralized control,
on the one hand, and paternaliém oTr human relations manapement, on the other,
The pioneering efforts of the insurance industry in implementing labor-saving,

office automation coupled with impersonal controls of the clerical work force
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is the chief indicator of a managerlal belief in wunilateral, centralized
control. TYet, such managerial action is a major contributing factor to the
hepinnings of unionization among women clerical workers.

Insurance manapewent has responded to unionization in two ways., The
first, which follows from its adhersnce to unilateral, centralized control,
is to actively oppose collective bargaining, as shown in the Equitable case,
Further, rhe insurance industry opposad the recent merger of the small Insurance
Workers International Unien inte the United Food and Commereial Workers,

which was mounting sn insurance industry organizing campaign (AFL CIO HNews,

1983a).

The second managerial response to unionization follows from pacermalism
and constitutes human relations management for the purpese of preventing
unionization. The chief indicators of paternalism'in insurance. have been
efforts to avoid layoffs through retraining and job reassignment, low levels
of layoffs, and lirtle technological displacement associated with office
automation since the 19503 {(Xassalow, 1966:359; U.5. Bureau of Labor Statisties,
1960, 19663, Such paternalism has been buttressed by relatively high rates
of voluntary quits and attrition among clerical workers and industry growth
(Kassalow, 1966; Werneke, 1983; U.5. Bureau of labor Statistics, 1860, 1966).

The beginnings of clerical worker unionizatior have hastened the exrenainn

of paternalism in the form of human relations management {(Nakicnal Underwriter,

1980a, 198@h}. For example, inéurance management consultant Matthew Goodfellow
(1973, 1980, 1981a, 1981b) disseminares his unlon-prevention advice in insurance
trade publications, urging the industry to iwmprove communmication with employees
and caase "autocratic" relations with clerical werkers in order to discourage

unionization. Similarly, labor lawyers Xrupman and Vacarro {1981) advise
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the insurance iadustry to address such women's issues as sexual haraszment
and sex discrimination in wage-settiayg to prevent clericsl worker unionization,
if not litisatiom against employer sex discrimination.

Increasingly, insurance management has adopted human relations managemsnt
not only to prevent unilenizaticn, wut to overcome clerical worker resistance
to office automatien and to Taise clerical worker productivity, Human velations
management practices in insurance include listening carefully to emplovee
camplaiﬁfs, informing emplovees of technological change and seeking their
advice, establishing quality contrel circles, job enrichment programs and
flexible work schedules, and hiring retirees to fill temporary vacancles
(Cornfield et. al., 1984). In sum, insurance management may have simultaneously
promoted and retarded the unionization of women clerical workers. The expression
of unilateral, centralized control im the impersonal, implementation of office
automation created the centerpiece of the organized clerical worker criktigue
of eaployment cmnditions and justification of unionization. However, paterna-
listie, human relations management may have retarded the growth of clerical |
worker unionization (Kassalow, 1964; Costelle, 1983}.
Clerical Workers and
Management in Insutrance

In sum, growing unionization among women clerical workers in insurance,
orcupational patterns of unionization, and clerical worker colleetive bargaining
issues r&fiact and constiktute a respaonse to bureaucratizakion and office
automation which is catalyzed by the increased organizing efforts of the
women's and labor movements, Accompanying bureaucratization and office automation
in insurance clerical work are perceived blocked mobility, increased impersonal

managerial contrel, declining real earmings, and occupational health hazards
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aﬁﬂng the women workers im this highly, sexually segrepated group of occupations.

These tremds may have promoted unionization among these women and have informed
the explicit critique of clerical employment which has been adapted by the
wosten's and labor movements in their union erganizing drives amnng insurance
clerical workers, These trends ameng women clerical workers in ingurance

alzo shaped the straregy for targeting this group of workers in orgenizing
cawpaigns, thereby giving rise to this new form of unionism, a gender-specific

hybrid of craft and industrial unionism.

With increased unionization, insurance management has responded by developing

husan relations management practices bto prevent unicnizacion, reduce workar
registance to offlce zutomation, and raise clerical worker productivity.
This managerial response may have prevented the historically low level of
clerical worker unionization in insurance fram rising higher than it has.

That large insurers have greater resources for modifying managerial practices

and preventing unienization with the ald of cutzlde consultants and for providing

employees with relatively superior wages and benefits may account for the
lower levels of unionization among women clerical workers in larger insurance

establishments compared to smaller insurance estahblishments.
tonclusion

The cage of growing uwnionfizarion ameng insurance clerical women suggests
that theories of white-collar undiendzatlon cught to be modified in two ways,
First, with changing sex roles, many wamen are ngo longer temporary wage—earnefs
and are embarking on long—term careers. Originally formulated in the early
1950s before thé recent resurgence of the women's movement, the passage of

civil rights legislation, and declining real earmings in the 1970z, the post-



31

industrial thesis assumed that women would not unionize becauss they lacked
"a career orientation., With these social, pelitical and economic changes,

more women have long-term, vested interests in their jobs and harbor pro-union

attitudes. Given the persistence of sccupational sex segreyation in clerical

work and other white-collar occupations, the changing sexual division of

labor in the home and work place has generated a new supply of potential

and actual white-collar union members. However, theories of white-collar

unionization emphasize the effects of the worker's socjceconomic standing

on the probability of unjonization. Therefore, a theory of whitre—collar

unionizatien, and of unionization generally, cught to include the effects

of changes in extra-work institutions, such as the family, which affect the

supply of potential union members and, hence, unionizaticn Ctrends,

Second, the post-industrial thesis assumed a static arrangement of social
tlasses and, therefore, pergistent aversion of white-collar workers toward
unionization. However, since the late nineteenth century, the gender, social
class origins and relative atatus of clerical work and clerical workers
have changed, especilally with offlce automation since the 1550s after the
original formulation of the post-industrial thesis. (lerical work now comprises
iwany women from working class origins in jobs thas.are more specialized,
lower in status, and subjected tp imperscnal, partly computerized managerial
control, These changes have motivataed many women clerical workers ro unignize
for reasons which are similar to those that have motivated blue-collar unioni-
zatign: improvements in economic employment ccnditians, limitations on capricious
management, and control of the implsmentation of technological change. Therefore,

2 theory of white-collar unionization ought to include the effects of the
i
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changing

clerical

zoclal class position of white-collar workers, especially women

workers, on thelr propensity to unionize,

2



Tabhle 1. Percentage Women and Percentage Distributicm of Women and Men Employeas
by Cccupation in the I[nsurance Industry, I1930-1580

(3} {4) {5} {68}
(1) £2) % pf Emploved % of Emplovyed
# Woman Women Men
Qocupation 1950 19&0 1350 1980 1850 1931
Professianals 21.4 4B6.35 1.8 A8 5.3 10.3
(2832 (158}
Managers 15.5 29.2 3.4 5.3 14.8 16,9
£73y  {197)
Insurance agentab 8.7 25.7 7.6 13.3 63.1 50.4
(290} (558)
Clarical workers 844.7 84.2 85.1 .?2.5 12.2 17.9
{333 {932} d
Secreataries, typista 97.1 99.1 40.9  26.8 1.0 0.3
and stenographers {140) (292}
Other clerical 75.7 77.3 L46.2  45.7. 1.2 17.6
(194) (B39}
Other : 25.8 37.5 2.1 2.0 4.8 4.5
(27 (5%
Total ‘ 44.2  56.7 100.0 99.5° 100.0 100.0
(751} {1303)
we i - - 332 1081 519 824

H's in thousands in parenthezes,

Innludas agents, breokers and underwritars.
. Deesn't sum to 100.0X dus to rounding.

In thousands.

i i

Source:; U.S. Bureau of the Census: 1950 Census, Vol, IV, Special Reports, Part I,
Chapter €, Occupation by Industry; 1980 Census, Vol. 2, Subjects Reports,
PCE0=2=JC, Oceupation by Industry.




Table 2.

Percentage Dlstribution of Establishments and Pmployment by Establishment

Size in Insurance (SIC 63}, 1951-1%21.

Establishment Establishments Emplovyment

Jize (Emnlovees) 1951 10462 1970 1981 1962 1970 1981
less than 20 70.6 73.5 71.8 71.0 12.3 11.4 11.6
20-59 23,4 21.2 22.3 23.1 27.6 6.4 24.9
100-459 5.1 4.5 5.0 4.8 27.8 28.4 26.6
300 or more 8.9 0.8 0.9 1.1 32.13 33.4 36.9
Total 100.0%  LOQ.0% 100,08 100,02 100.0%  100.0%  1Q0.0%
H {in 1000's) 14.8 5.9 29.2 32.9 81516 1002.0 1229.4
Scource: U.5. Department of Commerce and U.5. Depariment of Health, BEducation,

and Welfare, County Businezs Patterns, First Quarter, [931, Part I,
Washington, D.C.: [.S5. Government Printing O0ffice, 1953: T.5. Bureaun

of the Census, County Business Patterns. First Quarter, 1962, Part I,
Washington, D.C.: U.3. Government Prioting Office. 1963; U.3. Burezu

of rhe Census, County Buzineza Patterng 1970, CBF-70-1, Washinprom,
D.C.: WU.8. Government Printing Office, 197¥1; B.5. Burean of the Census.,
County Business Patterns 1981, CBF-81-1, Washingtom. D.C.: 0.3,

Government Printines Qffice, 18313,



Table 3. Percentage Distribution of Non-Supervisory Clerical Employment and
' Percentage Change by Occupation in Insurance, [970-1980.

Qecupation

Interpersonal cccupatlons
Secretaries
Information clerks
Adjusters and investigators

Computer-related gccupations
Computer and peripharal aquipment cperators
Data-entry keyers

Hon-computer office machine operators
Duplicating. mail and other office machineg operators
Communtications equipment operators

Manual cecupaticns
Typists and stencgraphers
Statlstical clerks
Bookkeepers
File clarks
Mzil and material recording, scheduling and
diztribhuting clerks

Other
Tatal

N (in FOOG's)

1970-80
1970 1920 7 change
43.8 47.7 42,43
26.0 26.2 32.0

1.1 2.0 130.0
16.7 19.5 52.7
4.4 6.1 83.1
1.1 2.6 216.6
3.3 3.5 38.7
1.6 1.1 -6.9
0.9 0.6 -9.8
0.6 t.5 -2.7
6.8 23.4°% -16.8
15.4 8.2 -30.0
4.8 1.0 -72.0
7.2 5.5 17.6
7.0 4.1 -19.3
2.3 3. 85.3
13.4 21.7 11t.6

100.02  100.0% 30.9

648 848 -

a. Parcentages of detailed occupations do not aum to subtotal percentage due to

rounding.

Source: U.3. Bureau of the Census, Censzusz of Peopulation:

1970, Final Report

PC(2}-7C, Washingten, D.C.: 1.5, Govermment Printing Office, 1972
and 1980 Census of Populaticon, PCE0-2-7C, Washington, D.C.:

Government Printing Office, 1984,

.3



Table 4, Mean, Beal {1947 Dollars), Annnal Esrnings, Percentage Change in
Real Earnings, and Ratic of Real Farnings to Women, Clerical Werkers'
Beal Earnings by Gender/Occupation in Insurance, 1963-197%.

Gender/Qecnpatien

Men, Managets
Men, Sales workers
Men, Professionals

Women, Clerical workers

Sourca: See Table 3.

Ratioc of real earnings

Mean Real to women, ¢leriecal
Annual Earnings workers' real earnings
19691979

1969 1979 % change. 1969 1979
14860 14134 -4.9% 3.04 i.78
10799 11232 4.9 2.87 3.03
10776 9828 -5.8 2.86 2.63
3769 3741 -0.7 — -



Tahle 5. Bank—-order of 27 Life Inaurance, Hon-Supervisotry Clerical Occupations
by Mean, Real {1967 Dollars), Weekly Earnings, 1971 and 1980

1371 1320
Haan Mean
Real Weekly Real Weekly

Jccupation Egrnings Rank Barnings Bank
Claim approver, 4 150.0 1 115.1 3
Secretary, A 141.8 2 124.6 1
Computar Oparator, 4 135.6 3 117.7 2
Claim approver. B 129.8 & 91.8 ]
Secretary, B 123.2 5 L1064 &
Computer aparator, B 120.8° & 94,2 a
Correspeondence clerk., A 118.7 7 08 .4 5
Secyetary, C 109.6 L) 95.6 7

_ Computer operator, G 107.2 g 81.8 11.5
Tape librarlan 105.1 10 g80.6 13
Accounting clerk, A 100.6 I1 8l.8 11.5
Secretary, D a7.3 12 g§4.1 g
Skenographer, senior 95,9 13 75.0 L5
Correspondence clerk, B 96.0 14 83.49 4]
Feypunch operator, A 91.5 L5 78.8 14
Palicy evaluation clerk 7.8 L6.3 T4.1 15
File clerk, A 87.8 Ia.5 6.9 21
Typiat, A 83.7 18 0.1 20
Transcribing machine typist al.5 14 73.1 17
Premium acceptor 30.8 20 . a7.3 22
Stenographer, general 80.4 21 1.3 18
Faypunch operator, B 80.0 22 a6.7 23.5
Accounting clerk, B 79.6 23 70.7 ]
File clerk, E 73.8 24 61.2 26
Typist, B - : 73.0 25 hl.b 23
Premium~ledger—card clerk 72,1 26 B&.7 23.5
File clerk, C 67 .2 . 27 . 55.1 27

Source: IU.5. Bureau of Labor Statistics, Industry Wage Survey, Life Ynsurance,
Decembar 1971, Bulletin ne. 1791, Washington, D.C.: I[.S. Government
Printing Office. 1973 and Industry Wage Survey: Life Insuranmce,
February 1980, Bulletin no- 2119 (mictofiche), Washingten, D.C.: .3,
Covernment Printing Office, 1981,




Tahle §. Percentage Diastribution of 27 Life Insurance, ¥on-Supetvisory
Clerical Qccupations by Type of {ccupation and Earndnga Level,
1971 and 1980

1571
Regl Waekly
Earnings

Type of qccupaticn& Highh Low  Total
Interparsonal 100.0 0.0 100.0%
Computer-ralated g5.7 33.3 100.0%
Manuial 15.4 84,6 100.0%
Total 51.9 43.1 LQG.DE
Chi-sgquare, 24f 14.87%
¥ p o< 001

13

27

1380
Real Weekly
Earnings

Highb Low Total u

160.0 0.0 100.0% 8
83.3 16.7 100.0%2 6
7.7 92.3 100.0% .13

31.9 48.1 100.0% 27

19.06%

a. Interperaonal = secretary, correspendence clerk, and claim approver;
computer-relatsd = computer operator, keypunch cperator, and tape librarian;
all other cccupations listed in Table 5 are manual occupations.

. High = greatar than or squal to the mediaun occupaticnal earnings in Table 5.

Sgurce: See Table 5.




Table 7. Percentage Distribution of 27 Life Insurance. Nou-Supervisozry
Clerical Ceccupations by Type of Occupation and 1971-1980 Change
in Oecupacionzl Earnings Rank

Lower or
a Highar earnings same earnings
Type of cceupation rank in 19380 vank in [980 Total N
Interpersonal 73.0 25.0 100,02 8
Manual or computer-relatad 3l.& 63.4 100.0% 19
Total i L4 55.6 100.08 27

Chi-aguare = 4.14, 1df, p < .05.
a. 3ee Table 6, note a, for definitionsz of cccupational types-

Source: See Table 5.
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Subgroup Wage Hierarchy

Type of Jecupation®

Interpersonal or computer—-related
Manual

Totzal

Chi-ggqnare = 18,13, 1df, p < .01

Paret of an
cocupational subgroup
with a diminishing

Part of an
aecupational subgroup
with an increasing

. Tahle 9. Percentage Distribution of 25 Life Insurance, ¥ou-Supervisory Clerical
i Occupations by Type of Occupation and 1971-1980 Change in Cecupaticnal

wage hierarchy wage hisrarchy Total
15.4 4.6 100.0%
100,90 0.0 oo, 0%
56.0 44,0 100.0%

a, GSee Table 6, note a, for definitcions of cccupational
B. See Table 8§ for definitions of the 10 occupatiomnal subgroups.

Source: See Table 5.

types.

3=

12
12

i35



'abie r10.

Jecupation
Stenographer,

senior
Stenographer, general
¥Yay entty operator, 4
Computer operatgr, B
Acecounting clerk, A
Key entry operator, B
Secretary, B

Computer operator, A

Typlst, 4

Secretary, C

Eztablishment Size&
Small

19.2%
{78)"

il.2
(134}

10.%
{475)

8.3
{116}

3.7
{10543

8.7
{877}

8.6
(754
{53)

7.2
{500)

7.1
(7473

Trangseribing-machine typist B.4

dccounting clerk, B

Claim approver, A

Switchhoard operator, B

Secrecary, A

a. Small=530-449 warkers;
. N's in parentheses.
SOTRCE:

{519)

B.4
(1523)

6.1
(229)
{85)

3.7
(157)

" Parcentage of Women Workers Who are Covered by a
Establishtent Size Ffor 30 Life Insurance,

Large

0.0
{183)

0.4
(3053

0.5
(B24)

0.0
(1713

4.2
(458)

0.4

{h46Y

-5
(601)
(35)

1.0
(794}

1.7
{1163}

14.3
{266}

0.7
(8ai)

Q.9
{213)
{29)

0.9
{136}

Cocupation

Typisc, B

Policy evaluation clerk
Compiiter operator, ©
ﬁcrrespnndenne clerk, B
File clerk, A

File ¢lerk, B
Switchboard operator, 4
Claim approver, B
Pramium acceptor

Secretary, D

Prepium—ledgar-card clerk

Data librarian

File clerk, C

Covrrespondence clerk, A

Secretary, E

larze=1000 or wmore workars.

Unpublished data from the U.S. Bureau of Labor Statistics.

Unicn Contzact Hv Oooupation and
Mon=Superviscry Clerical Occupations,

1980

Estabiishment Size

Small Targze
5.6 i.1
(aa?) {920,
3.5 L.0G
(582) {296}
3.1 0.0
(783 (128}
&.7 3.9
(788} {(5L8)
4.4 3.9
(1373 (2063
3.9 4.1
{671} {4887
1.6 4,2
(1123} {713
3.1 2.2
(353} {4023
3.E 1.5
(4193 (L2130
2.9 3.4
{7803 (1040}
2.8 3.0
{283) {333
2.8 0.4
{108 (493
2.3 0.0
£931) (567
1.9 1.8
(&427) {220
1.6 0.0
{4273 {738}



Tabie 1l. Percentage Distribution of 30 Life Insurance, Hon-Supervisory Clerical
Occupations by Type of Occupation, Earnings Level, and Fercentage of Homen
Workers in Small Establishments Who are GCoversd by 2 Unlon Contract, 1980

Percentage of women
workers in small
establishments covared
by a union contract

h

Type of GccupatinnfEarningsa Lo High Total N
Interpersonal, High earnings 20.0 80.0 100.0% 5
Interpersonal, Low earnings 100.0 0.0 100, 0% &
Computer-related, Hizh earnings 33.3 Bb.7 100.0% 3
Computer-related, Low earnings 33.3 66,7 100.0% 3
Manual, High sarnings 25.0 75.0 100,0% 8
Manual, Low earnings B5.7 14.3 100.0% 7
- Total 50,0 50.0 100, 0% 30

Chi-square=12.04, 54f, p < .03

a. For definitions of occupational types, see Table 6, note a. Secretary, E apnd Switch-
board operater, A & B, which are excluded from Table § due to unavailabilicy of 1971
data, are classified as interpersonal and manual occupations, respectively, in Table
11. The 1980 mean, real weskly sarnings are $77.6 for Secretary, E, §75.6 for
Swirchboard operater, &, and $70.9 for Switchboard operater, B.

b. Less than or equal to the mediar ocecupatlonal percentage, 5.68%.
SOURGCE: See Table 10 and U.5. Bureau of Lahor Statistics, Industry Wage Survey: Life

Tnsurance, February 1980, Bulletin oo, 2119 (microficha), Washingtom, D.C.: U.S.
Covermment Printing Office, 19E81.
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